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Self-determination theory
[bookmark: _GoBack]Self-determination theory reflects that people are motivated to change and grow within the three universal and innate psychological needs. The theory revolves around two major assumptions that reflect intrinsic motivation and extrinsic motivation. The intrinsic motivation reflects that people are internally motivated and self-directed towards growth. They get mastery over various challenges and are involved in the novel experiences that are crucial for the development of a cohesive sense of self. The extrinsic motivation is the autonomous motivation that reflects people are motivated through external rewards such as money, acclaim, and prizes. Within the organizational setting, tangible objectives are highly important to keep the employees motivated. Many large firms give tangible incentives to the employees because they are aware of the importance of these activities on the employees' satisfaction and organizational productivity.  Monetary or material incentives cannot be replaced with another incentive because major of the employees prefer tangible benefits than the non-tangible benefits (Deci, Olafsen, & Ryan, 2017). 
Self-determination differentiates between controlled motivation and autonomous motivation. Autonomous motivation involves motivation that comes from the internal sources and involves motivation from the external sources that identify with the value of the activity. Controlled motivation is based on external regulations that are the type of motivation where people act out of the desire for the fear of punishment or external rewards. The interjected regulation is the motivation from the internalized values and endeavors such as avoidance of shame, approval-seeking, and ego protection. When the people are driven from the autonomous motivation, they feel self-directed but controlled motivation results in pressure and no autonomy (Gagné & Deci, 2005). 
Extrinsic motivation results in the regulation of behavior. People feel greater freedom as the behavior is more congruent with personal identities and goals.  The theory reflects that when the salaries are increased then the employees are more satisfied with the workplace environment. Fringe benefits also increase the employees' motivation at the workplace. It is not wrong to say that tangible incentives are high to keep people motivated at the workplace. Bonuses are the evident type of tangible incentives that keep up the level of motivation. The theory reflects that intrinsic motivation and extrinsic motivation are opposing factors as the intrinsic factors drive the behavior towards the ideal self and extrinsic motivation follows the standards of others (Deci et al., 2017). 
Three theories of work motivation
Gagne and Deci (2005) came up with multiple theories but the three theories that are deeply discussed are goal-setting theory, action regulation theory, and Kanfer’s task-specific motivation. Goal-setting theory has been given by Locke and Latham (1990) that has an evident impact on work motivation. This theory has outlined the general goal-setting theory of motivation. This theory states that the goal representations are the effective causes of behavior and people's performance has been increased. They set difficult and specific goals that have high valence. They understand behaviors that lead towards the goals and feel competent for the achievement of those behaviors. The characteristics of the theory are used for predicting work outcomes and have no attention provided to the fact that they have varied goal contents and varied types of regulation of goal pursuits that leads towards the varied performance qualities. This theory does not differentiate the performance concept for examining differences between the goals types that predict heuristic and algorithmic performance (Locke & Latham, 2012). 
Action regulation theory reflects action has been used for examining motivation in the workplace. This theory is highly influenced through the cybernetic approach in which the theory uses the goals of concepts and emphasized on the mechanism that keeps the people focused on the goal-directed actions. This theory involves the decision latitude actions that equates with autonomy. It reflects the maximal motivation and actions that have considerable decision latitude that shows greater intrinsic motivation. This theory cannot make differential predictions for extrinsic and intrinsic motivation. The theory reflects that when the behavioral factors such as decision latitude are combined with the task optimal complexity and without complicatedness, then it leads towards the wellbeing and optimal performance. The personality factors, personal skills, and environment contribute to leads towards the personal initiatives that have a single motivation variable that can be used for predicting work outcomes (Raabe, Frese, & Beehr, 2007). 
Kanfer’s task-specific motivation has outlined the theory of the workplace motivation that has similar cognitive traditions just like the action theory. The theory uses the interaction of motivation and differences of individuals in terms of their abilities is the basic thing that predicts the work performance. Motivation is caused due to the two cognitive resource allocation processes that are referred to as proximal and distal. The study shows that distal factors are concerned with the mechanism such as person utility of performing tasks as well as perceiving instrumentality to expand efforts for the evident performance. The target endeavors are linked with sustained efforts and proximal factors such as self-regulation and self-monitoring are important for competence development and performance (Kanfer, 1987). 
Difference between theories
The self-determination theory is different from goal-setting theory as it reflects that differentiating between goals and motivation gives an integrated means to relate task characteristics and interpersonal environments and individual differences with the type of performance and well-being. There is a noteworthy point of convergence between the goal-setting theory and self-determination theory.  Self-determination theory is quite varied from the action regulation theory that uses the differentiated concepts of controlled and autonomous types of motivation for making predictions about psychological health and effective performance. This theory argues that decision latitude is the only factor that is crucial to support autonomy with others such as the interpersonal style of the managers in the workplace are also very important. Kanfer’s task-specific motivation has the unitary motivation conception that is influenced by proximal and distal factors. It also focuses on the mechanisms that keep people focused on skill development and task performance. The theory uses the unitary conception of motivation and relies on the ways through which goals are attained. This theory is well equipped for predicting different types of performance such as heuristic and algorithmic. This theory does not provide consideration to the wellbeing and affective that accompany various types of performance and motivation. This theory is different from the self-determination theory in various areas as the self-determination theory is concerned with the mechanisms that show the ways goals have been achieved but it does not provide central concern to predict different types of performance. It reflects high importance on the prediction of well-being outcomes and performance outcomes (Kanfer, 1987). 
Examples of theories 
Self-determination theory reflects that individuals have control over their lives. They take responsibility for their behaviors such as crediting or blaming themselves. They are self-motivated and driven by the standards of external sources. The theory reflects that actions rely on their internal goals and values. The major focus of Locke's goal-setting theory is to develop specific goals that increase motivation. The examples of the goals that can be described through this theory are the "do your best", "complete assignments with the best of your ability", and "be better at your job than the other team members". Action regulation theory explores the association between cognitive behaviors, processes, and objective environment. The example of this theory is the completion of tasks by using the actions and experiences of the individuals. The individuals’ skills, way of doing tasks, and relevant experiences are highly important to increase the individuals’ motivation to complete tasks. Lastly, Kanfer’s task-specific motivation theory slightly explains motivation differently as the theory reflects that when the person has readiness for the specific task or action, have valence expectations and feasibility expectations then the person is highly motivated to complete the tasks. 
Critique of self-determination theory
Self-determination theory is the prevalent theory of motivation in the field of education but it faces certain criticisms and problems. It makes sense for distinguishing the intrinsic and extrinsic motivation but the distinction has not been seen as the either-or distinction. It seems that the theory has more discussed intrinsic or extrinsic motivated people than has focused on extrinsic vs. intrinsic motivated peoples. Self-determination theory does not have a developmental focus and does not look at the distinction in the developmental terms. The intrinsic motivation has been maximized by the increasing age that is neglected in the theory. 
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