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Identifying Motivators – A Questionnaire 

This exercise will help you to reflect on your own and/or your colleagues’ 
motivation. It is a short questionnaire (it should take five minutes to complete) 
and will provide you with a ‘map’ of your own and others’ primary motivators. 
 
The exercise is based on what you observe in others’ behaviour at work. This 
means that we’re making a few assumptions that people broadly behave in a 
way that is congruent with their values. We know that this is not always the 
case, so bear this in mind when you look at the results. 
 
Exercise Instructions 
 
1. Using the table on pages 9 & 10 and your gut feeling, tick the statements 

that you feel clearly apply to either you or your individual team member(s). 
 
2. Once you’ve responded to all items, add the number of ticks for each 

section. 
 
3. Using the web mark each score on the appropriate part of the 1-5 scale, 

treating the innermost mark as a score of 1 and the outermost mark as 5. 
 
4. Finally, join each of the scores together to give you a clear view of any high 

and low motivators around the web. 
 
Section 1: 
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Name: 
 

Section 1: Need to Achieve 

1 Works with a strong sense of urgency  

2 Is often impatient Please  

3 Enjoys competing with others  

4 Sets self-demanding targets  

5 Strong disappointment at failure  

   

Section 2: Need to Please 

1 Smooth’s over conflicts in the team  

2 Co-operative – is often looking to help others  

3 Responds quickly to a pat on the back  

4 Takes others’ comments very much to heart  

5 Eager to please/impress others  

   

Section 3: Need to Belong 

1 Sociable and talkative  

2 Cohesive in teams – pulling people together  

3 Adaptable in teams  

4 Avoids conflict with colleagues  

5 Easily distracted by others  

   

Section 4: Need for Autonomy 

1 Often chooses to work independently  

2 Manages self – not often reliant on the support of other 

colleagues 

 

3 Makes up own mind – not easily influenced by others  

4 Can appear distracted  

5 Prefers to take control of situations where possible  
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Section 5: Need for Variety 

1 Excited by new ideas  

2 Starts new projects but doesn’t finish them  

3 Easily bored  

4 Follows own agenda – expedient  

5 Innovative approach  

   

Section 6: Need for Structure 

1 Organised  

2 Reliable  

3 Dislikes ambiguity  

4 Plans work well  

5 Communicates frequently, clearly and consistently  

   

Section 7: Need to Care 

1 Considerate to others’ situation  

2 Genuine concern for colleagues’ welfare  

3 Empathetic  

4 Supportive  

5 Tolerant of others  

   

Section 8: Need to Control 

1 Takes control of team activities  

2 Sees others’ support as interference  

3 Does things in own way, regardless of feedback  

4 Becomes tense in uncertain situations  

5 Finds it difficult to delegate to others  

   

 
Section 3: 
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Motivational Web 
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Next Steps 
 
Having completed the questionnaire, you should have one (or more) 
motivation ‘webs’ on the chart. You can use the data in these webs in many 
different ways, some of which are: 
 

1. Identifying any highs and lows for yourself and others, and considering the 
implications that these might have in the way you manage, team contribution 
or work situations more generally. 
 
 
 
 
 
 
 

 

2. Identifying any differences (or consistencies) within your team and 
considering the implications for the way that you work together. 
 
 
 
 
 
 
 
 

 
3. Acting as a starting point for discussions with others about your performance 
management targets and what you could put in place to best achieve these. 
 
 
 
 
 
 
 
 
 


