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Abstract. Purpose is to find the key measures and individual differences of business leaders’ motivation 
for the prospective career planning. Approach. This article presents the results of the study carried out 
using a sample of a financial organization business leaders with the aim to identify the key scales of 
the motivational space that determine labor activity. The research analysed a sample of 670 business 
leaders, middle and line managers from financial organizations, and used a motivational task procedure 
(Strizhova, Gusev, 2013), which reconstructs motivational space. The conditions for the solution of 
a motivational task are realized by Motivation Map method. Diagnostic procedure places a list of 
motivation objects in a two-dimensional graph space of evaluation scales. Findings. It was found that 
middle and line managers have differences in their motivation. Money and family welfare are more 
important for line managers, status and professional and personal development are more important 
for middle managers, pleasure and inspiration from work has more probability for successes for middle 
managers, then how career growth has more probability for successes for line managers, interesting job 
allowing for maximum personal potential realization is more difficult for middle managers, helpfulness 
to others is more external for middle managers. As a result of multidimensional scaling of the data 
obtained, empirical scales of labour activity for line and middle managers’ motivational space were 
also obtained. The results of the research can be used by hr manager and organizational psychologist, 
interested in executive coaching and talent pool development. Value of the results. The results can be 
used in prospective planning of the career development.

Keywords: labour motivation, talent management, motivational task, motivational map.

Introduction

The development of leaders is a priority for an organization’s HR management. Leaders are the 
participants of focused development programs, their achievements and competencies are regularly 
evaluated to decide whether a leader is ready for an appointment. In this regard, motivation is 
important, since working effectively in the current position and the necessary competencies are 
necessary, but not sufficient to predict the success in a new position.

Workplace motivation is a key point of talent-management. Whether it is positive or negative 
for each motivational factor can influence a leader’s commitment and career progress. In order to 
prevent the resignation of talented business-leaders, HR-managers or psychologists should have a 
straightforward tool for assessing key motivation factors for the group and for the individuals.
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L. Bernard, M. Mills, L. Swenson and R. Walsh (2005) describe motivation as “purposeful 
behaviour that is ultimately directed toward a fundamental goal” (p. 129). They propose that due to 
the randomness of behaviours and interests, an individual’s differences may be guided by motives. 
Based on this, this study investigates which guiding factors or motives are the main ones in business 
leaders’ motivational space.

This article presents the results of research conducted in the financial sector to identify the key 
scales of the motivational space which determine the labour activity of business leaders – middle 
and line managers. The study is also exploratory for the new measurement tool “Motivational task 
procedure” (Strizhova, Gusev 2013) and aimed to find differences in motivational space structure 
between line and middle managers.

Motivation as a subject t of investigation

The motivational sphere of the personality is the core link in its psychological organization, 
making it possible to study the activity, semantic and emotional spheres, and giving a better 
understanding of human behaviour. This problem has been considered by researchers from various 
fields such as psychology, sociology, management, economics.

Modern motivation psychology combines both theories and experience. Researchers create 
models focused on quantitative methods and actively use mathematical tools to create structural 
models. Quantitative methods have become more popular than qualitative ones, and researchers 
have shifted their emphasis from studying the relationships between structures to the structures 
themselves (Ahmed et. al., 2010; Catania, Randall, 2013; Creswell, 2014).

In order to study motivation it is necessary to be able to accurately and correctly evaluate it. 
In this context, psycho-diagnostics and psychometrics consider a number of problems that require 
more in-depth study (Dar, 2014; Dysvik, Kuvaas, 2013; Park, Rainey, 2012).

The forces which influence human behaviour lie in the internal-external dichotomy. Motivation 
is understood as an impulse originating within the body, representing an instinctive need, the subject 
of a certain need, and an internal activity determinant. On the other hand, the notions of “valence”, 
the force possessed by the objects of the external world capable of “attracting” and “repelling” the 
individual, and of stimulation were developed.

Motivational phenomena were considered as a meaningful class of activity purposes, existing 
in the form of stable value dispositions of a higher order that are not congenital, but dependent on 
social norms or acquired as a result of learning. At the same time, a number of authors distinguish 
the class of innate needs. Analysing various approaches to the consideration of motivational 
phenomena, V. Viliunas notes two possible accents: on the subject or on the energy characteristics 
(Vilunas, 2006). He considers the nature of motivation which consists of the dynamic interconnection 
of external and internal phenomena, a process within which a person selects their behaviour based 
on the expected consequences occurring in the interaction of the individual and the situation 
(J. Nutten, H. Hekhausen) and the concept of motive as an object meeting a need (Leontiev, 1978) or 
a motivational object (Nutten, 1985).

J. Nutten’s motivation theory unites different traditions of motivation study: behaviourist, 
psychodynamic, humanistic and cognitive (Nutten, 1985; Pratarelli, 2012). According to the author’s 
conception, the one-sidedness of previous approaches is largely overcome. The starting point of 
Nutten’s motivation model is the system of human-world interaction. Motivation is defined in terms 
of a preferred relationship between the human and its environment which emphasizes dynamic and 
purposeful behaviour. Since the way behaviour is understood largely determines the understanding 
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of motivation, the author suggests a model of behaviour. In his concept, J. Nutten uses such concepts 
as motivation, need, motivational object and behaviour.

Behaviour means the aggregate of all mental functioning, whereas the behavioural process itself 
is the relation or interaction with the object or the impact on it. Therefore, the personality, according 
to J. Nutten, cannot exist without a link with the behavioural world. Motivation refers to the dynamic, 
guiding aspect of behaviour, and determines the direction of a particular behaviour to one category 
of objects.

J. Nutten identifies two trends in human motivation. The first is self-determination and the second 
is the need for contact (Nutten, 1985). These needs can be seen as more fundamental directions of 
behaviour, closely related to each other, and present in a specific motivational structure.

These objects-targets or, in the terminology of J. Nutten, “motivational objects”, are signs or 
time indices. The temporal perspective assumes that events with their time signs are in a temporal 
perspective, just as objects existing in space are seen from a visual perspective. Temporal perspective 
is understood as temporal change in the behavioural world.

Motivation diagnosis: a brief overview

The diagnosis of motivation (including work motivation) has reportable and unreportable 
components, and dispositional and situational formations. Despite a large number of tools, the 
problem of diagnosis is still relevant. Most tools are applied either to reportable or to unreportable 
aspects of motivation. A few work at the junction of direct and indirect approaches such as Nutten’s 
motivational induction method. This is built on the principle of unfinished sentences, but processing 
the results of such (semiprojective) methods requires a diagnostician and is difficult to automate.

Multiple indicators intended to measure a particular motive often have weak intercorrelations. 
This is so for example for projective and self-report indicators (McClelland, Koestner, Weinberger, 
1989). Asking why this is so, we can suggest the reasons, connected with meaningfulness of the 
motive constructs and with the validity of the methods (Bilsky, Schwartz, 2008). Also, we should 
take into consideration, that projective measures primarily assess affective aspects of a motivation 
when self-reports — cognitive aspects. In this case projective measures can be classified as need 
indicators and to self-reports as value indicators (McClelland et al., 1985). The same distinction 
between implicit (need) measures and explicit (self-attributed value) measures are made by H. Kehr 
(2004) and L. King (1995).

There are very few diagnostic tools to evaluate motivation at work, but many for assessing 
general motivation, including the Individual motivation test developed by A. Shmelev (www.ht.ru); 
I. Kokurina’s labour motivation study method; E. Kupriyanov’s labour motivation questionnaire; 
E. Osin, T. Ivanova, N. Gordeeva’s professional motivation questionnaire (PMQ), H. Hogan (MVPI). 
Methods to evaluate an individual’s general motives are often used, such as power, achievement, 
avoidance, leadership, affiliation (Shapkin’s power, motivation, achievements and affiliations 
questionnaire, A. Mehrabian’s achievement motivation questionnaire, H. Hekhausen’s achievement 
motivation questionnaire, R. Nigard and T. Giesme’s questionnaire for measuring success motivation 
and failure avoidance). Motivation diagnosis involves mainly the use of questionnaires and test 
methods: psychosemantic, projective and semiprojective tools (TAT, I. Solomin’s “psychosemantic 
technique for the diagnosis of hidden motivation”, A. Shmelev and V. Babina’s “test of humorous 
phrases”, J. Nutten’s “method of motivational induction”) constitute a small share of the total number 
of methods (Strizhova, Gusev, 2014).

In order to take into account the specifics of motivation, it is necessary to ensure a movement 
toward a “synthetic” procedure that would include its conscious and unconscious components 
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under experimental conditions. Some existing techniques create a number of special conditions for 
testing by immersing the subject in a situation of choice and comparison. For example, I. Kokurina 
considers motivation in three situations (money, collective and labour), while the procedure contains 
a mechanism for comparing the proposed statements with the forced choice of one of them; Sh. Richi 
and P. Martin require the distribution of 11 points among four statements-answers to questions 
weighing alternatives (Richi, Martin, 2009).

Taking into account this tendency in the development of methodological tools for motivation 
diagnosis, and the urgency of creating specialized tools for evaluating the motivation for work, a 
methodical tool for evaluating motivation for labour activity was developed, which presupposes the 
decision of a specially designed motivational problem for the subject under conditions of forced 
comparison of motivational objects for a number of evaluative dimensions (Naile, Selesho, 2014).

Motivational task as an approach to motivation diagnosis (Strizhova 2012; Strizhova, Gusev, 2013) 
is based on the transition from “pure motives” to the motivation measurement principle within the 
framework of a solution to a “motivational problem”. The working concept of “motivational problem” 
is based on A. N. Leontiev’s definition of a problem as a goal given under certain conditions (1978). 
In this regard, the motivational problem is understood as a tool for consistent human reflection 
on the actual field of motivational objects and the subsequent reconstruction of their individual 
motivational space on this basis.

Motivational objects (Nutten, 1985) are different but functionally identical objects, which 
are the manifestations of general needs that underlie a wide variety of motivations. The term 
“subjective motivational space” was used with multidimensional scaling (Gusev, Utochkin, 2011). 
The operationalization of the motivational problem relies on Lewin’s (2008) idea of psychological 
fields. Field theory assigns the key role to the dynamic aspect of need, whereas objectification puts 
the main emphasis on valence or each object’s properties. The analysis within the concept of the 
psychological field should be focused on the content of needs and the presence of the valence of 
motivational objects. It is useful to talk about the motivational field as a field of motivational objects 
interacting with a subject.

General description of the algorithm for the motivational task resolution

1. Conditions of the motivational task
In order to establish a diagnostic procedure based on the resolution of a motivational task, we 

developed its conditions, an algorithm for its resolution, and a selection of motivational objects. For 
this purpose an empirical survey was conducted using 15 motivational objects (see Fig. 1) relevant 
to the respondent’s work, and the evaluation scales.

2. Ordering the motivational objects
The first condition of the motivational task is based on the hierarchy of motives and determines 

the need for the respondent to order the motivational objects according to their subjective priori-
tizing (Leontiev, 1978). The researcher collects information about the hierarchy of the motivational 
preferences of the respondent.

3. Location of the subjective centre of a motivational space
This condition is justified by the concept of a psychological field by Lewin and the concepts of 

figure and background developed in the gestalt psychology (Lewin, 2008). According to him, the 
psychological field is the structure where the behaviour of an individual takes place. It comprises the 
motivational orientations of an individual and their objectives. This condition defines the subjective 
centre of the coordinate system, which builds part of the background for motivational objects of sub-
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ordinate priority. A motivational sphere with one or more centres is developed in the set coordinate 
system with the most important motivational objects serving as the centres.

The respondent, along with comparing motivational objects while placing them within the 
frame of two evaluation scales, shapes the next condition of the task setting. By these means a recon-
struction of the respondent’s motivational field and its graphical representation are made possible.

4. Multiple comparative appraisal of motivational objects
This condition of the motivational task employs the classical principle of indirect scaling devel-

oped by Terstown, acquiring scale variables through multiple comparative appraisals conducted by 
the examinee. Multiple comparative appraisals strengthens the reliability of the conclusions. First, 
it is known that the comparison of the objects against a specified quality has advantages over direct 
estimation. The comparative appraisals made enable the registration of conscious and unconscious 
motivational components. Second, this procedure minimizes the impact of social expectations pres-
ent in most popular questionnaires.

This procedure can be expressed graphically ensuing the reconstruction of a multidimensional 
subjective motivational space. The fourth condition is determined comparing the motivational ob-
jects with the previous ones. It encourages the examinee to conduct comparative appraisals of the 
motivational objects and then place these objects against each other in a graphical coordinate sys-
tem with subjective centres determined by the priority of the objects.

We assume that the subjective centres have a leading role in developing the respondent’s in-
ternal coordinate system during the comparative appraisal of the motivational objects. Through re-
peated reflection the respondent reconstructs a motivation field graphically defining the subjective 
relations between its objects and so communicates important psycho-diagnostic information about 
the field.

While placing the second and sequential objects the axes of the graphical space become tenta-
tive, their function reducing to determining the location of the new objects against the ones already 
introduced. Every new object adds to the tentative character of the axes, as the respondent has al-
ready selected the subjective measure when placing the first and second most important motiva-
tional objects. This assessment procedure ensures there is a proper balance between the direct and 
indirect measurement of motivation, which increases the reliability of the motivation assessment 
conclusions.

5. Sequential refinement of the motivational objects appraisals
This condition is consistent with the third and gives the most accurate and reliable appraisal 

possible. This condition is based on the feasibility of correcting the previously introduced objects 
as a result of the sequential inclusion of new objects into the graphical space. This encourages the 
examinee to review their attitude to the objects already in the field and to the spaces between these 
objects; such a review is triggered by every new object. As the priority of every new object is lower 
than that of the previous one, the increased cognitive complexity associated with the review and re-
assessment of the personal attitude to the motivational objects is compensated for by the decrease 
in the cognitive complexity associated with the evaluation of the less important objects. This fifth 
condition provides an opportunity to specify the subjective idea of relations between the motives 
and enhances the accuracy and reliability of the comparative appraisals.

The final condition of the task placing money (which was not suggested to the respondent for 
primary ordering) within the graphical space after the respondent had placed all the previously sug-
gested motivational objects. Money may serve a purpose of work motivation assessment due to the 
fact that it reflects the material interest-based motivation and provides an opportunity for assessing 
the influence of material incentives on the immaterial motives of the examinee. The sixth condition 
encourages the examinee to reassess the whole system of their assessments of the motivational ob-
jects. The inclusion of this condition allows us to acquire information about competing motives, 
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which is important for any employer when developing material and immaterial incentive programs.

Registered parameters of the motivational task

In the course of the task the following parameters of diagnostic interest are acquired: the time 
required to resolve the task; the order of the motivational objects; the absolute estimations of the 
motivational objects; the relative estimations of the motivational objects perceived as the Euclidean 
distances between the objects; the absolute estimations of the motivational objects after money 
had been introduced; the relative estimations of the motivational objects perceived as Euclidean 
distances between the objects when placed within the frame of assessment criteria after the object 
of money had been introduced.

Empirically testing the methodology

The methodology of the Motivational Map was empirically tested on 206 Russian speaking 
respondents employed in the finance sector (Strizhova, 2014). The construct validity of the 
methodology was assessed using regression analysis. The scales used in the standard methodologies 
of work motivation assessment served as the independent variables, while the parameters registered 
by the developed methodology served as the dependent variables. In the course of the validity 
analysis 32 highly important regression models were established; their explanatory dispersion 
ranging between 50% and 70%.

The retesting reliability was assessed through a comparison of the factor structures deduced 
from the parameters registered by the methodology. Correlation coefficients ranging between 0.61 
and 0.84 were established.

The representational force of the methodology was established through the assessment of 
the normality of distribution of the registered parameters: for 87% of the parameters a normal 
distribution was confirmed (Strizhova, 2014).

Method

Sample
The research involved 670 people aged 22 to 61 years, of whom 324 (48%) were women; 

all of respondents have higher education; 363 people (54%) were middle managers in financial 
organizations, other — line managers.

Stimulant material
The “Motivation Map” technique (Strizhova, Gusev, 2013) was used, programmed for the 

demonstration of data about the respondent on the computer monitor (see Fig. 1.):
• a set of instructions which implement an algorithm for solving the motivational task;
• a standardized list of motivational objects for financial sector employees (such as “career 

growth”, “status”, “pleasure”, “inspiration from work”) (Strizhova, Gusev, 2013)
• a scale for the evaluation of motivational objects, grouped in pairs within the same coordinate 

system and presented to respondents graphically in electronic form:
1) “Importance” — ”Success probability”;
2) “Progress” — “Difficulty”;
3) “Effort” — “Cause” (Strizhova , Gusev, 2013).
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Figure 1. The electronic form “Motivation Map”
Note: Text in Russian on Fig. 1. Instructions for the respondent.

Importance: the importance extent of each of the above stated purposes. List of motivational objects:
1. Stability. Confidence in the future
2. Career development
3. Status
4. Realization of personal potential at the workplace
5. Usefulness and pertinence to others
6. Work results
7. Dismissal
8. Avoidance of conflict situations

9. Work organization and optimization
10. Family welfare
11. Vacation
12. Merits recognition
13. Pleasure and inspiration from work
14. Professional and personal development
15. Respect of colleagues

Scales: Importance, Success probability.

Procedure

The research was timed. Each respondent participated in the research individually working on 
a computer. The procedure included a standard set of steps.

Step 1. General briefing.
Step 2: Familiarization with the wordings of motivational objects.
Step 3: Familiarization with the coordinate system of form No. 1 (“importance” and “success 

probability”).
Step 4. Selection of the most important motivational object and charting the object on the 

coordinate system (dragging the number of the motivational object with the cursor).
Step 5. Selection of the next most important motivational object and charting it on the coordinate 

system in relation to the first one.
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Step 6. Charting of the subsequent motivational objects in descending priority order with the 
possibility of adjusting the position of any of them.

Step 7: Familiarization with form №2 and repetition of steps 4, 5, 6.
Step 8. Familiarization with form №3 and repetition of steps 4, 5, 6.
Step 9: Next, the respondent is presented three electronic forms, one after another. Each form 

contains motivational objects already placed by him on the coordinate system. In addition, the chart 
shows a new motivational object, “Money”, and the respondent is given instructions to place it in the 
coordinate system. In this case, the respondent may change the position of any motivational object 
charted on the form.

During the test the following indicators were defined by the computer program:
• questionnaire parameter: the time taken by the respondent;
• motivational object selection order;
• the absolute evaluation of the 15 motivational objects in the space of all rating scales pairs(i.e. 

projection of motivational objects for each rating scale) up to “Money”;
• 16 motivational objects absolute evaluation in rating scales space (i.e. projection of 

motivational objects for each rating scale) after “Money”.

Results

Raw data
A 670x180 array was formed: 180 parameters were combined for each of 670 respondents in a 

single array. 
Among these parameters are the following primary (“raw”) and secondary (calculated) data. 
15 * 6 = 90 parameters: 15 motivational object coordinates according to each of the 6 author’s 

scales; 
15 * 6 = 90 parameters: 15 motivational object coordinates in 6 evaluation scales space after 

charting “Money”.
Measuring representativeness study
The financial sector representativeness analysis resulted in raw data distribution normalcy 

evaluation and comparison of the topology of multidimensional motivational spaces, obtained in 
two sub-samples of the main sample and divided in half at random in order to test the possibility of 
disseminating the findings of the research.

The normalcy of the raw data distribution and the distribution of the motivational object 
coordinates according to the evaluative scale score were evaluated using Kolmogorov-Smirnov’s test 
coefficient. This procedure was carried out since a normal curve suggests the representativeness of 
test standards (Shmelev, 2004). In Table 1 criteria values reflecting data normalcy are in bold. 

The normalcy results argue for representativeness: a normal distribution of raw scores on 
the majority of the estimated parameters was obtained. However normalcy is not necessary for 
representativeness. It can be achieved in the absence of normal distribution (Shmelev, 2004). 
Therefore, the metrics of motivational multidimensional spaces obtained for two subgroups of 
respondents formed by bisecting the sample randomly were compared in order to study their 
representativeness. For that a multidimensional scaling procedure (ALSCAL, Euclidean model of 
individual differences) was performed.

An analysis of the two-dimensional space models (see Figure 2, Figure 3) built as a result of 
the multi-dimensional scaling, shows the motivational spaces are topologically identical. Given this 
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and the majority of the data parameters with a normal distribution, it is possible to talk about the 
representativeness of the findings in the sample of financial experts.

Table 1. Normalcy of distribution of the raw data obtained prior to “Money ...” object charting*
Parameters M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15

Importance
(K-S; p) 

1.41
.05

1.01
.07

.96

.33
.98
.29

1.18
.15

1.31
.04

1.14
.01

1.02
.19

1.02
.16

2.17
.001

.88

.47
.98
.22

.96

.28
1.65
.05

1.58
.08

Success probability 
(K-S; p) 

.93

.31
.89
.41

.93

.31
.89
.54

.94

.31
1.11
.02

2.45
.00

1.17
.18

1.01
.26

1.09
.05

.63

.84
.91
.50

1.64
.13

1.61
.17

.99

.23
Progress
(K-S; p) 

1.38
.19

1.38
.19

.94

.44
1.34
0,12

1.01
.07

.99

.34
2.33
.00

1.04
.27

1.01
.26

.69

.71
.88
.56

.69

.70
1.01
.22

1.69
.10

2.19
.00

Difficulty
(K-S; p) 

.86

.55
.58
.83

.44

.99
.88

0,57
1.14
.08

.80

.79
1.89
.01

1.77
.04

.78

.71
.98
.36

.99

.23
.69
.67

1.01
.20

.71

.62
1.31
.11

Effort
(K-S; p)

1.33
.19

1.08
.23

1.06
.23

1.06
0,24

.98

.36
1.51
.15

2.45
.00

1.68
.10

.95

.35
1.33
.13

.75

.88
.44
.95

.87

.49
.99
.29

.82

.45
Cause: external-
internal
(K-S; p)

.43

.92

.97

.33

.81

.51

.81

.42

.83

.49

.81

.76

.96

.37

.81

.54

.77

.84

.77

.83

.88

.51

1.01

.35

1.09

.25

1.09

.27

.78

.60

Table 2. Normalcy of distribution of the raw data obtained after “Money...” object charting*
Importance
(K-S; p) 

1.77 
 .01 

1.14 
 .26 

1.32 
 .12 

 .81
 .70 

1.19 
 .14 

2.01 
 .03 

1.99 
 .01 

 .80 
 .46 

 .88
 .43 

1.81 
 .01 

 .81 
 .55 

 .85 
 .46 

 .80
 .41 

1.79 
 .03 

1.39
 .11 

Success 
probability
(K-S; p) 

1.77

 .01 

1.03

 .19 

 .91

 .32 

1.21

 .10 

 .98 

 .18 

1.42
 

 .06 

2.93

 .00 

1.01
 

 .17 

1.15
 

 .12 

1.01

 .07 

 .69
 

 .75 

 .81

 .41 

 .95

 .11 

1.21
 

 .08 

1.17 

 .13 
Progress 
(K-S; p)

 .99
 .30 

1.01 
 .17 

 .69
 .76 

 .97
 .32 

1.01
 .07 

1.50
 .15 

2.90
 .00 

 .80
 .41 

 .94 
 .33 

 .14 
 .29 

 .86
 .56 

 .69 
 .75 

1.12
 .24 

1.44 
 .16 

2.19
 .00 

Difficulty
(K-S; p) 

 .78 
 .72 

 .81 
 .65 

 .58 
 .97 

 .88
 .55 

1.06
 .13 

 .53
 .93 

2.18
 .00 

1.23 
 .06 

 .81 
 .45 

 .79 
 .42 

 .98 
 .28 

 .88
 .58 

 .90 
 .33 

 .77
 .69 

1.01
 .32 

Effort
(K-S; p)

1.15
 .11 

1.21 
 .22 

1.12
 .27 

 .99 
 .33 

 .98 
 .33 

1.91 
 .02 

1.98
 .00 

1.17 
 .13 

 .98 
 .29 

1.75 
 .04 

 .88 
 .55 

 .51 
 .94 

 .98
 .35 

1.11 
 .25 

 .91 
 .42 

Cause: external-
internal
(K-S; p)

 .68

 .80 

 .81

 .50 

 .84

 .44 

 .87

 .35 

 .75 

 .55 

 .50

 .94 

1.22

 .21 

 .75

 .56 

 .51

 .90 

 .69

 .78 

 .80

 .69 

 .86

 .38 

 .81

 .43 

 .75

 .57 

 .78

 .85 
Note: * The parameters characterizing the normalcy of the data distribution according to a parameter are in bold.

Motivational objects: 
M1 — Stability, confidence in the future; 
M2 — Career growth; 
M3 — Status; 
M4 — Interesting job allowing for maximum personal potential 
realization; 
M5 — Helpfulness to others; 
M6 — Work results; 
M7 — Dismissal;

M8 — Conflict situations avoidance; 
M9 — Work organization and optimization; 
M10 — Family welfare; 
M11 — Vacation; 
M12 — Merits recognition; 
M13 — Pleasure and inspiration from work; 
M14 — Professional and personal development; 
M15 — Respect for colleagues. 
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Figure 2. Multidimensional motivational space of subsample 1

Figure 3. Multidimensional motivational space of subsample 2

Motivational space factors for middle and line managers

First of all, we wanted to find, are there any differences in motivation between middle and line 
managers. To answer this question, we have conducted dispersion analysis and found that:

• 4.44% parameters have significant differences for subgroups of middle and line managers 
(Levene’s F-test: from 4.713 to 53.378; Sig from .047 to .00)

• These individual differences are:
• Motivational object «Money» is more important for line managers (F = 53.378; Sig = .00)
• «Family welfare» is more important for line managers (F = 47.583; Sig = .00)
• «Career growth» has more probability for successes for line managers (F = 28.0883; Sig = .00)
• «Helpfulness to others» is more external for middle managers (F = 34.272; Sig = .00)
• «Status» is more important for middle managers (F = 21.512; Sig = .00)
• «Professional and personal development» is more important for middle managers (F = 

24.669; Sig = .00
• «Pleasure and inspiration from work» has more probability for successes for middle 

managers (F = 7.611; Sig = .019)
• «Interesting job allowing for maximum personal potential realization» is more difficult for 

middle managers (F = 4.713; Sig = .047)
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Figure 4. Multidimensional motivational space (weighted. Euclidean model of individual differences)

Figure 5. Multidimensional motivational space (weighted. Euclidean model of individual differences)
Legend: 
M1 — Stability, confidence in the future; 
M2 — Career growth; 
M3 — Status; 
M4 — Interesting job allowing for maximum personal potential 
realization; 
M5 — Helpfulness to others; 
M6 — Work results; 
M7 — Dismissal; 

M8 — Conflict situations avoidance; 
M9 — Work organization and optimization; 
M10 — Family welfare; 
M11 — Vacation; 
M12 — Merits recognition; 
M13 — Pleasure and inspiration from work; 
M14 — Professional and personal development; 
M15 — Respect for colleagues.

A multidimensional scaling procedure (ALSCAL, Euclidean model of individual differences) was 
conducted to obtain the empirical scales of the motivational space for two subgroups:

• line managers,
• middle managers.
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Line managers. The model was built on the fifth iteration, the explained dispersion was 96%, 
the analysis resulted in the 3-dimensional space formation shown in Fig. 4.

Middle managers. The model was built on the tenth iteration, the explained dispersion was 
83%, the analysis resulted in the two-dimensional space formation shown in Fig. 5. Analysis of the 
scales helped us to understand that we can give two the same names to the scales Personal priority 
and Perspectivity.

Discussion

Individual differences between line and middle managers were obtained for 4,44% of parameters. 
According to this we can outline, that there are factors of motivation, specific for two subsamples 
and it can be useful for assessment centre in organization.

It is interesting that «Family welfare» is more important for line managers. We can assume 
that there are more married persons and young people among line managers and middle managers 
prefer to make a career and spend the majority of time for career development. But «Career growth» 
has more probability for successes for line managers, who are in the beginning of the hierarchy. 
Middle managers also take part in communication processes in organization an try to win in more 
competitive environment, then line managers, so «Helpfulness to others» is more external for middle 
managers and «Interesting job allowing for maximum personal potential realization» is more difficult for 
them. 

The motivational objects having the greatest weight for Line managers were the interpreted 
motivational space scales: personal priority, social significance, perspectivity.

The motivational objects having the greatest weight for Middle managers were the interpreted 
motivational space scales: personal priority, perspectivity.

Social significance reflects the way the respondents manifest socially acceptable aspirations at 
work, reproduce this motivation and, perhaps, try to match it. Social significance induces respondents 
to pay less attention to their personal needs and to achieve socially encouraged and accepted 
goals. Personal priority characterizes the aspects important in terms of personality, regardless of 
professional characteristics. In this context, such factors as family welfare and vacation become 
more important, and fear of being dismissed is felt more acutely. Perspectivity can be interpreted 
as the possibility of achieving the goals at work. Perspectivity makes a correction in the other two 
scales, making allowances for realizable features.

It is interesting that motivational space of middle manager can be interpreted by the less scales, 
than motivational space of line manager. Also, social scale we can find in motivational space of line 
managers and cannot find in motivational space of middle managers. It can be supposed that middle 
manager has more sophisticated individual needs and, we can assume, more complicated evaluation 
of perspectivity.

Conclusion

The research analysed a sample of 670 business leaders (middle and line managers) from 
financial organizations. It was found that middle and line managers have differences in their 
motivation:

• money and family welfare are more important for line managers,
• status and professional and personal development are more important for middle managers,
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• pleasure and inspiration from work has more probability for successes for middle managers, 
then how career growth has more probability for successes for line managers

• interesting job allowing for maximum personal potential realization is more difficult for middle 
managers,

• helpfulness to others is more external for middle managers.
The analysis confirmed the representativeness of the sample. Multidimensional scaling yielded 
the motivational space scales:
• for line managers: personal priority, social importance and perspectivity,
• for middle managers: personal priority, perspectivity.
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Лидеры бизнеса в области финансов — ключевые 
измерения мотивации

СТРИЖОВА Екатерина Андреевна 
ЕВДОКИМЕНКО Александр Сергеевич 
Национальный исследовательский университет Высшая школа экономики, Москва, Россия

Аннотация. Цель исследования состоит в том, чтобы найти ключевые особенности и инди-
видуальные различия мотивации бизнес-лидеров в финансовом секторе для перспективного 
планирования карьеры. Подход. В этой статье представлены результаты исследования, прове-
денного с использованием выборки бизнес-лидеров финансовой организации с целью опре-
деления ключевых измерений мотивационного пространства, определяющего их трудовую 
деятельность. В исследовании приняли участие 670 респондентов — линейные менеджеры и 
менеджеры среднего звена финансовых организаций. В процедуре исследования был исполь-
зован метод мотивационной задачи (Стрижова, Гусев, 2013), который позволяет реконструиро-
вать мотивационное пространство с помощью ряда условий. Условия для решения мотивацион-
ной задачи реализуются с помощью автоматизированной методики «Мотивационная карта». В 
соответствии с диагностической процедурой респондент размещает мотивационные объекты 
(всего 15 обьектов + один мотивационный объект «Деньги») из списка в двумерном графиче-
ском пространстве оценочных шкал. Выводы. В результате проведенного исследования были 
показаны различия мотивации линейных менеджеров и менеджеров среднего звена. Так, было 
установлено, что «деньги» и «благополучие семьи» оказываются более важны для линейных 
менеджеров, «статус» и «профессиональное развитие» воспринимаются как более важные 
менеджерами среднего звена. «Удовольствие» и «вдохновение» от работы менеджеры среднего 
звена воспринимают как более вероятные в своей трудовой деятельности по сравнению с 
линейными менеджерами, «карьерное развитие» имеет большую субъективную вероятность 
для линейных менеджеров. «Интересная работа» и «самореализация» сложнее достижимы для 
менеджеров среднего звена, «помощь другим» является более внешним мотивом для менед-
жеров среднего звена. В результате многомерного шкалирования также были получены эмпи-
рические шкалы мотивационного пространства бизнес-лидеров обоих должностных уровней. 
Практическая значимость. Результаты исследования могут быть использованы менеджером 
по управлению персоналом и организационным психологом, заинтересованными в развитии 
коллектива и создании пула талантов. Результаты исследования могут быть использованы в 
карьерном коучинге и личном консультировании бизнес-лидеров финансовых организаций.

Ключевые слова: трудовая мотивация, управление талантами, мотивационная задача, моти-
вационная карта.
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