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Introduction to Drives

Drives measures an individual’s motivations and values, providing a better
understanding of the factors that help stimulate and energise people in their
daily working lives. Drives provides clear and pragmatic insight about
motivation in contemporary organisations. Understanding what motivates,
enthuses and drives employees is key to ensuring they are engaged and
committed. Drives is suitable for use from graduate, supervisory, managerial
and professional levels to senior management roles, across all functions and
industry sectors.

Drives is underpinned by a robust model and is supported by strong reliability and validity data,
providing users with the confidence that Drives is both highly effective and complies with best practice
and regulatory guidelines. The questionnaire has a unique response format which combines simple
rating scales with an element of forced-choice to ensure that it is exacting and difficult to fake. Drives
can be used in a stand-alone manner or as part of a broader assessment process.
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Drives profile

This profile provides an overview of the areas which energise and stimulate the individual at work.
Those which are strong sources of motivation will fall closer to the outer edge of the profile and are
coloured red, indicating a ‘hot spot’. These are aspects of work which motivate and enthuse the
individual. Conversely, those that fall nearer the centre of the profile and are coloured blue, indicate
‘cold spots’. These are unlikely to enthuse or give energy to the individual.
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Drives profile summary

Achieving

She is likely to respond well to having clear, set targets rather than ambiguity over
her objectives. A certain level of competition with others helps to keep her
stimulated.   

Learning

As well as applying her existing experience, she will sometimes be curious about
learning new techniques at work, enjoying a balance between the two. However,
she is less likely to be motivated by an environment where she is constantly having
to absorb large quantities of new information.   

Pioneering

She will be comfortable in an environment where there is some scope for taking a
creative approach to solving problems and overcoming challenges. However, this is
not a prominent motivation for her; she will benefit from the chance to also apply
her existing knowledge to more common issues. 

Personal Growth

She is interested in opportunities to develop herself at work. This is not, however, a
primary motivation for her, and she may seek a level of wider fulfilment from areas
outside of work. It is of moderate importance to her to share the same values as the
organisation. 
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Positive Impact

She is not overly concerned about the level of difference her work can make to the
wider community. She is not driven in work by a need to have a positive impact on
others or work for an organisation whose mission is to make a difference to others. 

Service

She is not always entirely focused on the needs of the customer, instead preferring
to concentrate on her own priorities. She would be better suited to roles that have
scope for project work where she can focus on broader goals without having to
react to customer needs.  

Affiliation

She sees the benefit from and enjoys the social aspect of her work, however this is
not a major need for her. She prefers having some space to concentrate in order to
complete work that requires a high level of focus.       

Supporting

She prefers a role where there is no obligation to support the work of others so she
can focus on her own priorities. She may not be engaged by a role that places
strong emphasis on supporting, coaching and developing others.    
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Authority

She feels more comfortable working collaboratively as part of a group, rather than
feeling pressured to take control of situations or projects. She has no strong desire
to give instructions or orders to others, preferring a collaborative approach.               

Acquisition

She is motivated by a well paid role so that she can afford the lifestyle she would
like to have. She aspires to demonstrate her success through acquisition of the
material possessions she wants. Being in a role that will not allow her to acquire
this is likely to discourage her at work.

Recognition

She strongly values and benefits from positive recognition from others when she
has performed well in her role. She needs to feel valued and respected within the
team. Without such public affirmation, she may feel devalued and significantly less
motivated.    

Professionalism

She can often be more focused on getting tasks done rather than ensuring
everything is completed to the highest quality. For example, she may struggle to
focus if she is tasked with finessing details on a project.        
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Security

She is unlikely to feel threatened by working in a constantly changing environment,
and will thrive in fast moving and ambiguous situations. Routine and certainty at
work will be unstimulating for her and may lead to disengagement.       

Autonomy

She is likely to respond positively when given the latitude to decide how she does
her work. Whilst she may enjoy being trusted to determine how she undertakes her
work, she may need some existing structures and boundaries to guide this.

Stimulation

She is stimulated by the opportunity for fun and self expression. She is energised
by knowing and liking her colleagues personally in the workplace. A serious and
formal environment will make the workplace seem overly rigid to her. 

Well-being

She is fully committed to her work, willing to work long hours and make sacrifices to
ensure she completes her workload. She is likely to expect her colleagues to
prioritise their work over home life in a similar way. 
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Hot spots

This section depicts the top three 'hot spots' for Ali Example which represent the key sources of
motivation she will gain from her work. 

Acquisition Recognition Stimulation

Drives

Acquisition: It is essential to her that she is able to acquire wealth and status through her work. She
wants to be recognised by colleagues and peers as being a success. If she works harder than others
she would expect to be rewarded accordingly. She would not feel stimulated in a role that cannot
provide her with the opportunity to acquire wealth in this way.
Recognition: She feels a strong need to be valued as a member of a team and is highly reassured
and motivated by consistent positive affirmation from her colleagues. She greatly appreciates
recognition of what she has achieved. If she does not receive such feedback, she will feel devalued
and unclear about what she needs to do to move forward.
Stimulation: She places great importance on being with like-minded people who socially stimulate her
and with whom she can express herself. She would feel stifled in an environment where she cannot be
herself and get social stimulation from her colleagues. She will operate most effectively in an
organisation that recognises the importance of a good rapport.

Ideal environment

Below are areas of work activity that will energise Ali. She will thrive in roles that involve participation in
these areas.

• A company that gives its employees luxurious rewards will naturally enthuse her.

• A good salary, or the prospect of one, will help ensure her commitment to the position.

• Has a strong need to be made to feel valued and receiving respect from her colleagues will motivate
her significantly.

• Feels more stimulated in an informal working environment where she is comfortable expressing
herself. 

• Feels more comfortable in a less formal working environment where she can have fun with her
colleagues.
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Cold spots

This section depicts the main 'cold spots' for Ali Example, indicating those areas which are least likely
to be sources of motivation for her.

Professionalism Security Well-being

Drives

Professionalism: Tasks that require minute detail will not suit her way of working. She takes a more
realistic approach in that striving for absolute perfection is not always necessary or possible, for
example, where tight deadlines have to be met.

Security: She will not respond well to environments which require repetitive tasks to be carried out
everyday. She will not be stimulated by having a set routine to follow each day and instead prefers
having to adapt to a changing environment.

Well-being: She may not always consider work-life balance as important and is therefore probably
willing to put in extra hours. As a hard-worker and someone who is keen to be seen as committed to
her role, she could have her commitment taken for granted.

Ideal environment

Below are areas of work that will not energise or motivate Ali. Instead they will leave her feeling cold
and disengaged.

• Takes a more realistic approach and therefore feels it is unfeasible to always strive for perfection.

• Organisations which emphasise supporting a healthy lifestyle are unlikely to resonate strongly with
her.

• Craves excitement and could become agitated where there is too much stability in her role.

• Could feel unstimulated if her direct working environment does not change and adapt to its
surroundings.

• May become detached from circumstances where a great emphasis is placed on presentation.
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Response styles

This section of the report looks at Ali’s response style when completing Drives.

Self-Presentation: This scale assesses the individual’s tendency to agree (or disagree) that the scales
are motivators for them.

Profile Spread: This scale illustrates the extent to which responses showed clear differences between
scales, versus a flat profile with relatively little differentiation.

Rating Spread: The scale shows the extent to which the individual used all available points on the
rating scale when responding to questions in the questionnaire.

Response styles
Tendency towards reporting that fewer
scales are motivational for them than most
people

 
Tendency to report that more scales are
motivational for them than most people

A relatively flat profile: relatively little
differentiation between scales, possible
inconsistency or lack of self-awareness

 
Accentuated profile, with clear relative hot
spots and cold spots

Narrow range of ratings used, with
tendency to avoid extreme ratings

 
Wide range of ratings, including frequent
use of extremes

Self-Presentation

1 2 3 4 5 9 107

Profile Spread

1 2 3 4 5 9 107

Rating Spread

1 2 6 7 8 9 104
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Advice for managers

This report is for line managers to help identify those factors that will help energise and stimulate Ali at
work. The section below focuses on the three strongest drives – Acquisition, Recognition  and
Stimulation  – and provides a list of practical guidance for maximising Ali’s motivation.

Do Don’tAcquisition
She is driven
towards a good
salary in order to be
able to afford the
things she wants and
be seen as having a
high status. 

• Because of her drive to acquire
wealth, use a bonus structure and
salary increases to help stimulate
her to perform well. Praise and
recognition will only drive her so
far, she is more impelled to perform
at the prospect of financial reward.  

• The bonus scheme should be
objective and structured with clear
targets so that she is comfortable
with exactly what would need to be
achieved to receive the reward.

• She expects to be rewarded for her
work, so ensure her output is made
clear to help justify the
corresponding reward she is given.
Give feedback drawing comparison
with her performance next to others
in the organisation as this will have
most impact.

• In her objectives, incorporate
reward that is relative to her level of
effort and attainment. The potential
to earn more to allow her to acquire
wealth and afford the finer things in
life will help engage her with the
role.  

• Neglect to reward high
performance relative to what she
has achieved. Because of her
desire to be recognised as
successful, giving more traditional
rewards is likely receive a positive
response and encourage her to
continue in the same vein.    

• Assume that setting her an
interesting challenge or working in
a good team will be enough to keep
her motivated. What she can gain
for herself from doing her job also
matters to her.

• Position feedback around just the
job itself, but also what the benefits
might be for her personally to see if
she can address any issues and
enhance her performance.

• Rely on recognition and praise
alone when highlighting where she
has performed well. She will
respond more positively to
incentives that benefit her
personally. 
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Do Don’tRecognition
She has a need to
be respected and
valued by colleagues
and be recognised
for good
performance. 

• To keep her motivated, you should
be particularly attentive to her work
and be consistent in providing
positive feedback when she has
performed well in the role.  

• Break down goals to a granular
level so that when she reaches
each important milestone she can
receive affirmation as to her
performance. 

• Consistent and frequent recognition
when they have achieved in their
role will help keep them focused
and engaged.  Simple approval will
also be effective.

• Take opportunities to recognise her
achievements publicly with
colleagues when appropriate, as
this is likely to be well received.

• Forget to give appropriate thanks
and recognition regularly, as this is
key to ensuring she feels valued
and motivated.

• Avoid feeding back issues that
need improvement. However,
ensure this is done in a positive
style that focuses on specific
actions that can be taken to further
enhance performance. 

• Give feedback that is overly critical.
Instead focus on the positives with
gentle encouragement in areas
where she can develop. 

• Offer monetary rewards alone;
these will not be effecive as she is
stimulated by knowing she is
contributing something valuable.  
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Do Don’tStimulation
She is motivated by
being sociable and
expressing herself,
and likes to have fun
at work. 

• Provide scope for interaction in her
work. An open office with a
sociable culture will help her feel
connected to the organisation.  

• Remind her that some other people
may see work as a place that is
separate to their social
environment, where professional
values should be upheld. This
means that they will have a
different outlook and she should be
aware of and respect that.    

• Offer an interactive feedback
process that provides the
opportunity for her to comment and
share ideas. 

• Harness her need for stimulation
and social engagement to help
build good rapport where
necessary. Her skills can help
break down boundaries between
different groups within the
organisation and help bring
stakeholders together.

• Discourage opportunities to share
opinions as these can be useful
avenues for improvement, both
personally for her and to existing
processes in the organisation.  

• Expect her to simply listen and
accept lengthy appraisals as these
will not be a successful means of
development. She enjoys the social
aspect of work therefore
collaborative goals which involve
communication and close liaison
with colleagues will engage her.  

• Forget to appreciate that insular
working environments will leave her
feeling demotivated; she responds
well to a social work culture.

• Disregard that she thrives on
dialogue around her achievements
if she produces work to a high
standard. This can help share best
practice and help make best use of
her ability.  
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Impact on others

This section of the report focuses on the effect Ali is likely to have on her colleagues. It provides
powerful insight about how well she will fit in and the likely impact on her team as well as wider
relationships at work. 

ImpactAcquisition
She is driven
towards a good
salary in order to be
able to afford the
things she wants and
be seen as having a
high status. 

• She will have a natural instinct to talk about rewards and salary to gauge
her level against others in the organisation.  

• She would benefit from recognising that some people are not driven by
acquiring wealth and will feel uncomfortble talking about it.   

• She may risk coming across as materialistic and create a cold environment
if others do not share her key drive.  

ImpactRecognition
She has a need to
be respected and
valued by colleagues
and be recognised
for good
performance. 

• She will be interested in receiving feedback from a wide range of different
people in relation to her performance.  

• More independent minded workers may prefer a less intrusive style of
management and not benefit from being consistently evaluated by her.  

• Colleagues might find her drive for recognition one-dimensional and
perhaps feel she is not doing work for the right reasons, i.e an intrinsic
reward. 

ImpactStimulation
She is motivated by
being sociable and
expressing herself,
and likes to have fun
at work. 

• She is dependent on social stimulation and will therefore look to her
colleagues to provide her with entertainment as well as professional
stimulation. Whilst this may seem insignificant, this process will help her
feel part of the team and break down barriers to help her operate more
openly and effectively with her colleagues.    

• Others may prefer working without the distraction of others so that they can
focus on their responsibilities. She should be careful of distracting others
and be wary to maintain a level of professionalism in the workplace so that
such expectations are maintained.    

• Colleagues are likely to enjoy her company and see her as a good influence
that helps generate a positive office rapport. However, her approach may at
times distract colleagues and impact upon their ability to focus. She should
be careful to balance her social nature with the need to recognise when
people need space to get through challenging workloads.   
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Drives indicator profile

This coaching report is intended for the individual themselves, their coach and their line manager. It
gives a full breakdown of the 48 discrete indicators measured by Drives. 

CHALLENGE
Drive Indicator Importance Description

Achieving

Raw Challenge Having challenges they can
tackle directly

Goal Focus Target driven, having set
objectives to work towards

Competition
Being able to compete and
benchmark performance against
others

Learning

Curiosity Thinking about interesting and
novel ways of doing things

Acquiring
Knowledge

Learning and absorbing new
information

Mastery Perfecting a specific task

Pioneering

Seeing
Opportunities

Identifying new openings and
opportunities

Creating Thinking differently to provide
novel solutions

Innovating Improving ways of working

Personal Growth

Developing Growing in their ability to
function in their field

Congruence Sharing the same values as the
organisation

Fulfilment
A sense of accomplishment from
contributing to an organisation’s
success
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CONNECTION
Drive Indicator Importance Description

Positive Impact

Wider Contribution Benefiting people outside of the
organisation

Organisational
Contribution

Working for an organisation
whose mission is worthwhile

Altruism Putting the needs of others
before their own

Service

Service Focus Providing an exceptional service

Understanding
Customers

Getting to know the customer's
needs

Delighting
Customers Knowing the customer is happy

Affiliation

Team Membership Being part of a team working
towards a shared goal

Need to Affiliate Positive social interaction with
colleagues

Having Support Feeling assured where there is
support to draw on

Supporting

Supporting Others Being able to help others with
their work

Investment in
Others

Playing a role in helping
someone else develop

Reward from
Seeing Growth

Taking energy from seeing
others develop
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ESTEEM
Drive Indicator Importance Description

Authority

Need for Control Having responsibility for the
outcome of a project

Being in Command Taking charge of situations

Need for Seniority A need to reach senior positions

Acquisition

Acquiring Wealth A drive towards a good salary

Acquiring
Possessions

Being able to afford the finer
things

Demonstrating
Status

Being recognised as having a
high status

Recognition

Feeling Respected
by Others

A need to have the respect of
others

Feeling Valued Knowing others have a good
opinion of them

Public
Acknowledgement

Being recognised for good
performance

Professionalism

Focus on Quality Motivated by delivering work of
the highest quality

Professional
Integrity Having high ethical standards

Presentation Creating work that looks
professional
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PERSONAL
Drive Indicator Importance Description

Security

Job Security Having a long-term position

Organisational
Stability

Working in an organisation that
is established and long-standing

Certainty A clear sense of what is
expected at work

Autonomy

Autonomous
decisions Making decisions independently

Structuring My
Time

Having control over how long to
spend on different tasks

Task Autonomy Being able to do things in line
with their own thinking

Stimulation

Fun A belief that work should be fun

Expression Being able to reveal who they
are at work

Social Stimulation Sharing social chat with
colleagues

Well-being

Health A consideration for health related
factors in the workplace

Work-Life Balance Being able to keep up with social
commitments outside of work

Safety Committed to a safe working
culture
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Drives indicator summary

In the following summary tables, suggested benefits and development considerations are presented
for highest (hot) and lowest (cold) indicators. These will be useful for the individual and their coach or
line manager to focus on in development discussions. 

CHALLENGE

Indicator Benefits Development considerations

Mastery Seeks to gain a complete grasp of
the key areas in their role

May become frustrated if she is not
given the opportunity to gain a
complete understanding of tasks

Goal Focus Able to single-mindedly focus on
one key goal or objective

Could become blinkered in her
approach rather than taking a
broader view of success

Developing Gets fulfilment from  developing
new skills in her role

May soon lose interest if there is
little or no scope for personal
development in her role

Competition Motivated by the opportunity to win
and demonstrate her prowess

The strong desire to win could lead
to lower levels of cooperation with
others

H
O
T

Acquiring Knowledge Can maintain a high level of energy
even with tasks she has had
responsibility for over a long period
of time

Uncomfortable in situations where
she is frequently expected to
absorb new information

Creating Steers more towards pragmatic
thinking, does not get fulfilment
from having to be creative at work

Not driven by creative thinking and
so may not immediately relate to
some of the more imaginative ideas
she hears

Innovating Will do her best with less than
perfect processes, appreciates
changing things is not always the
answer

Does not instinctively think about
potential solutions to problems

C
O
L
D
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CONNECTION

Indicator Benefits Development considerations

Delighting Customers Confident knowing she has done a
good job in herself, does not rely on
direct affirmation from the customer

May not feel energised to meet
every single need of the customer

Altruism Comfortable contributing a specific
function to a larger process, does
not always need to see the direct
benefit her work has on others to
be dedicated

Focused on her own specific
responsibilities and so may lose
sight of the benefit her work has on
others

Service Focus Tends to have more of an internal
focus, and so is able to take on
board important factors outside of
the customer

Sometimes prone to losing focus
on the service she is providing to
the customer

Understanding
Customers

Not solely driven by understanding
the customer and so avoids
becoming tied-up with satisfying the
customer's every need

Does not have an innate passion
for understanding the customer's
needs and consequently may
sometimes not fully understand
exactly what they want

C
O
L
D
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ESTEEM

Indicator Benefits Development considerations

Public Acknowledgement Looks for public confirmation to
affirm her own judgement of her
performance

May not be content she has done a
good job without feedback

Feeling Valued Incited by other people's opinions
of her performance, looks to please
her colleagues through her work

Will find it difficult to receive
negative feedback

Acquiring Wealth Highly driven towards achieving a
good salary

Could become disengaged in
organisations that cannot provide
the opportunity to earn a good
salary

Acquiring Possessions Aspires to be in a position where
she will be able to afford the finer
things in life

May not be encouraged to work
hard for non-monetary rewards

H
O
T

Focus on Quality Recognises when perfection is not
possible and is focused on
achieving what is realistic

Some may see her work as lacking
a level of prowess

Presentation Won't become obsessed with
making her product aesthetically
pleasing, she is more motivated
instead by creating something that
is fit for purpose

The quality of the presentation of
her work may sometimes slip when
there are other conflicting
pressures

Being in Command Comfortable working behind the
scenes following instructions from
others

Prone to falling into the background
instead of taking charge.

Need for Control Can take a less controlling role
without feeling inferior amongst
colleagues

May find it unsettling having to take
full control of a project

C
O
L
D
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PERSONAL

Indicator Benefits Development considerations

Fun Believing work should be fun, she
helps to create an environment
where people can enjoy
themselves

Feels uncomfortable working in
situations where her colleagues are
serious all of the time

Expression Wants to be able to be herself at
work and allow her colleagues to
understand who she really is

Does not feel she should have to
change her personality for the
purposes of work

Social Stimulation Able to provide entertainment to
her colleagues through social chat

Overly formal environments can
feel stifling to her

H
O
T

Health Does not overplay the importance
of health and fitness to her
colleagues

Finds it difficult to relate to her
colleagues' commitment to live
healthy lifestyles

Job Security Does not feel overly vulnerable in
less stable roles because job
security is not a prominent
energiser for her

Does not have a strong sense of
attachment to her specific position
within the organisation

Organisational Stability Her low need for security suggests
she is able to adapt in
organisations that are
ever-changing

Does not perceive her job as a
long-term arrangement and may be
tempted to consider other
opportunities

Safety Wouldn't compromise achieving a
target by excessive health and
safety regulations

There may be times where she
compromises safety in order to
make life easier

C
O
L
D
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Glossary

Drive Indicator
Achieving: Meeting
challenging goals and
targets

Raw Challenge: Having challenges they can tackle directly

Goal Focus: Target driven, having set objectives to work
towards

Competition: Being able to compete and benchmark
performance against others

Learning: Intellectual
curiosity and enjoying the
task of learning how to do
things better or more
effectively

Curiosity: Thinking about interesting and novel ways of
doing things

Acquiring Knowledge: Learning and absorbing new
information

Mastery: Perfecting a specific task

Pioneering: Taking the
initiative in finding creative
new approaches and putting
them into practice

Seeing Opportunities: Identifying new openings and
opportunities

Creating: Thinking differently to provide novel solutions

Innovating: Improving ways of working

Personal Growth: Growing
and developing as an
individual through work,
gaining intrinsic fulfilment

Developing: Growing in their ability to function in their field

Congruence: Sharing the same values as the organisation

Fulfilment: A sense of accomplishment from contributing to
an organisation’s success

C
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Drive Indicator
Positive Impact: Making a
difference to the wider
community/world

Wider Contribution: Benefiting people outside of the
organisation

Organisational Contribution: Working for an organisation
whose mission is worthwhile

Altruism: Putting the needs of others before their own

Service: Delivering a great
service to customers,
providing elegant solutions
that meet and exceed
expectations

Service Focus: Providing an exceptional service

Understanding Customers: Getting to know the customer's
needs

Delighting Customers: Knowing the customer is happy

Affiliation: Affiliating with
others and valuing positive
social contact at work

Team Membership: Being part of a team working towards a
shared goal

Need to Affiliate: Positive social interaction with colleagues

Having Support: Feeling assured where there is support to
draw on

Supporting: Supporting and
developing people, taking
satisfaction from investing in
others and seeing them grow

Supporting Others: Being able to help others with their
work

Investment in Others: Playing a role in helping someone
else develop

Reward from Seeing Growth: Taking energy from seeing
others develop
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Drive Indicator
Authority: Being in control
and gaining a sense of worth
from seniority

Need for Control: Having responsibility for the outcome of a
project

Being in Command: Taking charge of situations

Need for Seniority: A need to reach senior positions

Acquisition: Acquiring
wealth and resources,
creating a sense of worth
through what you have

Acquiring Wealth: A drive towards a good salary

Acquiring Possessions: Being able to afford the finer
things

Demonstrating Status: Being recognised as having a high
status

Recognition: Feeling
respected by others, gaining
a sense of worth through
being valued for your
contribution

Feeling Respected by Others: A need to have the respect
of others

Feeling Valued: Knowing others have a good opinion of
them

Public Acknowledgement: Being recognised for good
performance

Professionalism: Doing
things to a high standard of
professionalism and quality

Focus on Quality: Motivated by delivering work of the
highest quality

Professional Integrity: Having high ethical standards

Presentation: Creating work that looks professional
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Drive Indicator
Security: Meeting my needs
to feel secure and in a safe
position

Job Security: Having a long-term position

Organisational Stability: Working in an organisation that is
established and long-standing

Certainty: A clear sense of what is expected at work

Autonomy: Having the
freedom and autonomy to
decide how things are done

Autonomous decisions: Making decisions independently

Structuring My Time: Having control over how long to
spend on different tasks

Task Autonomy: Being able to do things in line with their
own thinking

Stimulation: Need for
stimulation and
self-expression as part of
work

Fun: A belief that work should be fun

Expression: Being able to reveal who they are at work

Social Stimulation: Sharing social chat with colleagues

Well-being: Need to have a
healthy, safe and balanced
work life

Health: A consideration for health related factors in the
workplace

Work-Life Balance: Being able to keep up with social
commitments outside of work

Safety: Committed to a safe working culture
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