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Summary. The aim of this research was to test whether work motivation is affected by global 
motivational orientation or by the perception of the degree of satisfact ion of basic 
psychological needs for autonomy, competence and relatedness in a work context. 
Self-determination theory provided conceptual framework. The sample comprised 428 
respondents. The following scales were used: the Global Motivation Scale, the Basic 
Need Satisfaction at Work Scale, while the scale for measuring work motivation was 
designed for the purposes of this research paper. Regression analysis was applied. The 
results show that every aspect of work motivation is mostly under the influence of the 
eponymous tendency on the level of a global motivational orientation. The influence of 
environmental factors associated with the work context on an individual’s work 
motivation depends mostly on the perception of the degree of satisfaction of the need 
for competence at work. 

Key words:  self-determination, basic needs, work motivation, satisfaction, perception, orientation, 
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Introduction 

Self-determination theory maintains that extrinsic and intrinsic motivations are not 

discrete categories but rather types of motivational orientation arranged along the motivational 

continuum. At one end of the continuum there is intrinsic motivation as the most autonomous 

and most self-determined type of motivation. At the opposite end of the continuum is 

amotivation characterized by a complete lack of any intention of action. Set between intrinsic 

motivation and amotivation are various forms of extrinsic motivation which differ according 

to the degree of relative autonomy, that is, to the degree of internalization of reasons to take 

action (Deci & Ryan, 2000).  

To what extent an individual will be motivated by extrinsic or intrinsic reasons depends 

on the influence of social factors. According to self-determination theory, extrinsic motivational 

orientations are the result of a compromise with negative environmental conditions (Deci & 

Ryan, 2008).  

The hierarchical model of extrinsic and intrinsic motivation elaborates on the concept of 

motivational continuum, presuming that all three forms of motivational orientation – intrinsic 

motivation (to know, to accomplish, to experience stimulation), extrinsic motivation (by 

identification, by introjection, by external regulation) and amotivation – exist on three levels 

of generality (Diagram 1). These levels are global, contextual (associated with various life 

domains) and situational (associated with a specific situation). On the most global level, 
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motivation is a type of personal disposition and under the influence of the most general social 

factors. Contextual motivation is developed in a particular life domain as a result of the 

influence of motivation on the global level and social factors operating within the given life 

domain. Some of the most important life contexts include education, interpersonal relations 

and work. Situational motivation is associated with individual situations and is influenced by 

the type of motivation directly above it in the hierarchy (contextual motivation) and the social 

factors operating in the given situation (Vallerand & Ratelle, 2004).  

 

Diagram 1. Hierarchical Model of Self-determined Motivation  

(A-autonomy; C-competence; R-relatedness; IM-intrinsic motivation;  
EM-extrinsic motivation; AM-amotivation) 

Grafikon 1. Hijerarhijski model samodeterminisane motivacije  
(A-Autonomija; C-kompetencija; R-povezanost; IM-intrinzička motivacija;  

EM-ekstrinzička motivacija) 

The researches done so far leave the question of the influence of social factors and personal 

variables on work motivation open (according to Vallerand & Ratelle, 2004). In a particular 

life context such as work, motivation may be the result of the influence of social factors 

associated with that context and personal variables from the higher level (global motivation). 

For example, will motivation remain unchanged in the work context if it is, say intrinsic, at 

the global level, or will it be less self-determined in the work context if the social factors are 

less favourable? This question is particularly significant in the circumstances involving not 

entirely clear and inconsistent social factors associated with the work context, which 

consequently makes them less favourable for the development of intrinsic work motivation.  

The objective of this research was to determine whether work motivation is affected by 

global motivation as a dispositional quality and by social factors mediated by the perception 

of basic psychological need satisfaction in the work context (the needs for autonomy, 

competence and relatedness with other people at work). The aim was also to determine 
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whether work motivation is more affected by various aspects of global motivation or motivation 

in a specific life domain, such as work, is more affected by social factors associated with the 

work context. 

The main hypothesis proposes that work motivation is more affected by social factors 

associated with work than by global motivation. Self-determination theory suggests that 

unfavourable and not entirely clear social influences cause individuals to stray from internal 

initiators of behavior and adopt extrinsic motivational orientations. If social influences in 

the examined context are characterized as less favourable for the survival of intrinsic 

motivation, work motivation can be expected to belong to the types of extrinsic motivation. 

Method 

Sample 

The sample comprised 428 respondents – technical professionals. Convenience sampling 

was applied. All the respondents were employed, the majority of which (76.6%) were 

working in the public sector. The remaining 23.4% were employed in private or foreign 

companies. The majority of respondents were men (88.1%), while women accounted for 

11.9%. The age of respondents ranged from 20 to 62. One half of the respondents were 

younger than 37, and the age of the other half ranged from 38 to 62. The largest percentage of 

the respondents held a three-year (12.6%) or four-year (66.1%) technical high school degree. 

A two-year technical college degree was held by 5.6% of the respondents, and 15.7% of the 

respondents graduated from a four- or five-year school of engineering.   

Instruments 

Two available instruments were used in the research: the Global Motivation Scale 

(Guay, Mageau & Vallerand, 2003) and the Basic Need Satisfaction at Work Scale (Deci, 

Ryan, Gagne, Leone, Usunov, & Kornazheva, 2001). The third instrument, used for measuring 

work-related motivation, was designed for the purposes of this research. In the preliminary 

research performed to validate the reliability of the instruments, Cronbach’s alpha measured 

0.82 for the Global Motivation Scale and 0.89 for both the Basic Need Satisfaction at Work 

Scale and the Work Motivation Scale.  

Results 

The data were processed using descriptive statistics and regression analysis. 

As regards global motivation, it turned out that the highest mean value was obtained for 

intrinsic motivation to know. It was followed by intrinsic motivation to accomplish, extrinsic 

motivation by identification, intrinsic motivation to experience stimulation, introjected 

extrinsic motivation, extrinsic motivation by external regulation and amotivation (Table 1).  
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Table 1. Global motivation – mean values and standard deviations (N=428) 
Tabela 1. Opšta motivacija – Aritmetičke sredine i standardne devijacije (N=428) 

Global motivation M SD t-test df 

Intrinsic motivation to know 5.49 1.04 109.413
**

 427 

Intrinsic motivation to accomplish 5.27 1.01 107.529
**

 427 

Extrinsic motivation by identification 5.12 1.08 97.897
**

 427 

Intrinsic motivation to experience stimulation 4.97 1.05 97.805
**

 427 

Extrinsic motivation introjected 4.30 1.29 68.919
**

 427 

Extrinsic motivation by external regulation 3.80 1.22 64.229
**

 427 

Amotivation 3.35 1.18 58.703
**

 427 
**

p<0.01 

Regarding basic psychological needs for autonomy, competence and relatedness with 

others at work, the highest mean value was recorded for the need for competence, followed 

by the need for relatedness, while the lowest average value was recorded for the need for 

autonomy at work (Table 2). 

Table 2. Basic psychological needs at work  mean values and standard deviations (N=428) 

Tabela 2. Bazične psihičke potrebe na poslu  Aritmetičke sredine i standardne devijacije 
(N=428) 

Basic psychological needs at work M SD t-test df 

Competence 5.28 0.82 133.837
**

 427 

Relatedness 5.09 0.91 115.411
**

 427 

Autonomy 4.64 0.83 116.229
**

 427 
**

p<0.01
 

As for mean values, work motivation proved to be very similar to global motivation. 

Intrinsic motivation to know occupied the first place, and was followed by intrinsic 

motivation to accomplish, extrinsic motivation by identification, intrinsic motivation to 

experience stimulation, introjected extrinsic motivation, extrinsic motivation by external 

regulation and amotivation (Table 3).  

Table 3. Work motivation  mean values and standard deviations (N=428) 

Tabela 3. Motivacija za rad  Aritmetičke sredine i standardne devijacije (N=428) 

Work motivation M SD t-test df 

Intrinsic motivation to know 5.20 1.25 86.303
**

 427 

Intrinsic motivation to accomplish 5.11 1.16 91.160
**

 427 

Extrinsic motivation by identification  5.03 1.16 89.909
**

 427 

Intrinsic motivation to experience stimulation 4.57 1.21 78.339
**

 427 

Extrinsic motivation introjected 4.54 1.32 71.225
**

 427 

Extrinsic motivation by external regulation 3.66 1.34 56.517
**

 427 

Amotivation 2.90 1.26 47.803
**

 427 
**

p<0.01 

The research checked for differences in gender, age and level of education and showed 

some significant differences (Table 4). 
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Table 4. Types of global motivation, basic psychological needs and work motivation  

mean values and mean differences by gender, age and level of education (N=428) 

Tabela 4. Tipovi opšte motivacije, bazične psihičke potrebe i motivacija za rad   
aritmetičke sredine i razlike prema polu, starosti i nivou obrazovanja (N=428) 

 Gender Age Level of Education 

M F Diff. Y Eld. Diff. H CU Diff. 

Global motivation  

Intrinsic motivation to know 5.48 5.61 -0.13 5.52 5.47  0.05 5.46 5.62 -0.16 

Intrinsic motivation to accomplish 5.26 5.34 -0.08 5.31 5.23  0.08 5.26 5.32 -0.06 

Intrinsic motivation to experience 

stimulation 

4.95 5.15 -0.20 4.92 5.03 -0.11 4.99 4.90  0.09 

Extrinsic motivation by identification 5.13 5.03  0.10 5.28 4.96  0.32* 5.15 5.03  0.12 

Extrinsic motivation introjected 4.35 3.94  0.41* 4.17 4.43 -0.26* 4.41 3.92  0.49** 

Extrinsic motivation by external 

regulation 

3.83 3.59  0.24 3.68 3.93 -0.25* 3.84 3.65  0.19 

Amotivation 3.33 3.51 -0.18 3.12 3.58 -0.46** 3.41 3.11  0.30* 

Basic psychological needs at work 

Autonomy 4.65 4.52  0.13 4.68 4.59  0.09 4.66 4.54  0.12 

Competence 5.29 5.20  0.09 5.43 5.13  0.30** 5.27 5.32 -0.05 

Relatedness 5.13 4.83  0.30* 5.19 4.99  0.20* 5.14 4.92  0.22* 

Work motivation 

Intrinsic motivation to know 5.19 5.32 -0.13 5.32 5.08  0.24* 5.21 5.18  0.03 

Intrinsic motivation to accomplish 5.07 5.39 -0.32 5.19 5.03  0.16 5.11 5.13 -0.02 

Intrinsic motivation to experience 

stimulation 

4.57 4.58 -0.01 4.52 4.62 -0.10 4.62 4.37  0.25 

Extrinsic motivation by identification 5.02 5.11 -0.09 5.21 4.85  0.36** 5.05 4.96  0.09 

Extrinsic motivation introjected 4.55 4.43  0.12 4.37 4.71 -0.34** 4.60 4.31  0.29 

Extrinsic motivation by external 

regulation 

3.67 3.65  0.02 3.57 3.76 -0.19 3.69 3.54  0.15 

Amotivation 2.91 2.87 0.04 2.64 3.17 -0.53** 2.96 2.69  0.27 

 
**

p<0.01 M – male; F – female 

  
*
p<0.05 Y – under 37; Eld. – over 38 

  H – high school education; CU – college/university education 

Significant differences were also found between respondents employed in the public 

sector and those working in private sector and foreign companies regarding specific types 

of work motivation. With respondents employed in private and foreign companies, intrinsic 

motivation to know (Mdif=0.27; p<0.01) and extrinsic motivation by identification (Mdif=0.36; 

p<0.01) prevailed considerably. 

The results of regression analysis show that predictors contribute significantly to the 

explanation of work motivation (Table 5). Global intrinsic motivation to know and to 

accomplish, and the needs for competence and autonomy, particularly contribute to the 

explanation of work motivation resting on intrinsic motivation to know. The contribution of 

other predictor variables amounts to around 0.6% (R
2
 change=0.006) and bears no significance 

(F change=0.892).  
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Table 5. Regression analysis results for the whole sample (N=428) 
Tabela 5. Rezultati regresione analize za ceo uzorak (N=428) 

 Work motivation 

Intrinsic 
motivation 

to know 

Intrinsic 
motivation 

to 
accomplish 

Intrinsic 
motivation 

to 
experience 
stimulation 

Extrinsic 
motivation 

by 
identification 

Extrinsic 
motivation 
introjected 

Extrinsic 
motivation 
by external 
regulation 

Amotivation 

R        
adjusted R2  
F 

0.709     
   0.491 
     42.259 

0.688 
   0.461 
     37.540 

0.629 
   0.382 
     27.365 

0.652 
  0.411 
    30.786 

0.595 
   0.338 
      22.841 

0.702 
   0.481 
     40.577 

0.718 
   0.504 
     44.342 

 β            t β            t β            t β            t β            t β            t β            t 

Global 
intrinsic 
motivation to 
know 

0.318 
 

6.237 

0.007 
 

0.142 

0.001 
 

0.019 

-0.027 
 

-0.500 

0.047 
 

0.802 

-0.112 
 

-2.176 

-0.151 
 

-3.002 

Global 
intrinsic 
motivation to 
accomplish 

0.195 
 

3.570 

0.443 
 

7.888 

0.072 
 

1.200 

0.143 
 

2.440 

0.017 
 

0.277 

0.026 
 

0.466 

0.088 
 

1.625 

Global 
intrinsic 
motivation to 
experience 
stimulation 

-0.048 
 

 
-1.061 

0.011 
 

 
0.242 

0.320 
 

 
6.469 

-0.090 
 

 
-1.860 

-0.055 
 

 
-1.072 

0.012 
 

 
0.265 

0.054 
 

 
1.228 

Global 
extrinsic 
motivation by 
identification 

0.067 
 

 
1.519 

0.073 
 

 
1.600 

0.059 
 

 
1.217 

0.445 
 

 
9.358 

0.005 
 

 
0.106 

0.065 
 

 
1.451 

-0.005 
 

 
-0.118 

Global 
extrinsic 
motivation 
introjected 

0.007 
 

0.177 

-0.039 
 

-0.928 

0.032 
 

0.698 

-0.071 
 

-1.613 

0.513 
 

10.961 

-0.047 
 

-1.136 

0.003 
 

0.081 

Global 
extrinsic 
motivation by 
external 
regulation 

-0.031 
 

 
-0.715 

0.077 
 

 
1.693 

0.049 
 

 
1.012 

0.080 
 

 
1.695 

0.026 
 

 
0.523 

0.628 
 

 
14.140 

0.045 
 

 
1.035 

Amotivation 0.063 
1.541 

0.088 

2.081 

0.092 

2.021 

0.064 
1.450 

0.128 

2.720 

0.129 

3.105 

0.573 

14.107 
Need for 
autonomy 

0.188 
4.092 

0.142 
2.994 

0.221 
4.346 

0.143 
2.888 

0.009 
0.164 

0.073 
1.574 

0.032 
0.714 

Need for 
competence 

0.245 
5.196 

0.235 
4.837 

0.133 
2.562 

0.198 
3.906 

-0.018 
-0.337 

-0.021 
-0.447 

-0.251 
-5.388 

Need for 
relatedness 

-0.011 
-0.236 

-0.048 
-0.992 

0.029 
0.549 

0.007 
0.131 

-0.042 
-0.785 

0.014 
0.303 

-0.036 
-0.766 

p<0.01 

Work motivation resting on intrinsic motivation to accomplish is substantially explained 

by global intrinsic motivation to accomplish, global amotivation, and the needs for competence 

and autonomy. The contribution of other predictors amounts to about 1.2% (R
2
 change = 

0.012) and bears no significance (F change=1.527).  

Global motivation to experience stimulation, global amotivation and the need for 

autonomy and for competence make a significant contribution to the explanation of work 
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motivation resting on intrinsic motivation to experience stimulation. The contribution of 

other predictor variables amounts to about 1.7% (R
2
 change=0.017) and bears no significance (F 

change=1.980).  

Table 6. Regression analysis results for respondents 38–62 years of age (N1=212) 
Tabela 6. Rezultati regresione analize za uzorak ispitanika starosti od 38 do 62 godine 

(N1=212) 

 Work motivation 

Intrinsic 
motivation 

to know 

Intrinsic 
motivation 

to 
accomplish 

Intrinsic 
motivation 

to 
experience 
stimulation 

Extrinsic 
motivation 

by 
identification 

Extrinsic 
motivation 
introjected 

Extrinsic 
motivation 
by external 
regulation 

Amotivation 

(N1=212) 
R        
adjusted R2  
F 

 
0.711     
   0.482 

     20.605 

 
0.683 
   0.441 

      17.618 

 
0.614 
   0.346 

     12.175 

 
0.690 
  0.450 

    18.260 

 
0.557 
   0.276 

      9.057 

 
0.731 
   0.511 

     23.025 

 
0.730 
   0.510 

     22.955 

 β            t β            t β            t β            t β            t β            t β            t 

Global 
intrinsic 
motivation to 
know 

0.339 
 

4.515 

0.071 
 

0.912 

0.035 
 

0.409 

-0.040 
 

-0.517 

0.022 
 

0.247 

-0.127 
 

-1.736 

-0.094 
 

-1.283 

Global 
intrinsic 
motivation to 
accomplish 

0.231 
 

2.891 

0.474 
 

5.716 

0.066 
 

0.732 

0.112 
 

1.359 

0.144 
 

1.527 

0.051 
 

0.661 

0.088 
 

1.139 

Global 
intrinsic 
motivation to 
experience 
stimulation 

-0.102 
 

 
-1.589 

-0.059 
 

 
-0.892 

0.312 
 

 

4.353 

 

-0.091 
 

 
-1.379 

-0.094 
 

 
-1.254 

0.000 
 

 
0.006 

0.034 
 

 
0.553 

Global 
extrinsic 
motivation 
by 
identification 

0.065 
 

 
0.979 

0.071 
 

 
1.025 

0.055 
 

 
0.734 

0.499 
 

 

7.263 

-0.046 
 

 
-0.590 

-0.018 
 

 
-0.274 

0.014 
 

 
0.223 

Global 

extrinsic 
motivation 
introjected 

0.015 

 
0.228 

0.032 

 
-0.470 

0.023 

 
0.322 

-0.071 

 
-1.068 

0.495 

 

6.472 

-0.080 

 
-1.279 

-0.087 

 
-1.388 

Global 
extrinsic 
motivation 
by external 
regulation 

0.003 
 

 
0.043 

0.153 
 

 

2.208 

0.023 
 

 
0.302 

0.183 
 

 

2.659 

-0.018 
 

 
-0.230 

0.692 
 

 

10.695 

0.002 
 

 
0.038 

Amotivation -0.034 
-0.574 

0.002 
0.035 

0.070 
1.039 

-0.027 
-0.437 

0.070 
0.986 

0.135 

2.311 

0.663 

11.364 
Need for 
Autonomy 

0.257 

3.827 

0.240 

3.438 

0.306 

4.059 

0.234 

3.380 

0.097 
1.228 

0.166 

2.548 

0.076 
1.169 

Need for 
Competence 

0.171 

2.436 

0.092 
1.261 

0.032 
0.407 

0.070 
0.937 

-0.079 
-0.956 

-0.046 
-0.673 

-0.241 

-3.527 
Need for 
Relatedness 

-0.045 
-0.645 

-0.155 

-2.154 

0.012 
0.158 

-0.061 
-0.854 

-0.059 
-0.723 

-0.050 
-0.751 

-0.053 
-0.794 
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Table 7. Regression analysis results for respondents 20–37 years of age (N2=216) 
Tabela 7. Rezultati regresione analize za uzorak ispitanika starosti od 20 do 37 godina 

(N2=216) 

 Work motivation 

Intrinsic 
motivation 

to know 

Intrinsic 
motivation 

to 
accomplish 

Intrinsic 
motivation 

to 
experience 
stimulation 

Extrinsic 
motivation 

by 
identification 

Extrinsic 
motivation 
introjected 

Extrinsic 
motivation 
by external 
regulation 

Amotivation 

(N2=216) 
R        
adjusted R2  
F 

 
0.727     
   0.505 

     22.941 

 
0.741 
   0.527 

      24.931 

 
0.662 
   0.410 

     15.957 

 
0.638 
  0.378 

    14.089 

 
0.645 
   0.387 

      14.570 

 
0.690 
   0.451 

     18.648 

 
0.691 
   0.452 

     18.733 

 β            t β            t β            t β            t β            t β            t β            t 

Global 
intrinsic 
motivation to 
know 

0.293 
 

4.140 

-0.071 
 

-1.031 

-0.039 
 

-0.500 

-0.018 
 

-0.231 

0.054 
 

0.683 

-0.103 
 

-1.385 

-0.194 
 

-2.605 

Global 
intrinsic 
motivation to 
accomplish 

0.155 
 

2.052 

0.407 
 

5.497 

0.086 
 

1.039 

0.172 
 

2.028 

-0.078 
 

-0.928 

0.016 
 

0.197 

0.087 
 

1.087 

Global 
intrinsic 
motivation to 
experience 
stimulation 

0.049 
 

 
0.756 

0.111 
 

 
1.763 

0.331 
 

 

4.714 

-0.062 
 

 
-0.854 

0.007 
 

 
0.092 

0.030 
 

 
0.436 

0.073 
 

 
1.074 

Global 
extrinsic 
motivation by 
identification 

0.049 
 

0.793 

0.095 
 

1.571 

0.092 
 

1.377 

0.389 
 

5.639 

0.069 
 

1.005 

0.156 
 

2.407 

-0.014 
 

-0.213 

Global 
extrinsic 
motivation 
introjected 

-0.010 
 

-0.196 

-0.076 
 

-1.443 

0.031 
 

0.525 

-0.104 
 

-1.738 

0.539 
 

9.041 

-0.020 
 

-0.361 

0.082 
 

1.458 

Global 
extrinsic 
motivation by 

external 
regulation 

-0.055 
 

 

-0.924 

0.010 
 

 

0.176 

0.057 
 

 

0.869 

0.008 
 

 

0.113 

0.052 
 

 

0.789 

0.556 
 

 

8.832 

0.094 
 

 

1.500 

Amotivation 0.174 

3.147 

0.190 

3.524 

0.106 
1.757 

0.168 

2.719 

0.165 

2.692 

0.127 

2.191 

0.481 

8.279 
Need for 
Autonomy 

0.107 
1.631 

0.054 
0.850 

0.138 

1.932 

0.049 
0.666 

-0.073 
-1 

-0.013 
-0.193 

-0.007 
-0.097 

Need for 
Competence 

0.299 

4.750 

0.353 

5.725 

0.227 

3.297 

0.293 

4.153 

0.037 
0.525 

-0.010 
-0.157 

-0.263 

-3.975 
Need for 
Relatedness 

0.042 
0.640 

0.061 
0.951 

0.068 
0.954 

0.084 
1.143 

-0.004 
-0.050 

0.096 
1.386 

-0.020 
-0.291 

In view of the types of extrinsic work motivation, the greatest contribution to the explanation 

of motivation resting on the identification mechanism is made by global motivation resting on 

the same principle, followed by global intrinsic motivation to accomplish and the needs for 
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competence and autonomy. The contribution of other predictor variables amounts to around 

1.5% (R
2
 change=0.015) and bears no significance (F change=1.776).  

Extrinsic work motivation resting on the introjection regulation is largely explained by 

the same global motivational orientation, while global amotivation also makes a significant 

contribution to the explanation.  

The largest contribution to work motivation based on external regulation is given by the 

same global motivational tendency, as well as by global amotivation and the lack of global 

intrinsic motivation to know. The contribution of other predictor variables amounts to about 

1% (R
2
 change=0.010) and bears no significance (F change=1.227). 

Work amotivation is best explained by global amotivation, as well as the lack of intrinsic 

motivation to know and the need for competence. The contribution of other predictor variables 

amounts to around 1.3% (R
2
 change=0.013) and bears no significance (F change=1.547).  

For the purpose of testing the specific effects of global motivation and basic psychological 

needs on work motivation in our social context, demographic variables were taken into 

consideration. Due to the structure of the tested sample, regression analysis could only be 

based on the age of respondents. As shown in Tables 6 and 7, some specific effects of 

global motivation and the needs for autonomy, competence and relatedness with work on 

work motivation were found on the basis of the respondents’ age.   

Discussion 

Contrary to the main hypothesis based on self-determination theory, it has been found 

that every aspect of work motivation is primarily affected by a similar aspect of global 

motivation, and not by environmental factors acting through perception of the degree of basic 

psychological needs satisfaction in the work context. This leads to the conclusion that global 

motivation, as a kind of personality disposition, affects the “resistance” of motivation to negative 

influences in various life domains, including the work context as well (Mladenović, 2010). 

Regarding the effect of environmental factors in the work context, our research shows 

that the greatest significance and impact on work motivation is made by the perception of 

the degree of satisfaction of the need for competence. Based on self-determination theory, it 

can be deduced that perception of the need for autonomy bears the highest importance for 

motivation in any life domain. In that sense, it can be concluded that social factors affecting 

work motivation do not favour personal initiative, offer very little or no freedom of choice 

and, after all, probably lead to the sense of subjective suffering. However, the fact that 

perception of the need for competence has stronger effect on work motivation is not 

completely surprising. Work is a life domain that is most related to and most suitable for 

achieving personal competence in adults. We can even say that work is a sphere of life in 

which the competence of an adult is displayed most clearly.   

The introduction of respondents’ age in the analysis sheds additional light on the 

specific nature of the effect of social factors on work motivation in our environment. The 

effect of environmental factors on work motivation in persons younger than 37 results 

exclusively from perception of the degree of satisfaction of the need for competence, while 

in persons older than 38 this effect results primarily from perception of the satisfaction of 

the need for autonomy. One can say that in the work context, the need for competence is of 

primary importance for personal development. Younger persons find the confirmation of 

their own competence at work more important than personal autonomy and freedom of 

choice. Taking into consideration the competence development concept discussed by Elliot 

and associates (Elliot et al, 2004), it can be said that competence in a sphere of life closely 
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connected with competence, such as work, is “ontogenetically” more crucial. It is important 

to competently master an activity first, and then strive towards autonomy and the possibility 

of choice. We cannot speak about autonomy in the context of an activity which is not 

sufficiently mastered. In that sense, it can be concluded that the need for competence is more 

important to younger individuals who are only just checking and confirming their personal 

competence in the work context. The neglect of the need for autonomy by younger individuals 

cannot be considered an indicator of subjective suffering, but rather a developmental phase 

which in the work context gives advantage to the satisfaction of the need for competence.  

In persons older than 38, it has been shown that the influence of environmental factors 

on work motivation is primarily reflected through the perception of the degree of 

satisfaction of the need for autonomy. The need for autonomy can be secondary and even 

totally neglected in individuals with less life and work experience. However, the need for 

personal causality becomes increasingly significant with age. An unrealistic desire to 

change the world around them may sometimes be more typical of younger persons, but the 

feeling that one is able to influence events around oneself definitely becomes more and 

more important with age. Younger persons, who are only just testing their competencies 

and generally have a larger possibility of choice in life, may not attach importance to the 

need for autonomy at work. It is, however, evident that, with time, the sense of personal 

autonomy becomes increasingly important for personality functioning and work motivation. 

Another fact from this research seems contradictory and opposite to the one of the basic 

premises of the theory of self-determined motivation. It has been shown that the degree of 

perceived autonomy at work is positively linked with and has a positive impact on motivation by 

material rewards. According to self-determination theory, the only possible link between 

autonomy and material rewards is always negative. On the other hand, critics have for decades 

been endeavoring to relativize and refute such a viewpoint (Cameron, Banko & Pierce, 2001). 

The findings from this research are seemingly in favour of the critics, but when explaining 

positive relatedness and the positive impact of the perception of autonomy on work motivation 

by material rewards, caution is necessary and the specific nature of a wider social context in 

which this research was carried out should be taken into consideration.  

First of all, work as a separate life domain implies a material reward for a particular 

achievement and a particular level of competence. Deci and associates agree that the existing 

connection between cause and consequence is one of the most important prerequisites for 

motivation in the work context (Deci et al, 2001). The material reward following the invested 

work is not only one of the premises of contemporary civilization, but is also a condition for 

existential survival. In a specific social context such as ours, it is essential to establish a 

connection between cause and consequence in the work-related life context. This may lead to 

a positive influence and positive relatedness between the perception of satisfaction of the need 

for autonomy and the motivation based on instrumental principles. Self-determination theory 

suggests that this positive relatedness can exist only in the initial phases of generating 

motivation and during the establishment of instrumental principles. Over time, the instrumental 

principle and material rewards can become a double-edged sword and have a negative 

influence on the intrinsic interest in an activity and perception of the need for autonomy. 

However, in insufficiently clear and diffuse wider social conditions which may be 

characterized by the lack of any connection between cause and consequence, the establishment 

of an instrumental connection between work and material rewards can have a positive effect on 

the sense of personal causality.  

Basic psychological needs for autonomy, competence and relatedness with others are 

universal and exist regardless of cultural or demographic specificities (Ryan & Deci, 2006), 
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but can differ in the ways they are satisfied (Čizmić, 2003). Thus, the same social factors in 

different social and economic circumstances can reflect on the subjective experience of 

personal autonomy in different ways. When the general social climate is not clear and 

predictable enough, the material reward is not experienced as a part of social control but is 

perceived as a confirmation of personal causality. The sense of personal causality is indeed 

crucial for the sense of personal autonomy, but in different cultures or perhaps only in 

different social circumstances, material rewards in the work context can be perceived not as 

a consequence of an external locus of control, but as an individual’s sense of “controlling 

the work situation”, of being able to influence events in their work environment, to be the 

center and cause of action. Those individuals who believe they can affect the events in the 

work context will be motivated in the situations producing a specific material reward.  

This research may be said to contribute to the theory of self-determined motivation in two 

ways. First, even though self-determination theory suggests the need for autonomy is of key 

significance in all life domains, the need for competence seems to be of primary importance for 

personal development in the work context. Second, in specific social circumstances such as ours, 

the presence of a material reward for a particular work behaviour is not experienced as the 

presence of an external locus of control which manages the life of an individual, but rather 

causes an individual to feel that he or she is free to “control the situation”, and this sense of 

personal causality and autonomous activity positively affects the motivation by material rewards 

in the work context.   

Conclusion 

The results of this research confirm some fundamental premises of self-determination 
theory and the hierarchical model of extrinsic and intrinsic motivation. It has been shown 
that in a specific life context, such as work, motivation is affected by both personal and 
environmental variables. Work motivation is primarily affected by a global motivational 
orientation which has a great impact on motivation in the work context and “helps” work 
motivation resist negative environmental influences. In the work context, perception of the 
degree of satisfaction of the need for competence exerts the biggest influence on 
motivation, while in collectively-oriented societies and social environments, the need for 
relatedness also seems important. The need for autonomy can be repressed in the work 
context since the need for competence is primary in the work domain. With age, however, 
the need for personal autonomy at work becomes increasingly significant. The deprivation 
of the need for autonomy may then cause the sense of subjective suffering and may have 
negative consequences on personal psychological functioning, as suggested by self-
determination theory. Future research should further explore these differences.  
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UTICAJ GLOBALNE MOTIVACIONE ORIJENTACIJE I POTREBE 
ZA AUTONOMIJOM, KOMPETENCIJOM I POVEZANOŠĆU 

NA MOTIVACIJU ZA RAD 

Marijana Mladenović, Svetlana Ĉizmić 

Sažetak. Cilj ovog istraživanja bio je da se ustanovi da li je motivacija za rad pod uticajem opšte 
motivacione orijentacije ili percepcije stepena zadovoljenosti bazičnih psihičkih potreba za 
autonomijom, kompetencijom i povezanošću sa drugima u radnom kontekstu. Teorija 
samodeterminacije korišćena je kao konceptualni okvir. U istraživanju je učestvovalo 428 
ispitanika. Korišćeni su instrumenti: Skala opšte motivacije, Skala zadovoljenosti bazičnih 
psihičkih potreba na poslu, a za merenje motivacije za rad konstruisana je posebna skala. 
Primenjena je regresiona analiza. Rezultati ukazuju da je svaki aspekt motivacije za rad u 
najvećoj meri pod uticajem istoimene opšte motivacione tendencije. Uticaj sredinskih faktora 
u radnom kontekstu na motivaciju za rad, ogleda se pre svega kroz percepciju stepena 
zadovoljenosti bazične psihičke potrebe za kompetencijom. 

Kljuĉne reĉi:  samodeterminacija, bazične potrebe, motivacija za rad, zadovoljstvo, percepcija, 
orijentacija, motivacija, autonomija 
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