
How to motivate 

staff at (lower) all 

levels to perform 

without financial 

rewards/incentives





Attitudes are contagious.

Is yours worth catching?



What Is Motivation?

The processes that accounts for an 

individual’s intensity, direction, and 

persistence of effort toward attaining 

an organizational goal

 Intensity – how hard an individual 
tries

 Direction – efforts are channeled 
toward organizational goals

 Persistence – how long the individual 
tries



Motive and Motivation
MOTIVATION is a set of processes that moves a person toward a 

goal.

MOTIVE is a need or a want that causes us to act (energises us).

Motive 

Need: Some internal state that makes 

certain outcomes appear attractive.



Source: http://www.ineedmotivation.com/blog/wp-content/uploads/2008/07/pp30580motivation-posters.jpg



• Motivation is the willingness to contribute to the 
oganisational goals

• Motivation is a kind of ability

• Motivation is connected directly to money

• With motivation every job performance problem can 
be solved 

• Motivation depends on the employee

Misbeliefs on motivation





What is Morale?

The dictionary meaning is mood & spirit.

It means team spirit & togetherness of people for
a common purpose.



What is Morale?

It consists of 3 different aspects:

1. Feeling of being accepted by one’s work group

2. Sharing common goals with one’s group

3. Having confidence in the desirability of these
goals.



What is Morale?

Individual & group morale:

It reflects the individual’s attitude towards life.

Group morale reflects the group feeling – a group
assessment of conditions – esprit de corps
(team spirit)





Maslow’s Hierarchy of Needs Theory
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Herzberg’s Two-Factor Theory
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Two ways of extrinsic motivation: ‘carrot 
and stick’

Source: http://www.krishnade.com/blog/2010/drive/



Douglas McGregor’s X & Y

Inherent dislike for 
work and will attempt 
to avoid it

View work as being as 
natural as rest or play

Theory X Theory Y



McClelland's Theory of Needs 

• Need for achievement (nAch) - drive to excel 

• Need for power (nPow) - the need to make others behave 
in a way they would not have behaved otherwise

• Need for affiliation (nAff) - the desire for friendly and 
close interpersonal relationships 



McClelland's Theory of Needs

• High achievers prefer jobs with personal 
responsibility, feedback, and 
intermediate degree of risk.

• High achievers are not necessarily good 
managers.

• Affiliation and power closely 
related to managerial success

• Employees can be trained to stimulate 
their achievement need.



Contemporary Theories of 
Motivation

 Self-Determination Theory

 Goal-Setting Theory

 Management by Objectives

 Self-Efficacy Theory

 Equity Theory

 Expectancy Theory





Problem solving and reasoning

In his best selling book “Drive” Dan Pink insist that money 

incentives will restrain individual creativity and hamper 

performance in jobs requiring out of the box thinking.

He gets his ammunition from experiments done in 

psychology and economics.



Problem solving and reasoning cont

Duncker (1945) and the psychologist Sam Glucksberg 

(1962) ran a Candle Problem experiment with 

monetary rewards and their results indicate that 

money incentives aggravates the problem of functional 

fixedness.



Candle Box Problem 



In a well known study Edward L. Deci argues that for 

tasks that are high on intrinsic motivation, extrinsic 

rewards may lead to over-justification and may crowd out 

the inner drive to such an extent that the incentives 

reduces performance Deci (1971).3

First conclusion



Journal article University of Bergen
Incentives and creativity in groups

Joachim Ramm, Sigve Tjøtta and Gaute Torsvik

June, 2013

This paper brings home two messages. 

We replicated the experiment of (Glucksberg (1962)) that seems to 

inspire the notion that monetary incentives impair individual 

creativity. 

In our data providing monetary rewards leave performance 

unaltered.

Our experiments indicate that there is a real group effect in creative 

problem solving.



Incentivizing 
Employees without 
Monetary 
Compensation





Herzberg’s intrinsic and extrinsic 
motivators

Quality of supervision

Pay

Company policies

Physical working conditions

Relationships

Job security

Promotional opportunities

Opportunities for personal growth

Recognition

Responsibility

Achievement



REMEMBER!

What motivates you doesn’t 
always motivate your staff.



Different things motivate different people

People want to use their talents, skills and 

knowledge 

People want to do something rewarding 

and intrinsically valuable



Your Motivation Toolbox

Balance

Benefits

Communication

Compensation

Corporate culture

Recognition and rewards

Responsibility

Teamwork

Training and promotions



Forbes Coaches Council Suggest;

Promote Ownership; 
A company culture that provides trust, ownership 
and performance management promotes 
sustainable engagement.

Recognition trumps bonuses; 
Give 4 points of positive recognition for every one 
negative.

Customized incentives; 
Determine what the employee wants – status, 
stability or benefits? Surveys or focus groups can 
help determine this and make employees feel 
invested in the organization.



Meaningful work; 
Align mission and meaning with 
responsibilities.

Make incentives related to work; 
Understand individual motivations and infuse 
them into the job regularly.

Use achievements;
Make incentives transparent and directly tied to 
a measurable action or achievement. Training 
incentives are valuable in providing employees 
with a break from daily routine, while 
improving their skills.



Empowerment; 
Link incentives to supporting employees with gaining more 
autonomy, developing mastery or having time, resources and 
ability to create an impact they care about.

Understand shared values; 
Motivate individuals by considering their values – e.g. 
family or recognition – and incentivizing these for strong 
company culture.

Consider emotional impact of incentives; 
Make employees feel aligned with the purpose of the 
organization by giving meaning to their work.



Flexible Hours



Amenities

1. A pool table for the break room.

2. Snacks on a certain day of the week.

3. Better chairs for the office.

4. An outdoor space for lunch time.



Small Gestures
Small gestures are efficient and impactful.

1. Buying lunch for an employee or group that achieved 
well in their work.

2. In some cases, one may consider establishing an 
annual trip to reward employees who have achieved 
certain annual goals. This increases motivation and 
build camaraderie and teamwork. 

3. Workplace training, development and management 
also drives retention and performance. 

4. Small company or department parties.



Working SMART

•Establish SMART goals.
Specific

Measurable

Achievable

Relevant

Time-bound

•These goals help to determine when 
recognition should be given.



Keep in Mind…

6-39

 Make goals specific and difficult

 Motivation can be increased by raising employee 
confidence in their own abilities (self-efficacy)

 Openly share information on allocation decisions, 
especially when the outcome is likely to be viewed 
negatively



Brainstorming

How would you incentivize employees?



Things That Don’t Motivate

Personal Attacks

Embarrassing 

Governing by Fear

Shouldering All Responsibility

Overworking Employees



Attitudes are contagious.

Is yours worth catching?



Thank you

Len Mortimer

len@iultimate.co.za

0824188909 www.iultimate.co.za
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