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Recruitment issues
Retention issues
Effective staff correlated with 
strong youth outcomes



Look at motivation
Participants take the MNQ 
(Manifest Needs Questionnaire)







 From Needs Theory (McClelland)
Need for achievement - a person motivated by this need prefer 

work in which the results are based on their effort rather than on 
anything else, and prefer to receive feedback on their work (tasks 
are moderately difficulty)
Need for affiliation- a person motivated by this need favors 

collaboration over competition and does not like situations with 
high risk or high uncertainty.
Need of power (dominance)- a person motivated by this need 

enjoys status recognition, winning arguments, competition and 
influencing others (socialized power or dominance)
Need for autonomy (added) - a person motivated by this need 

relies on their own decision-making and their own free will



 Developed by Steers and Braunstien from McClelland’s work; 20 item inventory 

 Scoring and interpretation (high, medium, low)

 Studies using the MNQ
 Management executives 
 Dominance (or socialized power) was top motivation overall 
 Associated with career satisfaction, leader self confidence

 Achievement as top motivator in hierarchical organizations 
 Associated with career satisfaction, organizational commitment

 Affiliation
 Associated with attendance

 Autonomy
 Negatively associated with career satisfaction, organizational commitment



 Residential Care Professionals (RCPs) [n=99]

Cottage Coordinators [n=10]

 Research Questions
1. What are the motivational patterns for staff?
2. What are the motivational staffing patterns by performance and 

turnover?
3. What is the interrelationship between performance, turnover and 

MNQ motivational needs?



 RQ1: 

Significant difference in cottage coordinator and RCPs for autonomy (cottage coordinators 
had more) and affiliation (RCPs had more)

Cottage coordinators RCPs

1. Achievement (high), 
2. Affiliation/power
3. Autonomy

1. Affiliation
2. Achievement/power
3. Autonomy



 RQ 2: 
 60% of high performers were in their 1st year
High turnover

 40% of high performers were employed  3+ years
 Low turnover 

High performers generally were ‘balanced’ in their motivations 
needs with high affiliation and achievement motivational needs and 
medium autonomy and power needs
 Emerging CHC motivational ‘profile’



RQ3:
Underperforming new hires vs. higher performing 
experienced staff

underperforming new hires were significantly 
lower in autonomy and power



Can we influence it?

Can we coach to it?

Strategic scheduling?



With each motivational need 
Coaching/ Leading/Managing
Actions to take
Actions to avoid
Modifying the environment
Desktop\Manifest Needs Interpretation.pdf



 Building a team
 Practical strategies

 Balancing
 Practical strategies

Modeling
 Practical strategies
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