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Abstract: 
education. The study determined the motivational profiles for learning among 94 non-tra-
ditional students, i.e. studying and professionally active, in groups separated by gender, age, 
cycle of studies and the position held. This article is an extension of research on motivation 
to learn using the assumptions of self-determination theory (SDT). The learning self-regu-
lation questionnaire (SRQ-L) was used to diagnose the type of motivation and motivational 
profiles. Students declared in their grades that they were motivated to study primarily by 
autonomous regulation. The high impact of this regulation was pointed out by the respond-
ents in the group of women studying at the first cycle of studies and not being managers. 
A low strength of motivation dominated among the diagnosed motivational profiles, repre-
sented by 30% of all the respondents. Good quality motivation was observed only among 
19% of students. 
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Introduction 

Understanding adult learning theory in vocational education programs is im-
portant for many reasons. Most of all, it can help educators choose the best instruc-
tional strategies, assessment modalities, and integrate the 
subject matter, and understanding to enhance their learning (Mukhalalati & Taylor, 
2019). In education, there is a distinction between andragogy, the teaching of adults, 
and pedagogy, the art of teaching children. Adults exhibit different characteristics 
than children, which is related to: (1) the change in the adult from a dependent per-
sonality to a self-directed personality, (2) adult learners are mostly autonomous and 
self-directed, (3) they have accumulated rich life experiences that become resources 
for their learning, (4) they are mostly goal-oriented and ready to learn (Song, 2012).  

Adult learners are defined as those who value their experience as a resource for 
further learning or that experience is valued by others. Adult learners, or non-tradi-
tional students, are people older than traditional students (18-24 years old) and those 
who, in addition to participating in post-secondary education, have additional re-
sponsibilities, i.e. work, family and community (Thohir, 2017). It can be said that 
age is one of the basic dimensions defining who an adult learner is. There is a con-
siderable amount of research on the motivation of traditional students (i.e. students 
under 25). The adult motivation to learn is a rarely explored topic within current 
theories of motivation, such as self-determination theory (SDT) (Rothes et al., 2017). 
The motivation to study of people working full-time, studying in a blended learning 
system during the working week is studied even less frequently. Determining the 
motivation profile of students may allow teachers to use appropriate instruments to 
influence adult students in order to stimulate them to acquire knowledge and skills 
in the course of learning. This is an important area of research because tailoring the 
preferences of adult learners to their needs not only supports their lifelong learning 
process, but also pleases their employers (Afip, 2014). 

Theoretical framework: motivation for learning  
in self-determination theory  

Issues related to motivation are widely discussed in the literature related to man-
agement sciences, as well as in psychology, pedagogy and sociology. The study of 
work motivation has been one of the most enduring and persuasive topics in indus-
trial and organizational psychology over the past 100 years (Kanfer et al., 2017). The 

 Therefore, motivation is what moves employees from boredom to interest 
(Mohsan et al., 2011). It is an internal state that stimulates action and helps maintain 
focus on the end goal (Ormrod, 2016), i.e. it is the psychological force that guides 
behaviour (Jones & George, 2017). On the other hand, Bushi (2021) relates motiva-

with the intention of achieving a goal. This definition includes three key elements: 
energy, direction and perseverance. Motivation is understood by Robbins and Judge 
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(2017) in a similar manner, as processes that are responsible for the intensity, direc-
 

People constantly learn throughout their lives; from birth to death they encounter 
new experiences and acquire new skills and knowledge. It is necessary to develop 

seek information to identify gaps in their skills, identify areas where current perfor-
mance can be improved, keep pace with advances in their profession, and anticipate 
how changes in the company and industry may affect job and skill requirements 
(London & Smither, 1999). Continuing professional development has become  
essential for employees, organizations and society in general (Billett, 2010), and  
societies increasingly emphasize the importance of lifelong learning (OECD, 2012).  

Adult learning theories have been divided in the literature into the following cat-
egories: instrumental, humanistic, transformative, social, motivational, reflective, 
and constructivist learning theories (Mukhalalati & Taylor, 2019). Basically, moti-
vation can be categorized as intrinsic motivation, extrinsic motivation and amotiva-
tion (Yardimci et al., 2017).  

The theory of organic integration distinguishes intrinsic motivation at one  
extreme (highly productive and spontaneous), amotivation at the other extreme (total 
lack of will, no action, or just doing tasks perfunctorily ) and extrinsic motivation in 
between (actions triggered by an external force or regulation) (Cook & Artino, 2016; 
Gopalan et al., 2017). Figure 1 presents the quantitative (size) and qualitative (type 
and direction) differences in motivation according to self-determination theory 
(SDT).  

Intrinsic motivation is defined as performing an activity because of its inherent 
satisfaction, rather than because of its identifiable consequences. When a person is 
intrinsically motivated, he or she is willing to act because of the fun or challenge it 
presents (Ryan & Deci, 2000). Activities that are accompanied by exploration and 
curiosity are examples of intrinsically motivated behaviour because they are not  
dependent on external stimuli or pressure, but rather provide their own satisfaction 
and joy. Intrinsic motivation is probably responsible for the prevalence of human 
learning throughout the lifespan, as opposed to externally mandated learning and 
instruction (Ryan & Deci, 2017). Employees who are intrinsically motivated will 
enjoy work that enables them to use their creativity and innovation, work with a high 
degree of autonomy and do not require strict control (Evianti et al., 2020). Intrinsic 
motivation is an individual drive to learn and work. 

The category of extrinsic motivation is often contrasted with intrinsic motivation, 
which deals with behaviours undertaken for reasons other than their inherent satis-
faction. Extrinsic motivation determines behaviour that is the result of external fac-
tors, e.g. rewards (Anwar et al., 2018). Instrumental motivations can vary greatly in 
content and nature. Cook and Artino (2016) distinguish four main levels of extrinsic 
motivation, which differ in the degree of internalization (the adoption of values or 
regulations) and integration (further transformation of this reg

ing in order to gain a reward or avoid punishment. The next level is introjection 
regulation, which is characterized by acting to avoid feelings of guilt or anxiety,  
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or to increase pride or self-esteem. This regulation was partly internalized but not 
accepted as a personal goal. The basis of identification regulation is external pres-
sure, which has become a personally important, self-desirable goal, but this goal is 
valued for its usefulness rather than because it is inherently desirable. The last level 
of extrinsic motivation is integrated regulation, where external influences are inte-
grated with internal interests, becoming part of personal identity and aspirations. 
Regulatory forces in identifiable and integrated regulation reflect an internal place-
ment of causation (control), and behaviours are perceived as largely autonomous or 
self-direction, while both extrinsic and introjected regulation reflect an external 
placement of causality. 

Figure 1. Self-determination theory according to Ryan and Deci in adaptation of Cook 
and Artino

Source: (Cook & Artino, 2016)
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Research suggests that psychological needs, as indicated in Figure 1, favour the 
internalization and integration of extrinsic motivations, with relationships and com-
petence being particularly important for internalization, and autonomy being crucial 
for integration (Cook & Artino, 2016) 

Amotivation is what distinguishes SDT from other theories of motivation (Wig-
field & Koenka, 2020). This is a fu
motivation. Amotivation is a state in which there is a lack of intention to initiate an 
action or devote effort to accomplish a task or activity (Howard et al., 2016). The 
quality of motivation is lowest when the individual is amotivated, which is the result 
of a lack of value or interest in the work (i.e. simply doing tasks perfunctorily ) or 
a lack of self-
states are associated with poorer well-being and performance (Rigby & Ryan, 2018) 

Researchers note that intrinsic motivation has often been inappropriately glorified, 
seen as somehow superior (even morally superior), whereas extrinsic motivation, spe-
cifically wanting to make money, has often been inappropriately demonized in the 
popular and scientific literature. They suggest that all three types of motivation are 
independent, yet related concepts (all are sources of pleasure) that can mutually facil-
itate, compensate, or be in conflict with one another (Locke & Schattke, 2019).  

The concept of incentive in management and economics was developed from  
behavioural research in psychology to analyse and explain what motivates people in 
organizations, what forces energize, direct and sustain their behaviour. Stimuli can 
be divided into: internal and external stimuli, which have different characteristics 
and generate different effects (Coccia, 2019). The results of the conducted research 
show that intrinsic motivation and identified regulations bring more positive results, 
such as productivity and retention in the company, than introjection and external 

and employees may have many reasons to act. People can be motivated for both 
autonomous and controlled reasons. The complexity of the interactions required to 
fully describe motivation (i.e. involving interacting types of motivation) has led re-
searchers to adopt a person-centred approach (Howard et al., 2016). One of the main 
advantages of this approach is that it allows the study of naturally occurring combi-
nations of motivation dimensions at the individual level, which can be referred to as 

ited by 
the dichotomy of motivation into categories of autonomous and controlled regula-
tion. Among studies using profiling in the field of education, the observed motivation 
profiles were relatively well replicated and revealed profiles characterized by high 
autonomous and low controlled motivation, high autonomous and high controlled 
motivation, low autonomous and high controlled motivation, and low autonomous 
and low controlled motivation (Howard et al., 2016). Quantitative theories of moti-
vation claim that students characterized by a high quantity of motivation, regardless 
of its quality and type (i.e. autonomous or controlled), show more optimal learning 
than groups of students with less motivation. In contrast, based on qualitative theo-
ries of motivation, such as SDT, it can be concluded that the presence of more moti-
vation is not necessarily beneficial. This is because when the additional amount 
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of motivation is of low quality (i.e., controlled), optimal learning is likely to be hin-
dered rather than facilitated (Vansteenkiste et al., 2009). 

Motivating working people to study formally at university has not been exten-
sively researched. The purpose of this study was to find answers to the following 
research questions: 
1. What is the motivation of working people to study formally?  
2. Are there inter-individual differences in the assessment of motivation depending 

on gender, age, cycle of studies and  the position in the organizational structure? 
3. How is the classification of respondents into different categories of profiles of 

autonomous and controlled motivation, and more precisely into four motiva-
tional profiles according to SDT shaped? 

4. How do respondents with different basic characteristics (such as gender, age, 
cycle of studies and the position in the organizational structure) form part of the 
motivational profiles? 

Data sources and method 

The research was conducted in January 2022 (end of the winter term) among stu-

search group consisted only of professionally active people, i.e. non-traditional stu-
dents who, in addition to studying, worked in various types of organizations located 
in the Kuyavian-Pomeranian province in Poland. Didactic classes with students took 
place in the afternoon during the working week and on weekends in a hybrid system, 
i.e. classes developing practical skills were held mainly on site, and classes shaping 
knowledge were conducted remotely. 

Purposive sampling was used in this research to ensure that the widest possible 
share of responses was obtained from the working students. The participants of the 
study were 94 adult working students, mostly women (73%). Respondents in a com-
parable age range of up to 30 (49%) and over 30 (51%) took part. At the time of the 
survey, the respondents mainly held non-managerial positions (71%). A common 
feature of the study participants was studying on a practical profile, i.e. focused on 
acquiring skills and competences with the participation of practitioners conducting 
didactic classes. These studies were conducted both in the first cycle (24% of the 
respondents), ending with the professional title of engineer or bachelor, and in the 
second cycle leading to the title of master (76% of the surveyed students). The studies 
were carried out in the fields of finance and accounting, mechanics and mechanical 
engineering, management engineering as well as managerial studies in finance and 
law. Participation in the research study was voluntary and guaranteed anonymity. 

The learning self-regulation questionnaire SRQ-L (Williams & Deci, 1996) was 
utilised to diagnose the motivational profiles. The questionnaire was developed as 
part of SDT. It measures two factors: autonomous regulation and controlled regula-
tion. It contains three groups of items (A, B, C), four items each (a total of 12), and 
the participants rated them on a 4-  
2    
scale was adapted while retaining its original sense, i.e. the items of autonomous 
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regulation included statements 
a way to broaden my 

regulation items included, amo
course because it is a way to g

 
Based on the average assessments of external and internal regulation, the  

respondents were classified into four groups of motivational profiles: (1) high-quan-
tity motivation, with high values of autonomous motivation and high values of con-
trolled motivation; (2) poor-quality motivation  low values of autonomous motiva-
tion and high values of controlled motivation; (3) good-quality motivation, with high 
values of autonomous motivation and low values of controlled motivation; (4) low-
quantity motivation, with low values of autonomous motivation and low values of 
controlled motivation. 

Results 

In response to the first research question, the working students were mainly  
intrinsically motivated to study (Table 1). They assessed this motivation at an aver-
age of 3.24 points (on a scale of 1 to 4 points). The study found that there were inter-
personal differences in the assessment of motivation depending on the specific char-
acteristics of the respondents. Autonomous regulation was declared to a higher  
degree by women, first-cycle students and employees holding managerial positions 
in organizations. The controlled regulation among the respondents was of much 
lower importance; its average score in the group was 2.24 points. In the group of 
students guided by controlled regulation, the grades were characterized not only by 
a lower level, but also by a greater dispersion of values. People studying in the cycle 
level of studies and aged 30 or below were the most externally motivated. 

Table 1. Types of regulation in motivation to learn among respondents 

* f  female, m  male, M  managerial, N-M  non-managerial, SD  standard deviation,  
CV  coefficient of variation 

Source:  elaboration based on research results 

Types of 
regulation 

Descriptive 
statistics 

Respondents 
(n = 94) 

Gender* Age Study cycle Position* 
f m  >30 1st 2nd M N-M 

Autonomous 
control 

Mean 3.24 3.33 3.21 3.23 3.25 3.46 3.17 3.33 3.21 

SD* 0.51 0.48 0.51 0.48 0.53 0.35 0.53 0.48 0.51 

CV* (%) 16 14.41 15.89 14.86 16.31 10.12 16.72 14.41 15.89 

Controlled 
regulation 

Mean 2.24 2.22 2.25 2.34 2.14 2.38 2.19 2.22 2.25 

SD* 0.53 0.61 0.5 0.52 0.52 0.47 0.54 0.61 0.5 

CV* (%) 24 27.48 22.22 22.22 24.30 19.75 24.66 27.48 22.22 
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The classification of the respondents into different categories of motivational pro-
files and their basic characteristics are presented in Table 2. In the entire group of 
respondents, the profile with low motivation was the most numerous, which means 
that almost one in three students was characterized by a low value of internal and 
external motivation to learn. This feature was particularly visible among the students 

-managerial  
position in the organization. Students in the first cycle of studies were the least  
numerous in this motivational profile. The profile of a student with a high motivation 
to learn, i.e. high internal and external motivation, was characteristic of 27% of the 
respondents. It concerned mainly male respondents (40%), more than half of the un-
dergraduate students and people holding non-managerial positions (40.74%). In the 

low quality, i.e. internal motivation was of low strength and extrinsic motivation was 
high. Among the selected subgroups of respondents, this profile concerned men to 
the least extent, as well as people aged 30 or less, and those holding non-managerial 
positions. Only one in five respondents assessed their internal motivation as high and 
external motivation as low. The good quality of motivation concerned mainly 
women, people over 30 years old and employees holding a managerial position. 

Table 2. Motivation profiles in different groups of respondents distinguished  
according to their socio-demographic characteristics 

* f  female, m  male, M  managerial, N-M  non-managerial 

Source: wn elaboration based on research results 

Discussion  

The results of the study provided valuable information on the motivation of work-
ing people to study.  

The primary result of the research is that working students showed greater auton-
omous motivation for academic learning along a continuum of motivational styles. 
These results are consistent with studies conducted by other researchers  
(Lin & Sandmann, 2012; Song, 2012). This can be explained by the cognitive  
and personality development that occurs with aging, which allows adults to assimi-
late non-internal parts of themselves into a more coherent whole and make more  

Motivation 
profiles 

Respondents 
(n = 94) 

Gender* Age Study cycle Position* 
f m  >30 1st 2nd M N-M 

good-quality 
motivation (%) 

19.15 23.19 8.00 13.04 25.00 17.39 19.72 11.11 22.39 

high-quantity 
motivation (%) 

26.60 26.09 40.00 30.43 29.17 52.17 22.54 40.74 25.37 

poor-quality 
motivation (%) 

24.47 24.64 24.00 34.78 14,58 26.09 23.94 14.81 28.36 

low-quantity 
motivation (%) 

29.79 26.09 28.00 21.74 31.25 4.35 33.80 33.33 23.88 
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self-appropriate, autonomous choices (Sheldon et al., 2006). Autonomous motiva-
tion was represented primarily by women, which is consistent with the results of 
Rothes et al. (2017), Daehlen and Ure (2009) and Bonneville-Roussy et al. (2017). 
Considering the distribution of students in the four groups of profiles, it can be seen 
that each group was represented by a significant percentage of students, which 
ranged from 19% to 30%. Most of the students belonged to the group with low mo-
tivation (qualitatively and quantitatively), and a smaller percentage of students be-
longed to the group with good motivation. Similar results in terms of the distribution 
of the study participants in the four types of motivational profiles were obtained by 
Vansteenkiste et al. (2009). 

Regarding the results of the distribution of respondents by gender, this study dif-
fers slightly from previous research, where women mainly represented high-quality 
motivation (Rothes et al., 2017; Vansteenkiste et al., 2009). In this study, the share 
of women in each of the presented motivational profiles was comparable. On the 
other hand, men were the least likely to associate studying with high-quality moti-
vation, and most of them belonged to the group with poor-quality motivation. How-
ever, as in most of the studies cited above, men were also underrepresented here. 

In the studies, there was no difference in the assessment of autonomous motiva-
tion in groups separated according to the age of the respondents. However, from the 
perspective of motivational profiles, it was evident that students over 30 years of age 
had a better quality of motivation than their younger colleagues. According to Song 
(2012), the extrinsic motivation of students decreases with increasing age, which 
indicates that the older a student is, the less focused s/he is on pragmatic rewards. 
For the group under the age of 30, they may struggle with material needs. Their most 
basic needs are related to physical and mental survival. Therefore, this age group has 
a strong expectation of high-paying salaries and prestigious positions. Older stu-
dents, on the other hand, are more likely to have their basic needs met, which makes 
it easier for them to develop their higher-level needs and achieve personal fulfilment 

 
Leadership positions that give individuals more freedom and choice (e.g. encour-

aging initiative, providing a certain choice of tasks) are likely to increase the extent 
to which individuals believe they can act in accordance with their selves, thus facil-

In this study, autonomous regulation among managers was assessed lower in relation 
to people not working in managerial positions. In a study by Deal et al. (2013) it was 
proven that the level of a managerial position in an organization has a strong rela-
tionship with motivation to work. Senior managers show partly extrinsic (introjec-
tive) motivation. The authors explain that these managers are motivated by the need 

-esteem. Another explanation could be that 
top managers need to care more about maintaining their reputation or be seen as 
a winner than lower level managers. Top managers are highly visible, so the social 
consequences of failure are likely to be much greater than at lower levels. In turn, 
Graves et al. (2015) demonstrated that members of more autonomously motivated 
profiles tended to occupy hierarchically higher positions. 
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The results of this analysis are not free of limitations. One of the primary ones is 
the number of participants in the study. The sample lacks representativeness, which 
limits the interpretation and generalization of the results. It is also unclear how the 
survey results are related to academic performance, student well-being or teachers' 
adaptation of teaching tools. 

Conclusions 

This study was aimed at characterizing the motivation of working students to 
study and identifying their different motivation profiles in groups separated by age, 
gender, the cycle of undertaken studies and the position held in the organization. 

The results of the conducted research revealed that the majority of working stu-
dents undertake the effort of further education mainly because they consider it inter-
esting and important (autonomous motivation). Nevertheless, the established moti-
vational profiles indicated that good quality and strong motivation applied to 
a minority of the respondents. Among the majority of respondents, there was regu-
lated motivation, resulting from various types of pressure, the need to keep a job, the 
desire to be promoted, or even a sense of guilt and shame if they do not get involved 
(controlled motivation).  

The study found that having autonomous reasons to participate in learning activ-
ities is critical to learning. These results have implications for creating attractive 
study programs that will support non-traditional students. Appropriately built-in 
tools in study programs, such as scholarships or career prospects, can motivate stu-
dents to stimulate the development of an intrinsic interest in their academic learning. 
By using appropriate pedagogical initiatives and recognizing different types of 
knowledge, more voluntary and autonomous types of motivation can be fostered in 
higher education. 

In further research, it would be important to examine the relationship of motiva-
tional profiles to commitment, self-efficacy or climate in the organizations where the 
respondents are employed. Advanced methods of statistical analysis (e.g. classifica-
tion trees) would be worthwhile for analysis. From the point of view of teachers of 
working people, it would be an interesting line of research to determine the motiva-
tional profiles of students and examine their academic performance. 

References 
Afip, L. A. (2014). Motivating Adult Learners Using Blended Learning in Higher Education Institu-

tion. Researchers World-Journal of Arts, Science & Commerce, V(3/July), 35-42. 
Anwar, A., Waqas, A., Shakeel, K., & Hassan, S. S. (2018). Impact of Intrinsic and Extrinsic Motiva-

International Journal of Academic  
Research in Business and Social Sciences, 8(6), 652-666. DOI: 10.6007/ijarbss/v8-i6/4262 

Billett, S. (2010). The Perils of Confusing Lifelong Learning with Lifelong Education. International 
Journal of Lifelong Education, 29(4), 401-413. DOI: 10.1080/02601370.2010.488803 

Bonneville-Roussy, A., Evans, P., Verner-Filion, J., Vallerand, R. J., & Bouffard, T. (2017). Motiva-
tion and Coping with the Stress of Assessment: Gender Differences in Outcomes for University 
Students. Contemporary Educational Psychology, 48, 28-42.  
DOI: 10.1016/j.cedpsych.2016.08.003 



Zeszyty Naukowe . o 49 (2023), pp. 88-100, ISSN: 2083-1560 

98 

Bushi, F. (2021). An Overview of Motivation Theories: The Impact of Employee Motivation on 
Achieving Organizational Goals. Quality  Access to Success, 22(183/August), 8-12. 
https://www.proquest.com/docview/2549057288?pq-origsite=gscholar&fromopenview=true 

Coccia, M. (2019). Intrinsic and Extrinsic Incentives to Support Motivation and Performance of Pub-
lic Organizations. Intrinsic and Extrinsic Incentives to Support Motivation and Performance of 
Public Organizations, 6(1), 20-29. https://papers.ssrn.com/sol3/papers.cfm?ab-
stract_id=3367914 

Cook, D. A., & Artino, A. R. (2016). Motivation to Learn: An Overview of Contemporary Theories. 
Medical Education, 50(10), 997-1014. DOI: 10.1111/MEDU.13074 

Daehlen, M., & Ure, O. B. (2009). Low-Skilled Adults in Formal Continuing Education: Does Their 
Motivation Differ from Other Learners?. International Journal of Lifelong Education, 28(5), 
661-674. DOI: 10.1080/02601370903189948 

Deal, J. J., Stawiski, S., Graves, L., Gentry, W. A., Weber, T. J., & Ruderman, M. (2013). Motivation 
at Work: Which Matters More, Generation or Managerial Level?. Consulting Psychology Jour-
nal, 65(1), 1-16. DOI: 10.1037/a0032693 

Evianti, Abror, & Rasyid, R. (2020). The Effect of Work Environment, Organizational Support and 
Intrinsic Motivation on Organizational Commitment. Jurnal Aplikasi Manajemen, 18(2),  
241-251. DOI: 10.2991/aebmr.k.200305.139 

-Determination Theory and Work Motivation. Journal of  
Organizational Behavior, 26(4), 331-362. DOI: 10.1002/job.322 

-Braud, L., van den Broeck, A., Aspeli,  
Indiyastuti, D. L.,  

Johnson, P. A., Molstad, M. H., Naudin, M., Ndao, A., Olafsen, A. H., Roussel, P., Wang, Z.,  
& Westbye, C. (2015). The Multidimensional Work Motivation Scale: Validation Evidence in 
Seven Languages and Nine Countries. European Journal of Work and Organizational Psychol-
ogy, 24(2), 178-196. DOI: 10.1080/1359432X.2013.877892 

Gopalan, V., Bakar, J. A. A., Zulkifli, A. N., Alwi, A., & Mat, R. C. (2017). A Review of the Motiva-
tion Theories in Learning. AIP Conference Proceedings, 1891(1), 020043.  
DOI: 10.1063/1.5005376 

Graves, L. M., Cullen, K. L., Lester, H. F., Ruderman, M. N., & Gentry, W. A. (2015). Managerial 
Motivational Profiles: Composition, Antecedents, and Consequences. Journal of Vocational  
Behavior, 87, 32-42. DOI: 10.1016/J.JVB.2014.12.002 

A Self-Determination Theory Approach. Journal of Vocational Behavior, 95-96, 74-89.  
DOI: 10.1016/j.jvb.2016.07.004 

Jones, G. R., & George, J. K. (2017). Essentials of Contemporary Management (7th ed.). McGraw- 
-Hill Education. 

Kanfer, R., Frese, M., & Johnson, R. E. (2017). Motivation Related to Work: A Century of Progress. 
Journal of Applied Psychology, 102(3), 338-355. DOI: 10.1037/apl0000133 

Lin, Y.-Y., & Sandmann, L. T. (2012). Toward a New Motivation to Learn Framework for Older 
Adult Learners. Adult Education Research Conference (AERC), 212-217.  
https://newprairiepress.org/aerc/2012/papers/30 

Locke, E. A., & Schattke, K. (2019). Intrinsic and Extrinsic Motivation: Time for Expansion and 
Clarification. Motivation Science, 5(4), 277-290. DOI: 10.1037/mot0000116 

London, M., & Smither, J. W. (1999). Empowered Self-Development and Continuous Learning.  
Human Resource Management, 38(1), 3-15.  
DOI: 10.1002/(SICI)1099-050X(199921)38:1<3::AID-HRM2>3.0.CO;2-M 

Lu, Y., & Lambright, K. T. (2010). Looking Beyond the Undergraduate Classroom: Factors Influenc-
Col-

lege Teaching, 58(4), 118-126. DOI: 10.1080/87567550903583777 
Mohsan, F., Nawaz, M. M., Khan, M. S., Shaukat, Z., & Aslam, N. (2011). Are Employee Motiva-

tion, Commitment and Job Involvement Inter-Related: Evidence from Banking Sector of Paki-
stan. International Journal of Business and Social Science, 2(17), 226-233. www.ijbssnet.com 



DOI:  10.17512/znpcz.2023.1.07 

99 

Mukhalalati, B. A., & Taylor, A. (2019). Adult Learning Theories in Context: A Quick Guide for 
Healthcare Professional Educators. Journal of Medical Education and Curricular Development, 
6, 238212051984033. DOI: 10.1177/2382120519840332 

OECD. (2012). Better Skills, Better Jobs, Better Lives a Strategic Approach to Skills Policies. OECD 
Publishing. DOI: 10.1787/ 9789264177338-en 

Ormrod, J. E. (2016). Human Learning, Global Edition (7th ed.). Pearson Education. 
Pool, I. A., Poell, R. F., Berings, M. G. M. C., & Ten Cate, O. (2015). Strategies for Continuing  

Professional Development among Younger, Middle-Aged, and Older Nurses: A Biographical 
Approach. International Journal of Nursing Studies, 52(5), 939-950.  
DOI: 10.1016/j.ijnurstu.2015.02.004 

Rigby, C. S., & Ryan, R. M. (2018). Self-Determination Theory in Human Resource Development: 
New Directions and Practical Considerations. Advances in Developing Human Resources, 
20(2), 133-147. DOI: 10.1177/1523422318756954 

Robbins, S. P., & Judge, T. (2017). Organizational Behavior (17th ed.). Pearson. 
https://books.google.co.id/books/about/Organizational_Behavior.html?hl=id&id=UKy1jgE 
ACAAJ&redir_esc=y 

Adult Ed-
ucation Quarterly, 67(1), 3-29. DOI: 10.1177/0741713616669588 

Ryan, R. M., & Deci, E. L. (2017). Self-Determination Theory: Basic Psychological Needs in Motiva-
tion, Development, and Wellness. In: Self-Determination Theory: Basic Psychological Needs in 
Motivation, Development, and Wellness. DOI: 10.1521/978.14625/28806 

Ryan, R. M., & Deci, E. L. (2000). Intrinsic and Extrinsic Motivations: Classic Definitions and New 
Directions. In: Contemporary Educational Psychology (25(1)). Academic Press.  
DOI: 10.1006/ceps.1999.1020 

Sheldon, K. M., Houser-Marko, L., & Kasser, T. (2006). Does Autonomy Increase with Age? Com-
paring the Goal Motivations of College Students and Their Parents. Journal of Research in Per-
sonality, 40(2), 168-178. DOI: 10.1016/J.JRP.2004.10.004 

Song, X. (2012). Exploring Academic Motivation of Canadian Master of Education Learners. Cana-
dian Journal for New Scholars in Education/ Revue Canadienne Des Jeunes Chercheures et 

, 4(1). https://journalhosting.ucalgary.ca/index.php/cjnse/article/ 
view/30468 

Thohir, L. (2017). Meeting the Needs of Adult Learners in an ELT Program; Some Basic Considera-
tions. UNNES-TEFLIN National Seminar, 220-227. http://utns.proceedings.id/in-
dex.php/utns/article/view/46 

Vansteenkiste, M., Sierens, E., Soenens, B., Luyckx, K., & Lens, W. (2009). Motivational Profiles 
from a Self-Determination Perspective: The Quality of Motivation Matters. Journal of Educa-
tional Psychology, 101(3), 671-688. DOI: 10.1037/a0015083 

Wigfield, A., & Koenka, A. C. (2020). Where Do We Go from Here in Academic Motivation Theory 
and Research? Some Reflections and Recommendations for Future Work. Contemporary Edu-
cational Psychology, 61, 101872. DOI: 10.1016/J.CEDPSYCH.2020.101872 

Williams, G. C., & Deci, E. L. (1996). Internalization of Biopsychosocial Values by Medical Stu-
dents: A Test of Self-Determination Theory. Journal of Personality and Social Psychology, 
70(4), 767-779. DOI: 10.1037/0022-3514.70.4.767 

bakkal, Z. (2017).  
A Study of the Relationship Between the Study Process, Motivation Resources, and Motivation 
Problems of Nursing Students in Different Educational Systems. Nurse Education Today, 48, 
13-18. DOI: 10.1016/j.nedt.2016.09.017 

 -Szparaga  30%, Artur 
 20%.  

Conflict of Interest: No conflict of interest.  

Acknowledgements and Financial Disclosure: No funding for the research used in this publication.  



Zeszyty Naukowe . o 49 (2023), pp. 88-100, ISSN: 2083-1560 

100 

Streszczenie: 
ywacyjne do nauki 

ki z wykorzy-
-Determination Theory (SDT). Do diagnozy rodzaju motywacji oraz 

-L. 
 wszyst-

m
 

cyjne, studenci nietradycyjni  

 
 


