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ABSTRACT

Motivating others is truly an art. Through constructive
delegation practices, conscientious work monitoring, and
the provision of meaningful feedback, we can motivate
others to perform to the extent of their ability. These
managerial skills will serve as the foundation for
excellence in overall associate management, mentoring,
and professional development. Well-managed people are
motivated to continue developing skills to meet the desired
expectations as people are under less stress because they
have a motivated, well-trained with workforce in place.

This paper is presented to help understand the
relationship between motivation and self-regulated
learning. Self-regulated learning can be facilitated by the
adoption of mastery and relative ability goals and
hindered by the adoption of extrinsic goals. Summary
analyses provided support for the theory that the pursuit
of performance goals has an undermining effect on
intrinsic motivation relative to the pursuit of mastery
goals. Moderator analyses were conducted in an attempt
to explain significant variation in the magnitude and
direction of this effect across studies. These findings
provide conceptual clarity to the intrinsic and extrinsic
motivation and suggest numerous avenues for subsequent
pragmatic motivational strategies.

Keywords—Intrinsic and Extrinsic Motivation, Self-
regulated learning,

Wondering how to motivate your motivation as well
as motivate others? An important key that will help to
motivate others is to understand that what motivates you
may not have any effect on others. In fact, every individual
is different and we all have different likes and dislikes,
only we have to create and stimulate enthusiasm in them
to be motivated. Once we discover what interests them
we know where their motivation button is … then we can
begin to motivate their motivation in another direction.
This is the surest way to work with other people.

Abraham Maslow as the father of humanistic
psychology and contributor of the pyramid of hierarchal
needs to the world of psychology has made a significant
impact on society’s understanding of human behavior.
Maslow created a new perspective of humanistic
psychology when he published The Theory of Human
Motivation in 1943. He emphasis on the theory of self-
actualization. Maslow’s Theory of Motivation, is based
on his work with vibrant and mentally healthy individuals.
Maslow based his Theory of Motivation on his studies of
many notable achievers, including Albert Einstein,
Eleanor Roosevelt as well as many other people he knew
to be self actualized. He believed that every person has a
strong innate desire to achieve their full potential, but
would resist those loftier goals until the lack in the more
basic levels of life were satisfied. The Theory of Motivation
calls this the “Hierarchy of Needs”, the basic and
fundamental requirements of a human being. He showed
this hierarchy of human needs as a pyramid consisting of
the five levels. The person striving to achieve self
actualization, or the individual’s maximum potential, must
past through each, and satisfy these five steps before being
psychologically free to move on. Overall motivation comes
from one’s positive perspective of growth, success, and
satisfaction and it seeks to disassociate itself away from
frustration and stress.

THE NATURE OF MOTIVATION

Motivation conceptualizes the idea that human
behaviour is the resultant of forces that pull or push
the individual in certain directions. Motivation to
learn comprises both intrinsic and extrinsic elements
that initiate and sustain learning behaviour and
determine their intensity. Intrinsic motivation
originates from the individual’s perception of the
relevance and value of the learning opportunity, and
may also reflect satisfaction of an inner need for
achievement.
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TYPES OF MOTIVATION: INTRINSIC, EXTRINSIC &
COMPETENCE MOTIVATION

Intrinsic motivation originates from within the
individual and a very powerful source of motivation.
Intrinsic motivation is behind all of our attempts to
learn and master new skills from our very birth as
an infant will reach out and grasp a finger. Next
comes walking, talking, riding a bike, all the things
children are anxious to accomplish. Intrinsic
motivators include fascination with the subject, a
sense of its relevance to life and the world. Intrinsic
motivation means that the individual’s motivational
stimuli are coming from within. The individual has
the desire to perform a specific task, because its
results are in accordance with his belief system or
fulfills a desire and therefore importance is attached
to it. Intrinsic motivation can be long-lasting and
self-sustaining.   Efforts  to  build  this  kind  of
motivation are also typically efforts at promoting
student learning.  Such efforts often focus on the
subject rather than rewards or punishments. On the
other hand, efforts at fostering intrinsic motivation
can be slow to affect behavior and can require special
and lengthy preparation. Students are individuals,
so a variety of approaches may be needed to motivate
different students. It is often helpful to know what
interests one’s students in order to connect these
interests with the subject matter.

Source: Matt DeLong and Dale Winter, Learning
to Teaching and Teaching to Learn Mathematics:
Resources for Professional Development ,
Mathematical Association of America, 2002, page
163.

Our deep-rooted desires have the highest
motivational power. Below are some examples:

· Acceptance: We all need to feel that we,
as well as our decisions, are accepted by
our co-workers.

· Curiosity: We all have the desire to be in
the know.

· Honor: We all need to respect the rules and
to be ethical.

· Independence: We all need to feel we are
unique.

· Order: We all need to be organized.
· Power: We all have the desire to be able to

have influence.
· Social contact: We all need to have some

social interactions. Extrinsic motivation
· Social Status: We all have the desire to feel

important.
Extrinsic motivation, in contrast, depends on

perceptions of gain in the form of rewards or the
avoidance of sanctions. Extrinsic motivators are the
rewards and punishments that come from the outside
world. Play video games instead of doing homework;
suffer embarrassment in class the next day. Earn a
trophy for first place in a competition for high
performance, win the admiration of others. There is
one important fact about extrinsic motivators
however, they are short-term fixes only. The desired
behavior will probably disappear when the threat is
gone (or forgotten) or the promise has either been
delivered or denied. Extrinsic motivation is external
in nature Intrinsic motivation can be defined as-

· Success and pride of accomplishment
· An understanding of the importance in

applying the desired behavior. The most well-known
and the most debated motivational object is money.
Below are some other examples:

· Employee of the month award
· Benefit package
· Bonuses
· Organized activities

Extrinsic motivators include parental
expectations, expectations of other trusted role
models, earning potential of a course of study, and
grades (which keep scholarships coming). Student
who is extrinsically motivated might say like the
following.“My Professor will bring me reward if I
do well on today’s quiz.

Extrinsic motivation thus contrasts with intrinsic
motivation, which refers to doing an activity simply
for the enjoyment of the activity itself, rather than
its instrumental value. Extrinsic motivators more
readily produce behavior changes and typically
involve relatively little effort or preparation. Also,
efforts at applying extrinsic motivators often do not
require extensive knowledge of individual students.
On the other hand, extrinsic motivators can often
distract students from learning the subject at hand.
It can be challenging to devise appropriate rewards
and punishments for student behaviors. Often, one
needs to escalate the rewards and punishments over
time to maintain a certain effect level. Also, extrinsic
motivators typically do not work over the long term.
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Once the rewards or punishments are removed,
students lose their motivation.

However, unlike some perspectives that view
extrinsically motivated behavior as invariantly
nonautonomous, For example, a student who does
his homework only because he fears parental
sanctions for not doing it is extrinsically motivated
because he is doing the work in order to attain the
separable outcome of avoiding sanctions. Similarly,
a student who does the work because she personally
believes it is valuable for her chosen career is also
extrinsically motivated because she too is doing it
for its instrumental value rather than because she
finds it interesting. Both examples involve
instrumentalities, yet the latter case entails personal
endorsement and a feeling of choice, whereas the
former involves mere compliance with an external
control. Both represent intentional behavior, but the
two types of extrinsic motivation vary in their relative
autonomy. Given that many of the educational
activities prescribed in schools are not designed to
be intrinsically interesting, a central question
concerns how to motivate students to value and self-
regulate such activities, and without external
pressure, to carry them out on their own.

Competence motivation occupies a mid position
and describes the way in which the achievement of
competence in a task enhances motivation to
continue learning. Demotivators are factors arising
within the individual or in the context of learning
that undermine intrinsic or extrinsic motivation to
learn, thus causing indifference to or avoidance of
learning opportunities.

• To encourage students to become self-
motivated independent learners, instructors
can do the following:

• Give frequent, early, positive feedback that
supports students’ beliefs that they can do
well.

• Ensure opportunities for students’ success
by assigning tasks that are neither too easy
nor too difficult.

• Help students; find personal meaning and
value in the material.

• Create an atmosphere that is open and
positive.

• Help students feel that they are valued
members of a learning community.

According to Ericksen “Research has also shown
that good everyday teaching practices can do more
to counter student apathy than special efforts to
attack motivation directly”. Most students respond
positively to a well-organized course taught by an
enthusiastic instructor who has a genuine interest in
students and what they learn. Thus activities you
undertake to promote learning will also enhance
students’ motivation. The three most likely factors
to influence the quality of an individual’s motivation
are these:

Characteristics of the individual: Attributes of
the population that predict the way in which a person
will approach work, and the pace at which they may
be expected to develop skills. Attorney population
attributes are influenced by trends such as the law
school applicant pool2, law school demographics
suggesting that women may soon be in the majority3,
and specific selection criteria applied by your firm
in the recruitment process.

Nature of the work: The substance of a typical
associate’s workload and the way in which it affects
his/her motivation. The nature of typical assignments
has changed substantially for many firms, influenced
by a shift toward larger cases, the increased pace of
work caused by client demands for immediacy, and
limitations on work for which the firm may bill.

Environment: The environment is the physical
and emotional nature of the workplace. Aspects of
the environment in which an attorney works clearly
have impact on his/her motivation.

This last factor, the environment, is the factor
over which senior attorneys have the most control.
Supervisors shape associates’ work environment as
they assign work, monitor progress, and provide
feedback. These management behaviors, employed
effectively, are the keys to motivating individual
performance. Motivation is a complex topic. To
better understand its nuances, we can explore classic
motivation theory.

IDENTIFYING AND APPLYING APPROPRIATE MOTIVATORS

Motivation is the energy that makes us want to
produce high quality work and grow in skill and
knowledge. When supervisors are able to motivate
subordinates, it results in an increase in their desire
to be productive and successful. Determining what
might motivate an individual can be a challenge.
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Individuals who share many characteristics may be
motivated by very different incentives—even those
who work in the same environment, on similar tasks.
The best management strategies develop from a
foundation of understanding which motivator
corresponds to the reward valued by a particular
individual. There are five motivational conditions,
each with an attendant reward expectation (see
Figure I.1. Motivational Conditions and Rewards4).

 Motivational Conditions and Rewards

Motivation Reward
Achievement Success
Anxiety/fear Avoidance of failure
Approval Praise/acceptance
Curiosity Exposure to interesting work
Acquisitiveness Tangible material benefit

To apply this base of knowledge, think about
your own motivational conditions. What motivates
you to succeed? Is it money, interesting work, or the
camaraderie of the firm environment?. Motivation
is a very complex issue and is influenced by a variety
of factors. For example, you may be motivated to
do boring work if you have the opportunity to work
with someone you really like, but that motivation
may fade over time if the nature of the work does
not change. Motivators do not remain static and are
situational in nature. Supervisors may find that they
have dissimilar experiences with a given person
when they apply different motivation/reward
conditions. The teacher’s challenge is to identify the
core motivators of each student at a given specific
time.

Infact, Goleman emphasized it too in a model of
five dimensions as each area has its own set of
behavioral attributes as follows.

• Self-awareness is the ability to recognize a
feeling as it happens, to accurately perform
self-assessments and have self-confidence.
It is the keystone of emotional intelligence.

• Self-management or self-regulation is the
ability to keep disruptive emotions and
impulses in check (self-control), maintain
standards of honesty and integrity
(trustworthiness), take responsibility for

one’s performance (conscientiousness),
handle change (adaptability), and be
comfortable with novel ideas and
approaches (innovation).

• Motivation is the emotional tendency
guiding or facilitating the attainment of
goals. It consists of achievement drive
(meeting a standard of excellence),
commitment (alignment of goals with the
group or organization), initiative (acting on
opportunities), and optimism (persistence
reaching goals despite set backs).

• Empathy is the understanding of others by
being aware of their needs, perspectives,
feelings, concerns, sensing the
developmental needs of others.

• Social skills are fundamental to emotional
intelligence.They include the ability to
induce desirable responses in others by
using effective diplomacy to persuade
(influence); listen openly and send
convincing messages (communicate);
inspire and guide groups and individuals
(leadership); nurture instrumental
relationships (building bonds); work with
others toward a shared goal (collaboration,
cooperation); and create group synergy in
pursuing collective goals.

KEY POINTS ON MOTIVATING OTHERS

• The quality of an individual’s performance
is directly influenced by the quality of
supervision he or she receives;

•  Assessment of the quality of supervision
is measured by its outcomes, e.g. optimal
work product,

• Appropriate skill development, effective
client relations, functional team behaviors;

• Motivation determines productivity and
motivators are unique to each individual;

•  Supervisors have an instinctual style, with
unique motivational conditions and
rewards;

• The level of motivation exhibited is directly
tied to the quality of instruction the junior
attorney has received; and

• Improving one’s effectiveness in
motivating others is a function of adapting
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supervisory style to the unique motivational
conditions and learning style of the
subordinate.

CONCLUSION

It is well said that Motivation is what drives you
toward a goal, what keeps you going when things
get tough, the   reason you get up early to exercise
or work late to finish a project. In context of
Motivation in our classroom, and life in general, must
be authentic and therefore related to what students
see as interesting and worthwhile. When students
begin challenging themselves and asking their own
questions, it is clear that they will go out into the
world with understanding, and perhaps even a little
skepticism, that will promote an ability to cope with
problems that lie outside of the standard. The
approaches discussed above also help develop
critical thinking abilities, a key element in success
in the modern world. After all, students will be facing
opportunities and situations to which we don’t even
have the questions yet, much less the answers. By
enriching their learning experiences through giving
them responsibility, curiosity, as well as confidence
in their own abilities, students will be prepared for
those opportunities. Motivation is not a constant
thing that is always there for you. It comes and goes,
and comes and goes again, like the tide. But realize
that while it may go away, it doesn’t do so
permanently. It will come back. Just stick it out and
wait for that motivation to come back. In the
meantime, read about your goal, ask for help, and
do some of the other things listed here until your
motivation comes back.
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