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Three Things to Remember

You cannot 
intrinsically 

motivate learners 
to learn.

But you can affect 
the environment 

and context.

And, you absolutely 
can destroy what 

motivation they do 
have.



WHAT DOES IT MEAN TO BE 
DISENGAGED?



It means…

I don’t want to

I can’t but I am forced to do so nonetheless

I would, but I hate the people around me (Or, they hate 
me)



Stand Up… Yell Out…

10 REASONS YOU MIGHT BE DISENGAGED WHEN 
LEARNING…

NO REPEATS. 

NO NEED TO BE POLITE



Here’s What I Heard:

CHAOS
Bad instructions

No instructions

Overwhelming amount of content

Asking me to understand and do stuff I can’t do

“What’s the goal?”

Have no idea what “good” looks like.

Boring

No useful or informational feedback

CONTROLLING
Makes no sense… hasn’t a clear rationale 
(Seems dumb)

No WIIFM

The instructor/ teacher micromanages the 
experience

The agenda is the company’s and not mine

I have no ownership or accountability



Also, Toxic 
Environments

I dislike those around me.

They dislike me.

No respect– for me, or me of them.

I am excluded from the process and 
from decisions that affect me.



TRUE OR FALSE: WHEN I AM MORE 
MOTIVATED, I LEARN MORE 

EFFECTIVELY AS A RESULT OF THAT 
MOTIVATION.



BEFORE YOU ANSWER!



Motivation is the 
catalyst that 
energizes behavior.



TRUE OR FALSE: WHEN I AM MORE 
MOTIVATED, I LEARN MORE 

EFFECTIVELY AS A RESULT OF THAT 
MOTIVATION.



TAKEN LITERALLY…

FALSE- WHILE MOTIVATION IS CRITICAL! WHILE 
IT IS STRONGLY CORRELATED, IT DOES NOT 

CAUSE LEARNING TO HAPPEN DIRECTLY. GOOD 
PEDAGOGY DOES. GOOD INSTRUCTIONAL 

DESIGN.



So, 
Motivation…

Gets them in the room

Keeps them playing 
while in the room

Fosters their continued 
work outside the room



THREE TYPES OF MOTIVATION

Intrinsic 

Extrinsic

Amotivation (not motivated at all– burned out)



More On That 
Later…



We don’t want chaos or indecision among 
our learners.

We don’t want learners to feel coerced or 
controlled into being there.

We don’t want our learners to feel 
disconnected from us, the organization, and 

each other.



OUR JOB IS TO SET UP A MOTIVATIONAL 
ENVIRONMENT WITH:

STRUCTURE AUTONOMY 
SUPPORT

INVOLVEMENT



WHEN WE DO, WE 
PROPERLY ENGAGE



Let’s Explore…



THREE BASIC 
PSYCHOLOGICAL NEEDS



THE THREE BASIC NEEDS

RELATEDNESS

COMPETENCE

AUTONOMY

From the work of Richard Ryan & Edward Deci, University of Rochester





I FEEL ABLE 
TO DO IT COMPETENCE



COMPETENCE

Perceived

Potential

Feedback (Informational)

Challenging… Not overwhelming

The Aforementioned Structure



I WANT TO 
DO IT AUTONOMY



AUTONOMY

VOLUTIONAL

NOT ABOUT CHOICES 
(THINK DISHES AND 
LAUNDRY)– ABOUT 

FREEDOM

MEANINGFUL & 
PURPOSEFUL

HAS A WIIFM RELEVANT



DAYS OF THE 
WEEK



I FEEL 
ENGAGED 

WITH THOSE 
AROUND ME

RELATEDNESS



RELATEDNESS

”I LIKE AND RESPECT 
THOSE AROUND ME.”

“THOSE AROUND ME 
MAKE ME FEEL LIKED 

AND VALUED.”

“THE COMPANY AND 
THE FACILITATOR LIKES 

AND RESPECTS ME.”

“I AM A PART OF THE 
DECISIONS.”

WE ENGAGE, WHEN 
APPROPRIATE, IN SOCIAL 

LEARNING ACTIVITIES.



SO, ONE IS MORE 
AUTONOMOUSLY 
MOTIVATED TO 
LEARN WHEN 
ONE:

Believes it can be learned

Internalizes why it should 
be learned

Is comfortable and safe 
with those one learns with





STRUCTURE AUTONOMY SUPPORT INVOLVEMENT

Ensure clear and attainable goals for both the 
program and each step along the way.

Provide stated expectations for what “good” looks 
like for each learning activity, task, and performance 
back on the job.

Provide time and the necessary resources to 
complete appropriate and needed learning activities.

PrProvide appropriate learning and performance tools 
that support learning transfer (manuals, job aids, 
check lists, coaching, reference videos, etc.).

Use proper instructional design that adheres to 
validated learning science techniques (including 
interleaving, spaced retrieval practice, practice 
testing, questioning, etc.).

Adapt to Adapt to expertise by providing (1) more explicit 
instruction to novices, (2) structured instruction with 
leeway for moderate-level learners, and (3) more 
freedom for expert learners.

Provide feedback that is informational and not 
punitive.

Use tasks and learning activities that are Use tasks and learning activities that are 
appropriately challenging– but not frustrating or 
boring.

Set, discuss, and negotiate agreed upon rules for how 
to engage with each other and the instructional team.

PrProvide and foster opportunities to develop new 
skills, or enhance current skill sets and capabilities, 
and then practice them.

THE LEARNING MOTIVATION CHECKLIST

Adapted by Matt Richter from the work of Richard M. Ryan and Edward L. Deci, University of Rochester

As a trainer, facilitator, instructional designer, manager, or learning leader, it is your job to:



WHAT ABOUT 
PRIZES, AWARDS, 

AND PRAISE?



THE SINGING JOLT



ISSUES WITH 
REWARDS

• They devalue the task itself
• They crowd out what we want learners to 

focus on regarding the topic and tasks
• One has less opportunity to diagnose 

difficulties in performance
• Failure to get the reward likely demotivates
• If reward is for an “outcome,” can produce 

“Enron effect.”  The end justifies the means… 
• Competitively contingent rewards 

undermine cohesiveness
• Require continual external monitoring



GET INTO TEAMS AND SUM UP 
THE PRESENTATION IN EXACTLY 
16 WORDS.



ARTICLE



Questions?


