





BASIC MOTIVATION THEORY





INTRODUCTION





	If you ask someone what he works for, there is a fair chance that he will answer “to earn money”.  As soon as we get into more detail, it appears that you and I, and many other people we know, do not really work to earn more money, but rather for a series of more fundamental reasons.  There is a whole range of different factors that make us dedicate ourselves, more or less, to our job and that influence the degree of satisfaction we derive from it.








MASLOW’S THEORY





	The degree to which normal people are inclined to dedicate themselves to anything, their work, their hobbies, cultural associations, sport, etc., depends in the first place on the environment.  Depending on the degree at which his different needs are satisfied by his environment, the person will reach different degrees of interest.  This starts on a primitive level with our pure biological needs, personal safety, food, procreation and care.  These elementary needs must be satisfied in the first place, which means that our salary will first be spent on these.  Thereafter, higher needs will successively turn to our attention.  They are comparable to the steps of a stair that can be climbed only one by one.  Maslow has proposed the following model:
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DISSATISFIERS





	The lowest 2 steps, physiological needs and security (including a clear defined policy, stable job appointment, etc.) are no real motivators, but if they are not first satisfied, it is impossible to reach higher degrees of motivation.  If we give a person an interesting job, but we do not pay him sufficiently to keep his family, he will certainly look








for another job.  Extensive research by Herzberg supports this theory and adds 3 aspects from the work environment to these dissatisfiers:





management policy


the type of leadership (or not) by the boss


the working environment:  office, catering, ventilation, etc.





We cannot say that these factors can provide real motivation but if they are mistreated, they contribute to a considerable amount of ill-feeling among employees.  This negative motivation can lead to disastrous work results.








SATISFIERS





	The next 3 motivation steps:  belonging, esteem, and self-actualization are increasingly motivating factors.  As soon as their fundamental needs are satisfied, people are willing to direct their energy to gain acceptance by the group, esteem from their peers, a certain status to increase their self-esteem, to gain recognition for their performance, to take responsibilities and to develop their creativity.  Research by Herzberg shows that people are usually satisfied with their work because of their achievements, recognition they obtained for them (which is more than only a salary raise) and the opportunity to fully develop their talents.





	It should be emphasized that this degree of positive motivation can usually only be obtained when the primary needs are fully satisfied.








MOTIVATION AND THE TRAINER





	We have seen that motivation derives from feelings of accomplishment, recognition, responsibility, personal growth, or from work offering sufficient challenge, scope and autonomy and in which people are pushed to the limits of their capabilities.  It follows that instructors should provide work for which trainees take responsibility and is which they satisfy their curiosity; for example, research projects and field studies.  They should ask questions which stimulate curiosity rather than bare facts, promote interaction in cooperative groups, help trainees to belong and give recognition and allow opportunities for success.  In addition, they should show their enthousiasm.
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