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Employee Motivation & Engagement is 
a Mindset: ‘It’s how you see your 

people’

• As a:

Cost and a 
problem!

• Or as an:

Asset and a 
Solution!



The four enablers of 

employee engagement

1. Visible, empowering 
leadership

– Provide strong, strategic 
narrative about the 
organisation – where it’s 
come from, where it’s 
going

2. Engaging managers
– Focus on people, give 

them scope

– Treat people as 
individuals

– Coach and stretch their 
people

3. Employee voice
– Reinforcing and 

challenging views, 

between functions and 

externally

– Employees seen as 

central to the solution

4. Organisational 

integrity
– Values on the wall are 

reflected in day to day 

behaviours – no “say/do” 

gap



How important is Motivation to you 
and in your organisation/business?

What ‘WORD’ springs to mind?



What is the difference between:

Personality and Motivation?
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Business Performance

KPI measurements

As an organisations & business 

grows you can measure:

• Bottom Line

• Sales/Marketing

• Production

• People?

But how do you measure staff performance?

£
Sales

Marketing

Processes
Production

PEOPLE



…for You & Your Organisation
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LOW SKILLS
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Up to 16 times more productive!
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Performance Quadrants in Your Organisation…

Recruit
Train

Coach
Mentor
Retain

Release? Coach 
Mentor  
Retain? 

Extremely Costly
if Not Resolved!

Performance…



How much is

… Lack Of MOTIVATION Costing You?

I estimate it costs me ….. £££ ?



10 KEY SYMPTOMS OF POOR MOTIVATION

1. STAFF TURNOVER - UP

2. PRODUCTIVITY - DOWN

3. ABSENCE RATES - UP

4. RECRUITMENT COSTS - UP

5. FIREFIGHTING - UP

6. CUSTOMERS - DOWN

7. REPUTATION - DOWN

8. TRAINING COSTS - UP

9. OUTSOURCING COSTS - UP

10. FAILURE – NAV - DOWN

1. 18.1% / 6 Months, £7,750Per Person

2. 16 TIMES LOWER

3. LOW MORALE, ENERGY,SELF ESTEEM

4. ADS, AGENCIES, SELECTN

5. HEALTH - DOWN

6. SERVICE POOR

7. NEGATIVE PR

8. TRAINING NO-NO: SKILLS?

9. CONSULTANTS’ PARADISE!

10. BLAME, DESPAIR – UP

SELF BELIEF - DOWN



Outcome if Motivation is not 
addressed

Net Asset Value

TIME

• 17 Days Sickness per year - Public

•7 Days Sickness per year - Private

• Average cost £750 per day in lost
productivity and cover. CBI



17 days sickness

7 days sickness

Improvement – Where from?100% RELAXATION How much time is typically 

spent in each area by 

employees?

Consciously Un - Productive 

Work

Unconsciously Un - Productive 

Work

REAL WORK Are you/your 

employees 

above or below 

the line?

0% TOTAL

UNMOTIVATED MEMBER OF STAFF - productivity



Improvement – Where from?100% RELAXATION

10%

How much time is typically 

spent in each area by 

employees?

Consciously Un - Productive 

Work          20%

Unconsciously Un - Productive 

Work          20%

REAL WORK

50%

Are you/your 

employees above 

or below the line?

0% TOTAL

UNMOTIVATED MEMBER OF STAFF - productivity

17 days sickness

7 days sickness



Key Motivational Benefits…

• 18% Greater Productivity

• 12% More Profitable

• 12% Happier Culture & Better Engagement with Customers

• 31% - 51% Greater Retention of Good Staff

• Massive Savings in Recruitment

• Effective Appraisal & Reward System

• 27% Less Absenteeism/Sickness

• 62% Less Job Accidents

• 51% Less Theft

Published in Issue 68:Nov 2009
Improving staff engagement: a practical toolkit
NHS Employers & O.C.Tanner



3 days sickness

3 days sickness

Improvement – Where from?100% RELAXATION How much time is typically 

spent in each area by 

employees?

Consciously Un - Productive 

Work

Unconsciously Un - Productive 

Work

REAL WORK Are you/your 

employees 

above or below 

the line?

0% TOTAL

MOTIVATED MEMBER OF STAFF - productivity



Improvement – Where from?100% RELAXATION

5%

How much time is typically 

spent in each area by 

employees?

Consciously Un - Productive 

Work          5%

Unconsciously Un - Productive 

Work          5%

REAL WORK

85%

Are you/your 

employees above 

or below the line?

0% TOTAL

MOTIVATED MEMBER OF STAFF - productivity

3days sickness

3 days sickness



Put Simply..Motivated Employees

• Work Harder – INPUT

• Look for new ways to ‘add value’ – PROCESS

• Find Direct ways to Innovate - OUTPUT

• Unleash the organisation’s potential for - GROWTH



The Problem with Motivation

NO LANGUAGE

NO DESCRIPTION

NO MEASUREMENT

NO PLAN – NO ACTION – NO OUTCOME!!!



Impact on ABC Ltd

• 1000 staff

• 30% attrition rate pa

• Lose 300 staff

• 9k to recruit & train

• 9k x 300 staff

• Cost 2.7m

• + disruption

• + low morale

• + poor performance

• 1000 staff

• Save just 10% pa

• Keep 100 staff

• 9k to recruit & train

• 9k x 100 staff

• Saving £900,000

• + less disruption

• + improved morale

• + increased performance



What Motivates you?
What Motivates your staff?

• What motivates people at work?

• How do we ‘describe’ what motivates people at work

• How do we measure what motivates people at work?

• How do we monitor what motivates people at work?

• How do we maximize their motivation?





?

The Big Question ?

• How do you?



Can you work it out for 

yourselves?

Can you work it out for your team?

© Copyright 2007 Steve Jones



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE DEFENDER
Seeks security, predictability and stability

VALUES

High job security
Clear roles, responsibilities
Regular & accurate information
Continuity & Loyalty
Order & clarity
Time to prepare

INCREASING MOTIVATION

Clear & regular communication
Continuity
Support through periods of change
Consider risk of no change
Regular review of progress
Link goal achievement to security

‘VALUE TO THE TEAM/BUSINESS’
Future Proofing the Business; detail; systems



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE FRIEND
Seeks belonging, friendship and 

fulfilling relationships

VALUES

Feeling of belonging
Nourishing & fulfilling relationships
Collaborative environment
Being liked & supported
Being listened to
Loyalty & continuity

INCREASING MOTIVATION

Involvement & consultation
Social events for the team
Personalised approach
Mentors/coaches/projects
Good social working environment
People centred culture

‘VALUE TO THE TEAM/BUSINESS’
Building Relationships and networking.



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE STAR
Seeks recognition, respect and 

social esteem

VALUES

Social & public recognition
Being noticed & held in high esteem
Awards & certificates
Clear hierarchy / pecking order
Competitive opportunities
Positive feedback

INCREASING MOTIVATION

Opportunities for awards 
Involvement in projects
Role models/mentors/coaches
Clear career progression
Regular review of targets & goals
Consult & ask their opinion

‘VALUE TO THE TEAM/BUSINESS’
Business presentations and marketing.



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE DIRECTOR
Seeks power, influence, control of 

people and/or resources

VALUES

Being in control / in charge
Being stretched
Making critical decisions
Clearly defined career path
Having control of resources
Responsibility & influence

INCREASING MOTIVATION

Give responsibility / delegate
PDP’s & regular review of progress
Having a mentor
Role titles that reflect power
Representing department
Opportunity to deputise

‘VALUE TO THE TEAM/BUSINESS’
Managing Resources & Control.



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE BUILDER
Seeks money, material satisfactions, above 

average living

VALUES

Above average standard of living
Material & financial rewards
Clear goals & targets
Work that is visibly well rewarded
Responsibility
Competitive/targeted environment

INCREASING MOTIVATION

Money
Material benefits
Clear career path & plan
Regular review of progress
Give them responsibility
Training – learn more : earn more

‘VALUE TO THE TEAM/BUSINESS’
Commercial: Increased and Repeat Sales



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE EXPERT
Seeks expertise, mastery and specialism

VALUES

Opportunities to learn
Specialising in areas of interest
Opportunities to share expertise
Realising own potential
Contact with other experts
Mastering their own work

INCREASING MOTIVATION

Training & Development
Being guide or mentor to others
PDP’s & regular review of progress
Having a mentor - skilled expert
Training linked to promotion
Ambitious targets

‘VALUE TO THE TEAM/BUSINESS’
Expertise, Industry Updates: Learning & Development



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE CREATOR
Seeks innovation, identification with new, 

expressing creative potential

VALUES

Opportunities to learn
Specialising in areas of interest
Opportunities to share expertise
Realising own potential
Contact with other experts
Mastering their own work

INCREASING MOTIVATION

Training & Development
Being guide or mentor to others
PDP’s & regular review of progress
Having a mentor - skilled expert
Training linked to promotion
Ambitious targets

INCREASING MOTIVATION

Involvement in ideas generation
Give problems to solve
Objectives that need originality
Limit routine & paper driven tasks
Culture of change
Rewards for innovation

VALUES

Environment with change & variety
Opportunity to solve problems
Being original
Creating something new/improved
Ability to work alone / small groups
Recognition of their creativity

‘VALUE TO THE TEAM/BUSINESS’
Innovation: Cutting Edge Technology and Ideas 



THE SPIRIT
Seeks freedom, independence, making own 

decisions

VALUES

Working autonomously
Making own decisions
Having a choice
Freedom & independence
Awareness of the bigger picture
Clear & specific objectives

INCREASING MOTIVATION

Share company vision & goals
Delegate responsibility
Empowerment
Avoid micro-management
Reward with freedom & autonomy
Set clear & specific goals

‘VALUE TO THE TEAM/BUSINESS’
Challenge: Independent thinking & originality



Module 3 – The 9 Motivators, Hot Buttons & Rewards

THE SEARCHER
Seeks meaning, making a difference, providing 

worthwhile things

VALUES

Meaning & purpose in what they do
Significant & important work
Making a difference
Seeing the big picture
Being listened to / consulted
Change & variety

INCREASING MOTIVATION

Feedback on how making a difference
Link own goals to wider org goals
Regular feedback & praise
Avoid routine & paper driven tasks
Provide with a mentor
Involvement in significant projects

‘VALUE TO THE TEAM/BUSINESS’
High Value outcomes for clients, staff & business



PAGES 1-4 - INTRODUCTION



PAGE 5 – EXECUTIVE SUMMARY





•9 motivators in one bar graph
•In rank order from top to bottom
•Spikes and inverse spikes
•Extremes above and below the line.
•Spreads

PAGE 6 – PERSONAL PROFILE



•Detailed account of the client’s top three  
motivators
•Key descriptors
•More detailed explanations
•Specific reward strategies for each motivator
•Top motivator: extra information which 
addresses its significance as number one.

PAGES 7-9 TOP 3 MOTIVATORS 



•Information about the client’s lowest Motivator

•Why the lowest motivator is important

•Especially, Hygiene Factor concept

PAGE 10 – LOWEST MOTIVATOR



•Typical Story for top motivator

•Male & Female receive a different story

•NOTE – THE TYPICAL STORY COMES WITH A 
DISCLAIMER:

PAGES 11 & 12 – TYPICAL STORY

The Story below is NOT your story, but a typical story
depicting [Motivation] type. We have found some
amazing co-incidences & parallels in people's
experiences when they read these typical stories.
When you read the story, take from it what is
relevant to you & discard what is NOT you. Ask,
what in this story applies to me, what gives me more
insight into myself?



•Extent to which the client feels their top three 
motivators are currently being satisfied. 
•Dependent upon specific factors affecting them 
during the time they completed the questionnaire
•Opportunity to see which of their top motivators is 
causing them the most difficulty when the map was 
completed.

PAGE 13 - CURRENT LEVEL OF MOTIVATION





•Encourage the client to complete their own 
Motivational Action Plan (MAP). 

•Motivation is like health or fitness – left to 
itself it weakens.

•At least 3 action points is ideal.

PAGE 14 - MOTIVATION ACTION PLAN



The final thought is a quotation taken from 
the large database of motivational quotations 
available from the server. This almost
certainly guarantees that even people with 
identical scores (a most unlikely occurrence) –
and so identical motivators  - would not have
identical reports.

The randomness of such a quotation is not 
chaotic: the quotation has the power of a 
“cledon” – these are apparently random 
words uttered by a passerby, but words that 
are needed to be heard and which are right 
for that situation.

PAGE 15 - A FINAL THOUGHT



STRUCTURE OF MOTIVATIONAL MAPS™ 

ACHIEVEMENT: 
BUILDER DIRECTOR

EXPERT

RELATIONSHIPS:
FRIEND

DEFENDER
STAR

SELF:
SEARCHER
CREATOR

SPIRIT



Less Available

More Available
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Money, Cars, Bigger Offices, Promotion, 
etc

Prizes, Time Off, Responsibility, Fun, 
Favourite Work, etc

Praise, Recognition, Trust, Freedom, Job 
Satisfaction, Personal Development

Extrinsic & Intrinsic Rewards



The Language of Motivation
Hot Buttons Key Rewards

WORK

RELATION-
SHIPS

SELF

EXPERT
Expertise & Mastery Training & Development

DIRECTOR Power & Influence Responsibility & Influence

BUILDER Money & Material Satisfaction £££’s & Material Perks

FRIEND Belonging & Friendship Support & Involvement

DEFENDER Security & Predictability Communications & Continuity

STAR Recognition & Respect Awards & Status

SEARCHER Meaning & Make a Difference Praise & Regular Feedback

CREATOR Innovation & Change Rewards for Innovation

SPIRIT Freedom & Independence Autonomy & Empowerment





MOTIVATION ACTION PLAN

Licensed Practitioner in Motivational MapsTM



1.        Does your current role fulfil your three  

MOTIVATIONS?

2.        How can you and/or your manager enhance 

your current role?

3.        How can you enhance others' roles?

4.        Have you shared your MOTIVATIONS with 

team members/others?

4 QUESTIONS TO ASK YOURSELF:



Personal Motivation Audit

Motivational Maps Results Current Score 

(out of 10)

How to Improve

(Job Enrichment)

Motivation No. 1

SEARCHER (x3)

- - - - - - - - - - - - - - -

7 (x3) Explore opportunities 

to make more of a 

difference with 

clients/staff

Motivation No. 2

EXPERT

- - - - - - - - - - - - - -

7 Make time to maintain 

knowledge & 

Expertise

Motivation No. 3

CREATOR

- - - - - - - - - - - - - -

7 Greater involvement in 

development work and 

problem solving

Total:

(Out of 50)
70% Motivated

35 x2 for score 70%

Name:   JOE BLOGGS Company:  XYZ LTD



80+% - You are happy with your job role

60 – 79% - Aspects of the job role need reviewing/tweaking

35 - 59% - Serious de-motivation is occurring

BELOW 35% - Complete change – take decisive action!  

HOW MOTIVATED WITH MOTIVATIONAL MAPS™ ?



PERFORMANCE
Four  types of People in the Organisation

HIGH MOTIVATION

LOW SKILLS

HIGH MOTIVATION

HIGH SKILLS

16 times more productive

LOW SKILLS

LOW MOTIVATION

LOW MOTIVATION

HIGH SKILLS

0
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%

0                                              Skill                                             100%
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TEAM
ANALYSIS





Motivation No.2- The Searcher(S)

Motivation No. 3– The Defender(R)

Lowest Motivation – The Friend (R)

Motivation - Team Audit Score - 73%

Motivation No. 1 –The Expert (A)





















STEP ONE

Undertake MOTIVATIONAL MAPS – 9 motivators

Identify 3 - Measure

Activate - Motivational Action Plan

Work out % motivation
APPLY TGROW and 

SMART to Gaps in Motivation

Re measure MOTIVATION to 
demonstrate improvement in 
Motivation and Performance

STEP TWO

STEP THREE



Undertake MOTIVATIONAL MAPS

Business Team Audit

Present Team Audit to Management 
Team

TEAM PRESENTATION
•Individual Maps
•Concepts
•Team Audit.

Agree next coaching step to include  
MOTIVATIONAL action plans 

&reviews

STEP ONE

STEP TWO

STEP THREE



Motivational Cycle

1. Identify Personal
Motivators

2. Take top 3 and 
identify current 

motivation

3. Link Motivational 
improvement to 

business goals & set 
KPI’s

4. Action Motivational 
Action Plan

5. Re-measure 
Motivation and 

impact on business



MY STAFF: MOTIVATORS MYSELF:

Giving them more responsibility DIRECTOR Taking more responsibility

Creating Learning & Development 

Opportunities

EXPERT Being more of a specialist

Financially rewarding this person BUILDER Adding more money to me/business

Finding more inter active/social opportunities FRIEND Being more inter active

Ensuring them of a predictable & secure future DEFENDER Protecting & Future proofing the 

organisation

Offering them more opportunity to shine & 

receive respect

STAR Getting more recognition for my work

Finding them innovative, varied and interesting 

work

CREATOR Being more innovative

Giving them a freer role & more autonomy SPIRIT Working more independently

Allowing them to make a difference SEARCHER Adding more value

Quick Wins: How can I motivate



MOTIVATIONAL MAPSTM - Helps identify best fit!

1. CUTTING EDGE TECHNOLOGY - CREATOR

2. INCREASED SALES & REPEAT SALES – BUILDER

3. HIGH VALUE & OUTCOME FOR STAFF/CLIENT - SEARCHER

4. MORE INTERACTIVE OPPORTUNITIES/NETWORKING – FRIEND

5. NEW LEARNING & DEVELOPMENT – EXPERT

6. MANAGE RESOURCES & CONTROL – DIRECTOR

7. FUTURE-PROOFING BUSINESS - DEFENDER

8. PERSONAL RECOGNITION/PRESENTATIONS - STAR

9. INDEPENDENCE WORKING ON THEIR OWN/DETAIL  - SPIRIT



BUILDER Performance and reward clearly linked Commission, bonuses;

Above average rates of pay

DIRECTOR Responsibility built into role; Clear promotion and/or career

Prospects; Control of resources

EXPERT Technical positions; Professional environments;

High skill and/or knowledge jobs

FRIEND Strong team ethos; Excellent social & “extra-curricular” activities

DEFENDER Stable and secure organisation; Predictable advancement within

Organisation; Routine/repetitive work

STAR Clear job titles, visible recognition; Hierarchical structure;

Perks linked to level within organisation

SEARCHER Voluntary Sector/Charity Customer-facing role

Mission-critical tasks/projects

CREATOR Problem-solving/developmental work; High change/challenge

Environments; Stream of new initiatives

SPIRIT Lack of close supervision; Ability to make own 

decisions/discretion; Can prioritise own time

Ideal Types of Employment



Motivational Maps help businesses and
individuals in the following ways:

1. PERSONAL DEVELOPMENT – self image, self awareness

2. MANAGEMENT DEVELOPMENT- appraisal, rewards

3. TEAM BUILDING – motivating, handling conflict, communication

4. RECRUITMENT – selection, retention

5. SALES – managing, increasing

6. CAREER DEVELOPMENT – mapping, choice



Validity & Origins

Licensed Practitioner in Motivational MapsTM

Motivational maps are an ISO accredited self-perception inventory that not only provides you 
with a detailed description of what motivates each person mapped but also a measure of how 
the individual feels that each of their core motivational drivers are being met through their 
work. This provides valuable insights for the individual and also the manager and leader of a 
mapped team. The maps come in individual, team and organisational formats and I’d like to 
offer you you the opportunity to:

The origins of the Motivational Map are based on extensive research into

human motivation using three primary source:

• Abraham Maslow’s hierarchy of Needs

• Edgar Scheins Career Anchors and 

• the personality profiling tool Enneagram.



‘‘Flowers flourish when they are 
watered, and shrivel when they’re not. 

People are no different. The best leaders 
are the ones who look for the best in 

people.’’

RICHARD BRANSON

Billionaire Entrepreneur


