
The Mechanics of 
Motivation:  
Increasing Employee 
Performance

Does this scenario sound familiar? You’ve offered 
incentives, monetary rewards, on-site coaching—
and nothing seems to work. All of the things that 
you’ve read about that should motivate your 
employees to work harder at their jobs seem to be 
offering merely short-term solutions or no results 
at all.

Confused? Most managers are. But without 
knowing what else to do, many employers 
continue to use the same old techniques to 
improve employee productivity since these are 
the only tools available. What ultimately happens, 
however, is that poor performing employees 
either:

a) Continue to be underproductive; or,
b) Leave the job.

Underproductive Employees 
and High Employee Turnover Is 
Expensive 
A 2010 Gallup poll revealed that for every ten 
engaged employees that are in “world class” 
organizations, there’s one disengaged employee. 
This ratio significantly plummets as we move down 
from “world-class” organizations into average 
organizations, with there being two engaged 
employees for every one disengaged employee.

The estimated cost: $800 billion annually in the 
United States alone. 

What may even be costing companies more money, 
however, is high employee turnover. The American 
Management Association has provided data for a 
number of different industries showing that the cost 
of hiring and training new employees can range 
anywhere from 25% to 5x an employee’s salary for 
that particular position (American Management 
Association, 2006). 

The amount of money spent on hiring and training 
increases as the salary increases, but Griffeth 
and Hom provided a rough estimate that most 
companies actually spend 200% of an employee’s 
salary to hire them (Griffeth and Hom, 2001). 



More Employees are Looking to 
Leave
Recent studies have indicated that more and more 
employees in North America are out looking to find 
new jobs this year. The ManpowerGroup talent and 
career management company, Right Management, 
found in a recent survey in the United States that 
84% of employees are actively looking to find other 
employment this year (Right Management, 2012). 
While this percentage does fluctuate from industry 
to industry, there still is an obvious trend towards 
employees leaving their jobs to find “better jobs”.

So why are employees thinking of leaving? Some of 
the key factors are:

- Employees aren’t finding any career
 advancement opportunities.
- Employees don’t feel engaged in their work.
- Employees are under greater financial strain
 than they were ten years ago.

It’s no wonder then that only barely over half 
(56%) of the respondents in a 2011 Blessing White 
survey said that they would stick with their current 
organization over the next twelve months. More 
interestingly, 13% of respondents said that they 
certainly wouldn’t be hanging around, which is a 6% 
increase from the 2008 survey where only 7% stated 
that they were definitely looking to leave their 
current organization.

Employees Want to Work 
Here’s something that may come as a shock to a 
number of organizations out there—employees 
aren’t lazy. Furthermore, they don’t lack company 
loyalty, and they aren’t leaving your company just 
so that they can make an extra twenty-five cents an 
hour.

Employees want to work. But they want to work 
provided that the conditions are right.

So what can you do to keep your employees 
motivated, driven, and inspired to work hard and 
stick around? The first important point that we have 
to stress is that…

Monetary Incentives Don’t Always 
Work 
If you’ve been banking on providing monetary 
rewards to increase performance (i.e. bonuses) 
then you’re ultimately going to end up losing more 
money than you ever hoped to gain. Believe it or 
not, money isn’t the primary reason why people are 
leaving (or staying with) your company. As a matter 
of fact, a KeepingthePeople Inc. study conducted 
in 2006 found that only 12% of employees left their 
jobs for more money.



Here are some of the reasons that came ahead of 
“money” on the laundry list of why they employees 
left their company:

- The job didn’t fit in properly with that
 employee’s interests, talents, or abilities.
- The employee felt poorly managed.
- The job just wasn’t what the employee
 expected.

Motivating Incentives that Always 
Work 
Now that we know that money won’t keep the 
majority of your employees compelled to do a good 
job, we can look into what really does motivate your 
employees.  

Career Pathing and Development 

Want your employees to stick around? Then let 
them know that they aren’t stuck in a “dead end 
job”. The best way to do this is to provide them with 
career development opportunities that will help 
nurture them within your company and allow them 
to continue to grow. A 2005 Maritz poll revealed 
that 66% of employees wanted to stay with their 
company based solely on the career development 
programs that were offered. This number increased 
to 74% with employees who were 18-34 years old.

The long-term results of this are phenomenally 
important: you’ll end up with more experienced 
employees working for you. More experienced 
employees are higher performers, are able to sell 
higher value goods and services, and are able to 
provide knowledgeable services that will increase 
customer satisfaction (Harvard Business School, 
2007). An increase in customer satisfaction means 
more customers, which means more profits, which 
then allows you to build a stronger, more successful 
company.

Individualized Goal Setting 

Individualized goal setting can be tied in with the 
career development methods outlined above. 
Setting general quotas and numbers that have 
to be met by employees individually and as a 
team is crucial so that both management and 
staff know exactly what is expected of them. The 
sense of achievement and success that come from 
meeting and exceeding performance targets is one 
component of keeping staffmotivated.

The goals shouldn’t be only about meeting certain 
“numbers”; they should be about that employee’s 
personal development within the company. Start off 
by asking an employee what they want from your 
company, and look at how you can accommodate 
their own goals. Give them new responsibilities 
and allow them to shine. If an employee has 



some potential for becoming a great manager, for 
example, why not sit down with them and discuss a 
series of responsibilities or tasks that they can fulfill 
in order to qualify for any managerial programs?

Blessing White’s 2011 “Engagement Report” shows 
that employees will stay with a company because 
of what they can provide a company. The more you 
allow your employee to “give” to your company 
rather than look at what they can “get” from your 
company, the more they’ll be motivated to stay 
and do a good job. Why? Because job satisfaction 
and fulfillment means more to people than a $1/
hour raise. A World Values Survey shows that 42% 
of Americans and Canadians not only see work 
as being “very important” in their lives, but 36% 
of respondents also said that they want to do an 
“important job”. People value their work and see it as 
an extension of themselves.

Provide Regular Feedback and 
Appreciation 

Sadly, many employees will tell you that they don’t 
hear often enough how well they performed on the 
job. Many will say that they only hear about their job 
performance if they’re doing something wrong, or 
not meeting certain standards or expectations.

While criticism does have its place in the workplace, 
positive messages are always more effective than 
negative ones. As a good general rule, lavish 
employees with praise and appreciation and be 
conservative with the criticism. When an employee 
is told what they’re doing right, and when it’s 
explained how it benefits them, their co-workers, 
and the company, they’ll feel an increased sense of 
importance and responsibility. When employees 
feel as if they are an important piece to how well 
your company performs, they’ll feel responsible for 
the success of the company and develop a sense of 
not wanting to “let you down”. The end result: the 
employee will feel increasingly satisfied with their 

job and they won’t want to leave.

Benefits Can Work
While monetary rewards are not the best solution 
in terms of motivating and retaining employees, 
offering health benefits, pensions, profit sharing, 
paid tuition, gym memberships, and other little 
“perks” to employees are “soft” motivators that an 
employee will definitely add to their list of “reasons 
to stay” with your company.

The Best Solution: Hire the Right 
Person from the Beginning 
If you really want to prevent hiring any 
underproductive employees or employees who will 
be taking off in a short matter of weeks or months, 
then the best thing to do is to take a good hard look 
at how you’re hiring your employees.
For well over thirty years, employers have simply 



rolled over and accepted the fact that they have 
to deal with high employee turnover and/or keep 
underproductive employees on board. But this 
doesn’t and shouldn’t have to be the way that things 
are. The problem doesn’t lie in the employee; it lies 
in the hiring process that companies have adopted 
time and time again.

Companies hire employees based on their skills, 
knowledge, aptitude for the job, etc. This is usually 
measured through a series of tests and/or interviews 
that help “reassure” management that they’ve got 
the “right person” for the job. But in doing this, what 
they fail to look at is the individual as a “person”. 

An employee may look perfect on paper, but if they 
aren’t a good cultural fit with your company’s own 
culture, then there’s a slim chance they’ll be staying 
with you for long. The personality of the person 
and what motivates them has to match what your 
company has to offer. Try looking at the hiring process 
as a sort of sales-pitch for each candidate. Rather than 
tell the employee what your company can give them, 
ask the employee about what your company can give 
them. What are they looking for? What do they hope 
to get out of the job? What do they find important 

about their work? If you hire them on, make sure that 
you follow up with the employee. Check in every so 
often to see how well your company is doing in terms 
of accommodating the needs of the employee rather 
than telling them how well they’re doing.

There is no “one size fits all” approach to both hiring 
and retaining employees. What it all comes down 
to is finding out what motivates an individual 
employee. To find this out using both scientifically 
and objectively proven methods, ClearFit screens 
employees with a success prediction process, based 
on personality, motivation, skills, and experience—a 
process five times more predictive of success than 
traditional hiring methods. 

So whether you’re in the process of looking at a 
pool of candidates for a position or are looking to 
motivate your current employees, take the time to 
find out what drives them rather than telling them 
about what drives your company. Implement those 
motivators, and regularly check in with the employee 
to ensure that both you and the employee are still on 
the right track for both their own and your company’s 
growth and development.
 

For more information and great further resources on hiring 
in the construction industry, visit: www.clearfit.com/mcac.

http://www.clearfit.com/mcac


How ClearFit Works
ClearFit is a hiring tool for finding job applicants 

and predicting who will succeed.

1) Find applicants

2) See who fits the job

3) Find out why

http://www.youtube.com/watch%3Fv%3DYIsQLRkyKTw%26feature%3Dplayer_embedded
https://app1.clearfit.com/employer_registration/signup/MCA%20Canada
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