Chapter 6: Motivation
What is Motivation?
· The extent to which persistent effort is directed toward a goal
· Motivation determines the… (DIP)
· Intensity of effort “How hard are you going to work on it?”
· Persistence of effort “How long are you going to work on it?”
· Direction of effort (towards organizational goals) “What are you going to do right now”?
Intrinsic Motivation
· Motivation that stems from the direct relationship between the worker and the task
· Doing something because it is inherently interesting or enjoyable – task performance serves as its own reward
· Examples? “Work doesn’t feel like work”
Extrinsic Motivation
· Motivation that stems from the work environment external to the task itself
· Doing something to get a reward
· Examples? Bonus 
Theories of Work Motivation (PEGE)
· Expectancy Theory
· Goal Setting Theory
· Equity Theory
· Psychological Empowerment
Expectancy Theory
· Premise: People will be motivated to perform work activities that they find attractive, feel they can accomplish, and lead to valued outcomes
· Employees need to see clear links between effort, performance and outcomes
· Figure 6-2 from textbook
· 1. Expectancy – belief that effort performance 
· Expectancy represents the belief that exerting a high level of effort will result in the successful performance of a task
· (E P)
· Subjective probability, ranging from 0 to 1
· Affected by Self-Efficacy
· The belief that a person has the capabilities needed to succeed
· Past accomplishments, vicarious experiences, verbal persuasion, emotional cues

· 2. Instrumentality – Belief that performance  outcome
· The belief that successful performance will result in some outcome or outcomes
· (PO)
· Subjective probability, ranging from 0 to 1
· 3. Valence – degree to which an outcome is valued by an individual
· The anticipated value of the outcome(s) associated with successful performance
· (V)
· Can be positive, negative or zero
What makes some outcomes more positively valence than others?
· Outcomes are deemed more attractive when they help satisfy needs
· Needs - Outcomes that have critical psychological or physiological needs
Expectancy Theory
· Force – The total direction of effort
· Motivational Force = (EP) X [E[(PO) X V])
· Note the “E” symbol in the equation
· Motivational force equals zero if any one of the three beliefs are not numbers
Goal Setting Theory
· Goal setting theory – views goals as the primary drivers of the intensity and persistence of effort.
· Assigning employees *specific and difficult goals will result in higher levels of performance
· * Goals that stretch an employee to perform at his or her maximum level while still staying within the boundaries of his or her ability 
· Why Specific?
Assigned versus Self-Set Goals?
· Need to affect people’s self-set goals:
· The internalized goals that people use to monitor their own task progress
· Increases the intensity and persistence of effort
· Can trigger the creation of strategies:
· E.g. Develop a plan of attack

What can we do as Managers? (FTG)
· Affect moderators on task performance 
· Feedback – updates on employee progress toward goal attainment
· Task complexity - how complicated the task is (Information, degree of change, actions)
· Goal commitment – degree to which a person accepts a goal and is determined to try to reach it
· E.g. SMART GOALS (Specific, measurable, achievable, results based, time sensitive goals) 
· Figure 6-4
Strategies for fostering Goal Commitment (RRPPS)
· Rewards, publicity, support, participation, resources
Equity Theory
· Equity Theory – motivation also depends on what happens to other people
· Compare the inputs one invests in a job and the outcomes one receives in comparison to the inputs and outcomes of another person or group
· Equity exists when:
· My outcomes/My inputs = Other’s Outcomes/Other’s Inputs
· Compare to a comparison other
· “Cognitive Calculus”
· Any imbalance in rations triggers equity distress – an internal tension that can only be alleviated by restoring balance to the rations
· Cognitive Distortion
· A reevaluation of the inputs an employee brings to a job, often occurring in response to equity distress 
· 3 Possibilities
· Under rewarded – Your < Others
· Over rewarded – Your > Others
· Equal - 0
· Figure 6-5, Figure 6-6*
Case Incident 
Joan had been working as a reported for a large television network for 7 years. She was a graduate of Stanford University, was an experienced and hardworking reported who had won many awards over the years for her outstanding work. The work was exciting and she made a salary of $75,000 yearly
What does the ration look like for Joan?
· (What does she bring to the job) Inputs 
· Hardworking
· 7 Years
· Gradated Stanford
· Outstanding work
· Outcomes
· $75,000 Yearly
· Satisfaction
Psychological Empowerment (MISC)
· Psychological empowerment - the belief that work tasks contribute to some larger purpose (intrinsic)
· Meaningfulness – captures the value of a work goal relative to a person’s passions
· A psychological state reflecting one’s feelings about work tasks, goals and purposes, and the degree to which they contribute to society and fulfill one’s ideals and passions
· Self-determination – a sense of choice in the initiation or continuation of work tasks
· Competence – a belief in ones ability to perform work tasks successfully (=self-efficacy)
· The capability to perform work tasks successfully
· Impact – reflects the sense that a person’s actions “make a difference” 
· The sense that a person’s actions “make a difference” – that progress is being made toward fulfilling some important purpose
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