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This booklet is the outcome of the Erasmus+ Training Course 

"Motivate!" organized by Verein InterAktion. It was created with the pur-

pose of sharing ideas, tools and exercises on motivation for the youth 

workers working with disadvantaged young people.  

 

The project is designed as a training course with the aim of empowering 

youth workers by giving them the opportunity and access to      solutions 

and support when they feel powerless. The project was based on sharing 

experience and developing cooperation networks to address challenges 

and opportunities of youth work in disadvantaged communities.   

 

During the Training Course, youth workers from 11 different countries 

(Austria, Germany, Slovenia, Italy, Spain, Poland, Belgium,   Romania, 

Macedonia, Bulgaria, Sint Maarten (Dutch part), worked together on dis-

covering new ways of keeping themselves motivated and motivating the 

young people from disadvantaged backgrounds they are working with on 

a daily basis.   

 

Special thanks to Devision and their motivation guide for the inspiration 

and theoretical part in this toolbox. Please check their guide here  

https://www.salto-youth.net/tools/toolbox/tool/motivate-inspire-and-dream-a-youthworker-guide-on-motivation.1683/?fbclid=IwAR1xCOqt8elBpx9lkvIEw6dF0gs_1KcZx-NhiAQ5UnUxVQ8j1uGlOa2Up_w
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While the motivation is a very holistic 

and complex phenomena in human life 

(as you are going to understand further 

on in this toolkit), the idea of this 

manual is to give the youth workers of 

21st century, practical, useful and 

interesting approach to four main 

motivational theories from 20th 

century. The main focus that we need 

to have while working with young  

people in the field of motivation must 

be our own motivation to practice this 

job. The best way to understand the 

complex matter of motivation is to 

complement the theoretical part on 

ourselves and practice it in our daily 

life. Our recommendation for everyone 

is to read the provided theories and 

apply them on yourself - see what 

works and what doesn’t work for you.  

How would the toolkit work best for you?  
 

 Here you will find six sessions developed upon the four motivational 

theories provided. 

 All of the sessions are based on a session planning form, that is suitable 

for any kind of activity with young people and could be used by youth 

workers to plan and perform workshops. You can find and download the 

blank form >> HERE. 

 In order to access the sessions developed by every group of youth 

workers, you will need to click on the picture of the team. 

 There is an option to download every session either in PDF or WORD 

format, so you will be able to adapt them according to your target group. 

 We highly recommend you to adapt and test every session according to 

the specific target group that you are going to work with. 

 Don’t forget the most important part - ENJOY the work with young 

people and SHARE the manual to help other youth workers. 

https://drive.google.com/file/d/1rixd2MZ4iY3xITjApcAY5yvIbFEBZAme/view?fbclid=IwAR0-13azPZVjKGbO8tcD-7zq7ztnMbBagUPaMXYwNTmGE-HdpjjKqiUqPts
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A theory proposed by Abraham Maslow in his 1943 paper "A Theory of 
Human Motivation" in Psychological Review. Maslow's theory was fully   

expressed in his 1954 book Motivation and Personality. 

 It is often portrayed in the shape of a pyramid with the largest, most funda-

mental levels of needs at the bottom and the need for self-actualization at the 

top. 

 

 Each of us is motivated by needs. 

 

 Our most basic needs are inborn, having evolved over tens of thousands of 

years. 

 

 Maslow's Hierarchy of Needs states that we must satisfy each need in turn, 

starting with the first, which deals with the most obvious needs for survival     

itself. 

 

 Only when the lower order needs of physical and emotional well-being are  

satisfied are we concerned with the higher order needs of influence and per-

sonal development. 

 

 Conversely, if the things that satisfy our lower order needs are swept away, we 

are no longer concerned about the maintenance of our higher order needs. 

 

 Aims and drive always shift to next higher order needs. 

Levels 1 to 4 are deficiency motivators; level 5, and by implication 6 to 8, are 

growth motivators and relatively rarely found. 
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Target group: 

 Young people from 16-18 years old; 

 Students having hard time at school; 

 With difficulties in deciding their future. 

Aim: 

To motivate young people, empower them and raise their self-esteem. 

How many young people can participate? 

Between 15-20 participants.  
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CLICK on the PICTURE for the whole session!  

Access the 

editable 

version 

here!  

https://drive.google.com/file/d/1m0rW2D1I2N8UFGpDDQ3umv4TyHHaKwzG/view?fbclid=IwAR0FFOnkF05247p5tIQbEY6TYBIXztX0z4O4YC33Vmf3_49E-DzSInoupzg
https://drive.google.com/file/d/1w-SOSZ8Mxb_Sv9XvWzjs5sRjWSZJj5oh/view?fbclid=IwAR0fFuI8jWIABdSoTLHNdDMrlWKujoWcmICRLLUdKMf20bFPD4Q1Of3A8KM
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Target group: 

 Young people from 18-25 years old; 

 University students; 

 Already interested in the topic of human rights (or at least basic knowledge 

about human rights). 

Aim: 

Raise awareness on gender violence. 

How many young people can participate? 

Between 20-25 participants.  
B
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CLICK on the PICTURE for the whole session!  

Access the 

editable 

version 

here!  

https://drive.google.com/file/d/12DeVHMVP0T3J8-ltjoVwx1BWjW7jZTQu/view?fbclid=IwAR3yAW-7x44tRTjT6H-vqz30keeX434yZ_B0Cz05i7vOwb1Mpk_acth8f7g
https://drive.google.com/file/d/1fAZ8HeSspc4IOV3oBz-H68jCS2leW4JO/view?fbclid=IwAR3uWPcSamkuK5VHAJH8R_sT51XGmxBtcYoZa2W1Bbq84M7q31GFnI7pVaY
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Social psychologist Douglas 
McGregor expounded two 
contrasting theories on human 
motivation and management in the 
1960s: The X Theory and the Y 
Theory. McGregor promoted 
Theory Y as the basis of good 
management practice, pioneering 
the argument that workers are not 
merely cogs in the company 
machinery, as Theory X-Type 
organizations seemed to believe. 

 

The theories look at how a 
manager's perceptions of what 
motivates his or her team members 
affect the way he or she behaves. 

 

By understanding how your 

assumptions about employees‟ 

motivation can influence your 

management style, you can adapt 

your approach appropriately and so 

manage people more effectively. 

 

 

 

 

Understanding the Theories 

 

Your management style is strongly 
influenced by your beliefs and 
assumptions about what motivates 
members of your team: If you 
believe that team members dislike 
work, you will tend towards an 
authoritarian style of management; 

 

On the other hand, if you assume 

that employees take pride in doing a 

good job, you will tend to adopt a 

more participative style. 
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This assumes that employees 

are naturally unmotivated and 

dislike working, and this 

encourages an authoritarian 

style of management. 

According to this view, 

management must actively 

intervene to get things done.  

This expounds a participative style of 
management that is de-centralized. It 
assumes that employees are happy to 
work, are self-motivated and creative, 
and enjoy working with greater 
responsibility. 
 
This more participative management 

style tends to be more widely 

applicable. In Y-Type organizations, 

people at lower levels of the 

organization are involved in decision 

making and have more responsibility. 
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Target group: 

 Young people from 16 to 29 years of age who are working in a factory in a 

repetitive and boring process, they need the job to pay bills, rents, etc. 

people from 18-25 years old; 

 Most of them are at the beginning of their carrier. 

Aim: 

Motivate young people to work better in a team. 
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CLICK on the PICTURE for the whole session!  

Access the 

editable 

version 

here!  

https://drive.google.com/file/d/1ic8eHVeMmO2b0EB2RUQZWi19eYlNezXp/view?fbclid=IwAR3lpAkFrhDo4_sF_Pn-IQbboIRbwmkAcFa_laaYGEzpjEZEZIS2jLo3oUA
https://drive.google.com/file/d/1gbmbTalYlVu2wmbZbvL5grjIa5VpB79J/view?fbclid=IwAR1YEDRJCojX1s7CoD0AdaT07xPeda3M_itl8C79h2hoNRU_JgMUaqEBsVU
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Target group: 

 Young adults, 20+ years old 

 Live a normal life and that have normal jobs  

 Some of them struggle individually with confrontation, relationships or family 

rules, but none of them have major psychological or social issues; 

 They know each other already 

Aim: 

To work on their problem-solving skills 
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CLICK on the PICTURE for the whole session!  

Access the 

editable 

version 

here!  

https://drive.google.com/file/d/1uqVIa_v1siu7VZy_mnAsaDwYx3Uza9Kk/view?fbclid=IwAR38uRQAALXRM2dQ64Uoe4FjiYNbOcEaluwhyA6RgvuJO2odOkmjYvPv5a8
https://drive.google.com/file/d/1dTTVbbey_BAB3SPW9eldSZhyQYgBCEtN/view?fbclid=IwAR0fFuI8jWIABdSoTLHNdDMrlWKujoWcmICRLLUdKMf20bFPD4Q1Of3A8KM
https://drive.google.com/file/d/1bFie19EM8fh4tMVdl9hGNE74FpXDWPzE/view?fbclid=IwAR1xCOqt8elBpx9lkvIEw6dF0gs_1KcZx-NhiAQ5UnUxVQ8j1uGlOa2Up_w
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a chievement - People who are achieve-

ment-motivated typically prefer to master a 

task or situation. They prefer working on 

tasks of moderate difficulty, prefer work in 

organization where the results are based on 

their effort rather than on anything else, and 

prefer to receive feedback on their work. 

Achievement based individuals tend to 

avoid both high risk and low risk situations. 

Low risk situations are seen as too easy to 

be valid and the high risk situations are seen 

as based more upon the luck of the situation 

rather than the achievements that individual 

made. This personality type is motivated by 

accomplishment in the workplace and an 

employment hierarchy with promotional po-

sitions. 

Need theory, also known as Three Needs Theory, proposed by psychologist David McClelland, is a      

motivational model that attempts to explain how the needs for achievement, power, and affiliation affect 

the actions of people from a managerial context. 

 

This model was developed in the 1960s soon after Maslow's hierarchy of needs in the 1940s. McClelland 

stated that we all have these three types of motivation regardless of age, sex, race, or culture. 
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a uthority/power - This motivational 

need stems from a person's desire to influ-

ence, teach, or encourage others. People in 

this category enjoy work and place a high 

value on discipline. The downside to this 

motivational type is that group goals can be-

come zero-sum in nature, that is, for one 

person to win, another must lose. However, 

this can be positively applied to help accom-

plish group goals and to help others in the 

group feel competent about their work. 

A person motivated by this need enjoys sta-

tus recognition, winning arguments, compe-

tition, and influencing others. With this mo-

tivational type comes a need for personal 

prestige, and a constant need for a better 

personal status.  
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a ffiliation - people who have a need for 

affiliation prefer to spend time creating and 

maintaining social relationships, enjoy being 

a part of groups, and have a desire to feel 

loved and accepted. People in this group 

tend to adhere to the norms of the culture 

in that workplace and typically do not 

change the norms of the workplace for fear 

of rejection. This person favors collabora-

tion over competition and does not like situ-

ations with high risk or high uncertainty. 

People who have a need for affiliation work 

well in areas based on social interactions 

like customer service or client interaction 

positions. 
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Target group: 

 Young Teenagers aged 15 – 18 years of age 

 Abandoned by their parents 

 They live together in assisted living flats 

 Personality: low self-esteem, some traumatized, abandonment issues,  

low level of trust in other people 

Aim: 

Increasing self-esteem of the participants. 

How many young people can participate? 

Between 8-14 participants.  
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CLICK on the PICTURE for the whole session!  

Access the 

editable 

version 

here!  

https://drive.google.com/file/d/15Uz3PWU5a700Y3ecYPfJQNcTNCRi2GNE/view?fbclid=IwAR09QNi6uwgiTX8DZy1r37Kh-F2wFm36Azx9sm3_paJgDwYDlIs5N0MYeG8
https://drive.google.com/file/d/1QuS05nYf_WDpCYCEtIRU73ck5X_O34-n/view?fbclid=IwAR3H3z5w-n38YPXbp4tKBxv5tXDCy-nFCBEQHu4geaLi7k0R_iCbtGp3mFY
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The two-factor theory (also known as Herzberg's motivation-hygiene theory and dual-factor theory) 

states that there are certain factors in the workplace that cause job satisfaction, while a separate set 

of factors cause dissatisfaction. It was developed by psychologist Frederick Herzberg, who theo-

rized that job satisfaction and job dissatisfaction act independently of each other.  

Two-factor theory distinguishes between intrinsic and extrinsic factors: 

H ygiene factors (e.g. status, job 

security, salary, fringe benefits, work 

conditions) that do not give positive 

satisfaction or lead to higher motiva-

tion, though dissatisfaction results from 

their absence. The term "hygiene" is 

used in the sense that these are mainte-

nance factors.  

M otivators (e.g. challenging 

work, recognition, responsibility) that 

give positive satisfaction, arising from 

intrinsic conditions of the job itself, 

such as recognition, achievement, or 

personal growth. 

Will enhance job satisfaction after de-motivators 

(hygiene factors) are overcome 

Will produce job dissatisfaction if not handled well.   
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According to the Two-Factor Theory there are four possible combinations:  

Employees are motivated but have a lot 

of complaints. A situations where the job 

is exciting and challenging but salaries 

and work conditions are not up to par. 

This is the worst situation where  

employees are not motivated and have 

many complaints. 

Employees have few complaints but are 

not highly motivated. The job is viewed 

as a paycheck. 

The ideal situation where employees are 

highly motivated and have few  

complaints. 

Herzberg's theory concentrates on the importance of internal 

job factors as motivating forces for employees. He designed it 

to increase job enrichment for employees. Herzberg wanted to 

create the opportunity for employees to take part in planning, 

performing, and evaluating their work.  
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Target group: 

 from 8 to 12 years old with representatives from minority groups.  

 Preferably the participants must have seen each other or belong to  

the same local community. (for example: the same elementary school, 

but not the same class)  

Aim: 

Social inclusion through group activities. 

How many young people can participate? 

Between 15-25 participants. 
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CLICK on the PICTURE for the whole session!  

Access the 

editable 

version 

here!  

https://drive.google.com/file/d/1u2L1Gyj_eZmZkzup7ydf_alAVVX3EH9k/view?fbclid=IwAR3ljHHe0swdM5fER0iwugakCaXPTudT5ONWZcYPVHGOVaNK63fifuDss3w
https://drive.google.com/file/d/1jywNix_gBkULcGyCLFIAe2JRL4p8RmAz/view?fbclid=IwAR34qeIL1kJqh3E83VSsvVQZS2xU-OjCJHwTNxE5VCdOFuwUiUF7gYzjhzM
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Erasmus+ is the European Commission's 

Program for education, training, youth 

and sport and offers opportunities for 

mobility of learners and staff. 

 

With the support of this programme, 

InterAktion organizes youth projects in 

the field of human rights, youth policies, 

integration of the young people from 

migrant families and refugees, aiming to 

encourage intercultural dialogues 

between the people from different 

backgrounds and cultures through non-

formal educational methods. The 

organisation promotes active citizenship 

and voluntarism among the young people 

in Syria, and contributes to the self-

development and the inclusion of the 

marginalized groups and youth at risk. 

 

 

 

Youth exchanges (YE) are open to 

participants between the ages of 13 to 30 

and allow groups from different countries 

to meet, live together and work on shared 

projects for short periods. Youth 

exchanges last between 5 and 21 days. 

 

Training Courses (TC) are the projects for 

the mobility of youth workers and support 

the professional development and 

network of youth workers. 

 

Projects organized and implemented by 

InterAktion aim to encourage young 

people to become active and responsible 

citizens, take part in shaping a more equal 

and sustainable world and to develop a 

sense of appreciation of cultural diversity, 

affirmation of social justice and human 

rights, as well as building peace. 

Stockschloss 

Oberdorf 7 

8793 Trofaiach, Austria 

https://www.facebook.com/

interaktionverein/ 

verein.interaktion@gmail.com 
https://www.verein-interaktion.org/ 

https://www.google.de/maps/place/Oberlorenzen%2FStockschloss+-+St.+Martin,+Fachschule+f%C3%BCr+Land-+und+Ern%C3%A4hrungswirtschaft/@47.4373389,14.9661837,17z/data=!3m1!4b1!4m5!3m4!1s0x4771e86cf9bcb2b9:0x4fc748973460b72f!8m2!3d47.4373389!4d14.9683724
https://www.google.de/maps/place/Oberlorenzen%2FStockschloss+-+St.+Martin,+Fachschule+f%C3%BCr+Land-+und+Ern%C3%A4hrungswirtschaft/@47.4373389,14.9661837,17z/data=!3m1!4b1!4m5!3m4!1s0x4771e86cf9bcb2b9:0x4fc748973460b72f!8m2!3d47.4373389!4d14.9683724
https://www.google.de/maps/place/Oberlorenzen%2FStockschloss+-+St.+Martin,+Fachschule+f%C3%BCr+Land-+und+Ern%C3%A4hrungswirtschaft/@47.4373389,14.9661837,17z/data=!3m1!4b1!4m5!3m4!1s0x4771e86cf9bcb2b9:0x4fc748973460b72f!8m2!3d47.4373389!4d14.9683724
https://www.facebook.com/interaktionverein/
https://www.facebook.com/interaktionverein/
mailto:verein.interaktion@gmail.com
https://www.verein-interaktion.org/
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“If you want to change the 

world, start with  

a nap and a shower.” 


