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Overview @

1. Intrinsic-extrinsic
motivations

2. Goal setting




Outline —
Intrinsic & extrinsic motivation

® |ntrinsic & extrinsic motivations

= External regulation of motivation

= Hidden costs of rewards

= Cognitive evaluation theory

= \What makes us feel good about our work?

m Types of extrinsic motivation

m Motivating others to do uninteresting activities
= Building interest

Based on Reeve (2009, pp. 142-143)

Intrinsic motivation

The inherent desire to engage one’s interests
and to exercise and develop one’s capacities.

“l am doing_this becauseitis ...” type of motivation
engaged activity interesting,

fun, enjoyable,
satisfying psychological needs
(i.e., autonomy, competence, relatedness)

Based on Reeve (2009, pp. 111-112)

Origins of intrinsic motivation

Intrinsic motivation

Psychological
need satisfaction

Autonomy Competence Relatedness
Autonomy support Competence support Relatedness support
from the environment from the environment from the environment
and one's and one’s and one's
relationships relationships relationships

Based on Reeve (2009, Figure 5.1, p. 112)




Benefits of intrinsic motivation

Persistence

Creativity

Conceptual understanding/
High-quality learning

The higher a person’s intrinsic motivation,
the greater the person's persistence on that task.

The more people experience interest,
enjoyment, satisfaction, and challenge of
the work itself, the more creative they are.

Optimal functioning & well-being

Based on Reeve (2009, pp. 112-113)

Flexible thinking,
—_» Active information processing,
Learning in conceptual way...

Greater self-actualisation,
Greater subjective vitality,
Less anxiety and depression,
Greater self-esteem....
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Extrinsic motivation

An environmentally created reason (e.g., incentives or
consequences) to engage in an action or activity.

“Do this in order to get that” type of motivation

requested behaviour

extrinsic incentive or consequence

“What's in it for me?” type of motivation

Based on Reeve (2009, pp. 113-114)

External regulation of motivation

* Based on operant conditioning
* Incentives precede behaviour
* Consequences follow behaviour

Incentives

An environmental
event that attracts
or repels a person
toward or away
from initiating a
particular course of
action.
(e.9,S:R—C)
Situational cue
Response
Consequence

Consequences

1. Reinforcers “Do it”
1. Positive: 1 s action
to get more of a
desirable quality
2. Negative: 1 s action
(escape) to get less of
an undesirable quality
2. Punishers “Stop it™:
1 s action to avoid undesirable
quality

Based on Reeve (2009, pp. 114-120)

Rewards

Any offering from
one person given to
another person in
exchange for his or
her service or
achievement.

May or may not
serve as
reinforcers.




What determines a
reinforcer's effectiveness?
® Quality
= Immediacy
m Person/reinforcer fit

® Recipient's need for that particular
reward

® Intensity

® Recipient's perceived value of the
reinforcer

Based on Reeve (2009, pp. 114-120) 10

Managing behaviour by
offering reinforcers

10 20 30 40 50 60
Days

Reeve (2009), Figure 5.2 Effect of Reinforcement on use of Orthodontic Device, p. 117)

Rewards

How do rewards work?
Do they facilitate desirable behaviour?

Extrinsic rewards enliven When events take an
positive emotion and unexpected turn for the
facilitate behaviour better, then dopamine is
because they signal released and Behavioural
opportunity for a Activation System (BAS)
personal gain. neural activation occurs, as

the brain inherently latches
onto the environmental

signal of the unexpected
Based on Reeve (2009, pp. 120-121) gain.
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Do punishers work?
Do they suppress undesirable behaviour?

Research shows that punishment is an ineffective
motivational strategy (popular but ineffective)

“Side effects”

Negative Impaired Negative

emotionality relationship modeling
eg., of how to cope with

« crying, between punisher undesirable
+ screaming, and punishee. behaviour in others.

 feeling afraid

Based on Reeve (2009, p. 121) 13

Immediate & long-term consequences of
corporal punishment (Spanking)

m Short-term:

= [mmediate compliance

® | ong-term:
= More aggressive
More anti-social
Poorer mental health
Poorer quality of relationship with parent
More likely to experience physical abuse
More likely to abuse own child
More likely to get a criminal record

Based on Reeve (2009, Figure 5.4, p 122) 14

Hidden cost of rewards

The unexpected, unintended, and adverse effects that extrinsic
rewards sometimes have on intrinsic motivation, high-quality learning,
and autonomous self-regulation.

Using a reward to engage someone in an activity

Intended Unintended
primary effect primary effect
» Promotes compliance »> Undermines intrinsic
(behavioural engagement motivation
in the activity) > Interferes with the quality

and process of learing

> Interferes with the capacity
for autonomous self-
regulation

Based on Reeve (2009), Figure 5.5, pp. 121-124) 15




Do rewards always reduce
intrinsic motivation?

Based on Reeve (2009, p. 125) 16

Benefits of incentives,
consequences, and rewards

When there is no intrinsic motivation to be undermined
(uninteresting tasks), rewards can make an otherwise
uninteresting task see nly worth pursuing e.g.,

Based on Reeve
(2009, pp. 126-128)

Four reasons not to use

extrinsic motivation
(even for uninteresting endeavors)

Based on Reeve (2009, pp. 127-128) 18




Cognitive evaluation theory

* Provides a way for predicting the effects that any extrinsic
event will have on motivation.

* Explains how an extrinsic event (e.g., money, grade,
deadline) affects intrinsic and extrinsic motivations, as
mediated by the event'’s effect on the psychological needs
for competence and autonomy. Q

ND All external events have two functions:
Control behaviour
Inform competence

Which function is more salient determines how the
external event will affect intrinsic and extrinsic
motivation. y

\/ Based on Reeve (2009, pp. 128-129) 19

Cognitive evaluation theory

1. External events that influence PLOC affect
intrinsic motivation:
1 external PLOC — 1 EM and | IM
1 internal PLOC — | EM and 1 IM
2. External events that influence competence
affect intrinsic motivation:
| competence —» t EM and | IM
1 competence — | EM and 1 IM
3. The relative salience of whether an event is
mostly controlling or mostly informational
determines its effect on | & E motivation.
Based on Reeve (2009, Table 5.1, p. 129) 20

Cognitive evaluation theory

Any external event (Rewards)

Controlling function Informational function

“Because you
“If you do X were able to do X,
Vi that means
then you get Y. you are effective,
competent.”

« Decreases intrinsic motivation

« Interferes with quality of learning
« External regulation increases

« Self-regulation undermined

* Increases intrinsic motivation
* Enhances high-quality learning
* Enhances self-regulation

Based on Reeve (2009, pp. 129-130) 21




What makes us feel good about our
work?
Dan Ariely

TED Talk (20 mins) s

http:/A youtube.

12Ppjp!

pl
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Self-determination continuum
showing types of motivation

Behavior  Nonself-Determined Based on Reeve (2009, Figure 5.6, p. 132) Self-Determined
| zury) |
Extrinsic Intrinsic
Motivation | Amotivation | |
| Motivation | Motivation
i | // \\\ |
! ! Intrin:
5 sic
Regulatory ~ Non-Regulation | - External Introjected Identified Integrated | ey
Styles | Regulation Regulation Regulation Regulation | L
| |
Perceived Impersonal External Somewhat Somewhat Internal Internal
Locus of External Internal
Causality
Relevant Nonintentional Compliance,  SelfControl Personal Congruence Interest
Regulatory Nonvaluing, External Egolnvolvement,  Importance Awareness, Enjoyment
Processes Incompetence, Rewardsand  Internal Rewards — Conscious Synthesis Inherent
Lack of Control Punishments and Punishments  Valuing with Self Satisfaction

Types of extrinsic motivation

Self-Determination Theory posits that different types of motivation can
be organised along a continuum of self-determination or perceived
locus of causality.

Extrinsic Motivation

External Introjected Identified Integrated
regulation regulation regulation regulation

Based on Reeve (2009, pp. 131-133) Increasing autonomy 24




Types of extrinsic motivation

Four Types of Extrinsic Motivation, lllustrated by Different Reasons of “Why | Recycle”

Type of External Contingency
Extrinsic Motivation At Stake

The reason |
recycle is. ..

Illustrative Quotation

External Regulation  Incentives,

“to get a consequence.”

“I recycle to make 5
cents on each can.”

consequences
Introjected Avoid guilt, boost
Regulation self-esteem

“because T should.

Trecycle because T
ought to, if I am going to
feel good (rather than
guilty) about myself.”

Identified Regulation ~ Valuing, sense of
importance

“because it is
important.”

“I recycle because it is
important for a cleaner
environment.”

Integrated Regulation Value congruence

Based on Reeve (2009, Table 5.2, p. 133)

Becausc 1t reflects
my values.”

TTecycle because 1
reflects and expresses
who I am and what |
believe.”

Motivating others to do
uninteresting activities

Ways to promote more autonomous types of extrinsic motivation

Based on Reeve (2009, pp. 135-137)

Explanatory rationales enhance effort by
cultivating an identified regulation

Reason to
Try

Pre-Lesson
Identified
Regulation

54

Perceived
Self-
Determination

Perceived
Importance

Figure 5.7  Explanatory Rationales Enhance Effort (by Cultivating an Identification Experience)

Source: From “Providing a Rationale in an Autonomy-Supportive Way as a Strategy to Motivate Others
During an Uninteresting Activity,” by J. Reeve, H. Jang, P. Hardre, & M. Omura, 2002, Mortivation and
Emorion, 26, 183-207. Copyright 2002, Plenum Press.

Based on Reeve (2009, Figure 5.7, p. 136

)




Building interest
in a particular domain

Characteristics of

the environment
Object and activities that Builds situational interest
are novel, surprising,
need-satisfying, and
relevant to one’s goals.

Actualised Increased:
experience of — *Attention
. * Learning

interest « Knowledge

* Achievement

Builds individual interest

Based on Reeve
(2009), Figure 5.8, p.37) 2g

I-E motivation summary

® |ntrinsic (internal) & extrinsic (external)

motivations _
i i i Incentives
= External regulation of motivation Consequences
= Hidden costs of rewards
. . al lati
= Cognitive evaluation theory Intojected Reguiaion
. . . . Identified Regulation
= Types of extrinsic motivation Integrated Regulation

= Motivating others to do uninteresting activities
= Building interest in a particular domain

Based on Reeve
(2009, pp. 142-143) 29




Outline —
Goal setting & goal striving
® Plans ® Goal striving

= Discrepancy Mental simulations: Focusing
= Plan-action sequence on action

= Corrective motivation Implementation intentions

= Two types of discrepancy Goal pursuit: Getting started
Goal pursuit: Persisting and

® Goal setting finishing

= Goal-performance

discrepancy m Creating an effective
Difficult, specific goals goal-setti ng program
enhance performance

Feedback

Goal acceptance

Criticisms

Long-term goal setting Based on Reeve (2009, pp. 205) 31

Discrepancy between present
and ideal states

Present state represents the person's  |deal state represents how the person

current status of how life is going. wishes life was going.
Present Ideal
State State

* When the present state falls short of the hoped-for ideal state, a
discrepancy is exposed.

* It is the discrepancy - rather than the ideal state per se — that has
motivational properties.

» Discrepancy creates the sense of wanting to change the present
state so that it will move closer and closer toward the ideal state.

Based on Reeve (2009, pp. 210-211)

32
The Test-Operate-Test-Exit
(TOTE) unit
If incongruous
TEST OPERATE TEST
Compare Acton Compare
present state environment present state
with ideal state If incongruous to realise with ideal state
ideal state If congruous
Schematic of the TOTE Model =
Iterative progress towards a goal Present state
e.g, T-O-T-0-T-0-TO wih e ste

Based on Reeve (2009, Figure 8.1, p. 208) 33




Corrective motivation

* Changing the goal or
* Withdrawing from the goal

More recent view is that discrepancy between actual and ideal
states does not automatically trigger an action sequence. Instead,
the discrepancy creates a “corrective motivation 7, i.e., a desire
to reduce the discrepancy by either:

* Taking action to pursue the ideal state or

Discrepancy between actual and ideal

Act to
achieve
ideal state

Based on Reeve (2009, pp. 209-210)

Change
and revise
the goal
34

Two types of discrepancy

Discrepancy reduction

Based on the discrepancy-
detecting feedback that
underlies plans and
corrective motivation.

Discrepancy reduction
corresponds to plan-based
corrective motivation.

Discrepancy reduction is
reactive, deficiency overcoming,
and revolves around a feedback
system.

Based on Reeve (2009, p. 211)

Discrepancy creation

Based on a “feed-forward”
system in which the person
looks forward and proactively
sets a future, higher goal.

Discrepancy creation
corresponds to goal-setting
motivation.

Discrepancy creating is
proactive, growth pursuing, and
revolves around a “feed-
forward” system.

35

Goal setting

A goal is whatever an
individual is trying to
accomplish.

(1) Standard

a definition of what adequate performance is

(2) Incentive
a performance criterion for reinforcement

Based on Reeve
(2009, pp. 211-212)

A reference point for guiding
subsequent mental & physical
action so that one can evaluate
adequacy for one's
performance.

Defines the cross-over point
between satisfaction and
dissatisfaction.

A target to aim for - usually with
an external object to aim for
such as money or a high
grade.

36




Goal-performance discrepancy

Based on Reeve
(2009, p. 212) 37

How difficult and specific goals raise
performance to remove goal-
performance discrepancies

i

Based on Reeve

(2009), Figure 8.2, pp. 213-214) 38

Additional goal mechanisms

Why do goals work to increase performance?

Based on Reeve (2009, p. 214) 39




Should | make my goals public?

4

Feedback

The fundamental importance of feedback
or knowledge of results

Feedback documents the performer’s
progress towards goal attainment.

(1) Feedback defines performance<
Therefore, instructive to future goal setting efforts

(2) Feedback acts as a reinforcer (or punisher)

Based on Reeve (2009, p. 215) 41

Summary of the goal-setting process

Increased
/ N nereased
If / Energy
Difficult \
Increased

Persistance

Enhanced

Goal
Increased Performance
/ Attention
If \ Increased
Specific Direction
\ Increased /

Strategic
Planning

Reeve (2009, Figure 8.3, p. 216)




Summary of the goal-setting process

Discrepancy Creation:
New, more difficult
goal-performance
discrepancy is created

Then Felt /
| If Feedback Shows . sacisfaction
Performance is At ¥

or Above Goal Level,

Enhanced o\ ook
Performance

If Feedback Shows

Performance i~ The Felt
Below Gosl Level Dissatisfaction

Discrepancy Reduction
Current goal setting

Reeve (2009, Figure 8.3, p. 216)

and strategic planning

A model of feedback to enhance learning
(From Hattie & Timperley (2007, Figure 1))

Purpose
To reduce discrepancies between current understandings/performance and a desired goal

¥

The discrepancy can be reduced by:

Students

+ [ncreased effort and employment of more effective strategies OR
+ Abandoning, blurring, or lowering the goals
To;%vidl riate challenging and specifi

* Providing approprial lenging al ic goals

. Assls‘ling students to reach ﬂ%mgmmuﬁmﬁlbamlm strategies and feedback

Effective feedback s three questis
Where am | ? (the goals) Feed U

How am | E (the goals) Feengnk
Where to Feed Forward

A model of feedback to enhance learning
(From Hattie & Timperley (2007, Figure 1))

'

Effective feedback answers three questions.
Where am | going? (the goals, Feed U

How am | going? (e goal) Fsengnk

Where to Feed Forward

| Each foedback question works at four levels: |

!
v t ) '

Task level Process level Self-regulation level Self level
How well tasks ara The main process needed Sallmonitoring, Parsonal avaluations and
2 fo perform directing, and affect (usually positive)
fasks regulating of actions about the learner




Mean effect-sizes from over 500 meta-analyses
of various influences of achievement

Influence No. of effects Effect-Size
Feedback 139 1.13
Students’ prior cognitive ability 896 1.04
Instructional quality 22 1.00
Instructional quantity 80 .84
Direct instruction 253 .82
Acceleration 162 72
Home factors 728 .67
Remediation/feedback 146 .65
Students disposition to learn 93 .61
Class environment 921 .56
Challenge of Goals 2703 .52
Bilingual programs 285 .51
Peer tutoring 125 .50
Mastery learning 104 .50
Teacher in-service education 3912 .49
Parent involvement 339 .46
Homework 110 43
Questioning 134 41

OVERALL EFFECTS 500,000+ .40

Feedback to enhance learning
Hattie & Timperley (2007)

» Feedback is the single most
important predictor of achievement

* Feedback alone is not sufficient —
effective instruction is also needed

» Feedback is powerful — but it can
be helpful or harmful

47

Goal processes:

Variables that moderate the goal & performance rela  tionship
Goal acceptance (vs. Goal rejection)
4 factors

m Perceived difficulty of the imposed goal

= There is an inverse relationship between goal
difficulty and goal commitment

® Participation in the goal setting process

= A negotiated goal with flexibility and give-and-take
facilitates participation and internalisation of the goal

m Credibility of person assigning the goal

m Extrinsic incentives
Based on Reeve (2009, pp. 217-220) 48




Goal processes:

Variables that moderate the goal & performance rela  tionship
Short-term vs. long-term goal setting

* Short-term goal e.g., Pass Exam X
* Long-term goal e.g.,: Become a school teacher

l I Problems with Long-Term Goals (LTGs)

> | LTGs don’t provide/generate immediate performance feedback.

l Therefore, performer may benefit _ This solution is especially

by translating a long-term goal necessary if the long-term goal is
into a series of short-term goals. a relatively uninteresting task to
Based on Reeve (2009, pp. 219-220) perform. 49

A long-term goal as a complex
cognitive lattice structure

I Have Ideal Carcer I Keep Parents Happy l

Become Concert
Pianist

Have a Happy
Family Life

Indiana University

Become Private Become Conservatory Become University
Student Student Student

i i i

| Pass Audition | | Be Selected by Jury I I Get Admitted ]

Debut With Master Graduate From Graduate From
Jultiard

Based on Reeve (2009, Figure 8.4, p. 220)

Four predictors of goal choice

Each predictor provides independent contributions

*|deal goal
*Actual goal
*Minimal goal

Based on Reeve (2009) 51




Dangers & pitfalls in goal-setting
] |

*Goals seen as too difficult
1| Increased Stress “Goal overload
“Goal conflict
*The purpose of ‘goal is to. focux atmmon and actwn in
Non-goal Areas Ignored | certain di So non-g
devalued.

5w
é‘

“Goals, whm made public and when involving

5| Cheating ‘pm'npt efforts
at cflmmlg st i vl

Based on Reeve (2009, pp. 218-219)

Implementation intentions

A specific goal-directed action,
initiated at an anticipated future outcome

| Implementation Intentions |

A 2-step process

53

Based on Reeve (2009, pp. 222-224)

Implementation intentions

(2) Planning how to attain the goal

Based on Reeve
(2009, pp. 222-224) 54




Brian Tracy: If you could achieve
one goal in 24 hours

http://www.youtube.com/watch?v=Q6GdnQmOgSE
(2 minutes)

*List 10 goals for next 12 months

*Pick the one that would most change your life if
you could have it in the next 24 hours

*On one page, write everything you can do to
achieve that goal

*Do one thing towards that goal every day

55
Putting it all together
Steps in an effective goal-setting program
Sequential steps within the goal-setting process
; Specify the i
obsjg;f\llfgtt:?)e . Definegoal  Definegoal pescplfa‘\/n u?niIIm»e
accomplished difficulty specificity pebﬁgransusagts::evglll
Discuss goal Create Provide
C;gé:: (:gngczal attainment implementatio performance
P strategies n intentions . feedback .
Sequential steps within the goal-striving process
Based on Reeve (2009, pp. 225-226) 56

Next lecture Q

Personal control beliefs
(Ch9)

The self & its strivings
(Ch 10)

57




References

m Hattie, J., & Timperley, H. (2007). The
ower of feedback. Review of Educational
esearch, 77(1), 81-112.

® Reeve, J. (2009). Understanding motivation
and emotion (5th ed.). Hoboken, NJ: Wiley.

Note: Image credits are in the slide notes 58

Open Office Impress

® This presentation was made using
Open Office Impress.

= Free and open source software.
= http://www.openoffice.org/product/impress.html
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