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The present study aimed at investigating the relationship of
perfectionism and motivation in Indian employees. The scales of
Perfectionism (MPS) and the Work Extrinsic and Intrinsic Motivation
Scale (WEIMS) were administered on one-hundred and four (N=104)
employees. Results showed that self-oriented perfectionism has
significant association with intrinsic motivation. Additionally,
identified regulation and integrated regulation also showed
significant association with self-oriented perfectionism. It was also
found that amotivation and introjected regulation showed
significant association with socially prescribed perfectionism.
Moreover, other-oriented perfectionism showed significant
association with introjected regulation. The results depict that selforiented perfectionist tend to be intrinsically motivated, less
controlled and more self-determined whereas socially prescribed
and other-oriented perfectionists tend to be more controlled and
non-self-determined.

INTRODUCTION
Perfectionism is an energy that can be used either
positively or negatively depending on one’s level of
awareness. It can cause paralysis and underachievement,
if the person feels incapable of meeting standards set by
self or by others. It also can be the passion that leads to
extraordinary creative achievement—an ecstatic struggle
to move beyond the previous limits of one’s capabilities
(Silverman, 1999).
Every workplace has atleast one perfectionist – that
person who always clings to rules and procedures and
expects others to follow them. Perfectionists are assiduous
workers who hold very high standards for themselves
accompanied by being self-critical and concerns for others
evaluations. This flawless quest can energise motivation
as well as enfeeble motivation. Employees have been
reported to display unusually intense or obsessive
behaviours in performing their tasks. These excessive
behaviours might be detrimental to both employees and
their organizations though, if handled well, might yet
serve as a major asset to the organization. Yet, their very
high expectations of themselves (and of others) may lead

to inimical results for both themselves and their
managers.
Some studies within organizations have showed
that perfectionist standards are associated with reduced
efficiency because they give undue importance to
invested time, errors and response bias (Stoeber&Eysenck,
2008; Beheshtifar, MazraeSefifi, &Moghamdam, 2011).
Hence there arises a need to identify what motivates the
perfectionists and thus enable the managers to achieve
optimal working conditions by developing interventions
that enhance the performance and productivity of the
perfectionists.
2. REVIEW OF LITERATURE
2.1 Perfectionism
Perfectionism has been defined as a personality
temperament which is characterized by striving for
flawlessness and setting exceedingly high standards of
performance of one’s behaviour additionally
accompanied by overly critical evaluations of oneself and
of others and fear of negative assessment by others (Flett&
Hewitt, 2002; Frost, Marten, Lahart, &Rosenblate, 1990;
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Hewitt &Flett, 1991; Stoeber, Davis, &Townley, 2013;
Stoeber 2016).
Studies have found that two aspects emerge from
perfectionism—one reflecting a negative or unhealthy
aspect, of perfectionism, and another reflecting a healthy,
or positive aspect of perfectionism. The healthy aspect is
widely known as adaptive perfectionism (Enns, Cox,
Sareen, & Freeman, 2001; Rice &Mirzadeh, 2000). It
comprises of high personal standards, preference for
order and organization, self-oriented perfectionism, and
probably other oriented perfectionism.
The unhealthy aspect also known as maladaptive
perfectionism (Enns et al., 2001; Rice &Mirzadeh, 2000).
It consists of concern over mistakes, the doubting of the
quality of one's actions, doubts about actions, the
perception of high parental criticism, the perception of
high parental expectations, socially prescribed
perfectionism, and DEQ (Depressive Experiences
Questionnaire) self-criticism.
There are two models of perfectionism that have
dominated the literature in the past two decades: Hewitt
and Flett’s (1991) and Frost et al.’s (1990) model. Hewitt
and Flett’s (1991) model considers both personal aspects
of perfectionism as well as interpersonal aspects of
perfectionism and it differentiates perfectionism in three
different forms: self-oriented, other-oriented, and sociallyprescribed perfectionism.
Self-oriented perfectionism- Self-oriented
perfectionism reflects beliefs that seeking perfection and
being perfect are very important. Self-oriented
perfectionists have exceedingly high personal standards
and expectations sometimes even unrealistic ones, they
endeavour for perfection, they anticipate to be perfect,
and are highly self-critical if they fail to meet those
expectations.
Other-oriented perfectionism- As far as otheroriented perfectionism is concerned, it involves beliefs
that it is important for others to endeavour perfection
and be perfect. Other-oriented perfectionists have
unrealistic expectations for others, anticipate others to
be perfect, and are highly critical of others who fail to
meet such expectations.
Socially-prescribed perfectionism- Sociallyprescribed perfectionism represents beliefs that striving
for perfection and being perfect are important to others.
Socially-prescribed perfectionists believe that they are
thrust with unrealistic expectations and standards and

that others anticipate them to be perfect, and they think
that others will be highly critical of them if they fail to
meet their expectations, and thus they feel pressurized
(Hewitt &Flett, 1991, 2004; Stoeber 2016).
2.2 Motivation
Motivation can be defined as why a human being
does something. In literal sense it is the desire to do things.
According to Pinder (1998), work motivation can be
defined as” a set of energetic forces that originate from
both within as well as beyond an individual’s being, to
initiate work-related behaviour and to determine its form,
direction, intensity and duration”.
Self- determination theory
Self-determination theory (SDT; Deci & Ryan,
2002), a framework for studying human motivation
(Vallerand, 1997), has been successfully used in previous
studies on perfectionism (Van Yperen, 2006). The
assumption of SDT is that “the humans are active, growthoriented organisms who are naturally inclined towards
assimilation of their psychic elements into a unified sense
of self and meshing of themselves into larger social
structures”(Deci & Ryan, 2000, p. 229). SDT is applicable
to tasks that people find interesting, challenging,
appealing, or aesthetically pleasing. Self-determination
theory classifies the various reasons for which a task is
undertaken into six types of motivation that can be
rearranged into two dimensions of motivation – selfdetermined motivation and non-self-determined
motivation (e.g., Knee & Zuckerman, 1998; Miquelon,
Vallerand, Grouzet& Cardinal, 2005).
Self-determined motivation includes intrinsic
motivation, identified regulation and integrated
regulation. Activities that are performed for pleasure and
satisfaction and are perceived to be interesting is known
as intrinsic motivation. Activities that are perceived as
an integral part of the self is known as integrated
regulation. Activities that are viewed as important for a
person are called identified regulation. An undermining
factor of self-determined motivation is performancecontingent feedback and rewards (Deci & Ryan, 2002).
Non-self-determined motivation consists of
introjected regulation, external regulation and
amotivation. Activities that are performed to avoid guilt
and shame are introjected regulation. Activities that are
performed to obtain rewards or to avoid punishments
are external regulation. Amotivation represents a lack of
valuing the task or activity.
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SDT holds that autonomous motivation consists of
intrinsic motivation, identified regulation, and integrated
regulation whereas controlled motivation consists of
introjected and external regulation. As per SDT, intrinsic
motivation leads to the most positive consequences,
followed by integrated and identified regulations.
Amotivation, introjected and external regulations lead to
negative consequences which may include
counterproductive performance (Vallerand & Ratelle,2002).
Slade and Owens (1998) and Hewitt and Flett
(1991) have proposed that self-oriented perfectionism
stimulates self-determined forms of motivation as they
have the tendency to approach success with selfreferenced criteria and personal motivation to seek
perfection. On the other hand, socially-prescribed
perfectionism stimulates non-self-determined motivation
owing to the tendency of avoiding blame and negative
gauging from others and also due to the perceived
controlling environment.
In a study with college students, semi-partial
correlations indicated that intrinsic motivation was
positively associated with self-oriented perfectionism
(Van Yperen, 2006). In addition to that, self-oriented
perfectionism has shown positive correlations with all
types of motivation except for amotivation in which it
showed negative correlations (Appleton & Hill, 2012;
Stoeber, Feast, & Hayward, 2009; Van Yperen, 2006; Mills
&Blankstein, 2000; Stoeber, Davis, &Townley, 2013).
Recent research with Korean students has also confirmed
that self-oriented perfectionism has shown positive
associations with intrinsic motivation and identified
motivation (Chang, Lee, Byeon, Seong, & Lee, 2016; Chang,
Lee, Byeon, & Lee, 2015).
Socially prescribed perfectionism has shown
positive correlations with introjected regulation, external
regulation and amotivation as well with identified
regulations, indicating that they are motivated by internal
and external rewards and punishments or not motivated
at all(Stoeber, Davis, &Townley, 2013). Previous research
has also confirmed a relationship between socially
prescribed perfectionism and non-self-determined
extrinsic motivation (Gaudreau&Antl, 2008;
McArdle&Duda, 2004; Miquelon, et al., 2005;
Mouratidis&Michou, 2011). In addition to that, recent
research with Korean students also confirmed that
socially prescribed perfectionism has shown positive
associations with amotivation and introjected regulation
(Chang, et al., 2016; Chang, et al., 2015).

A recent research on generational differences in
perfectionism shows a significant increase in
perfectionism in the young generation. Self-oriented
perfectionism, other-oriented perfectionism and socially
prescribed perfectionism has increased by ten percent,
sixteen percent and thirty-three percent respectively as
per the report (Curran & Hill, 2017). It showed that socially
prescribed perfectionism increased at twice the rate of
self-oriented and other-oriented perfectionism between
1989 to 2016. These results prompted the present
researchers to examine relationship between different
types of perfectionism and motivation, and to emphasize
a need for the organizations to design workplace practices
accordingly.
3. RATIONALE OF THE STUDY
Employees exhibit different behaviours while
performing their tasks and are motivated in different ways.
These behaviours and their motivation levels can be
leverage to increase the productivity of the organization.
Specifically the workforce which will comprise of
millennials have been reported to show significant amount
of perfectionism (Curran & Hill, 2017) and thus there is a
need to study how these perfectionist are motivated and if
their motivation has any correlation with perfectionism. If
the organizations know how the perfectionist employee
are motivated, they can provide them tasks that meet the
propensities of them and thus enhance the productivity
and performance. Additionally, the rewards and
recognition program should be aligned to the way in which
the perfectionist employees are motivated.
4. OBJECTIVES
The objectives of the study are:
• To assess the correlation between intrinsic
motivation and perfectionism in employees.
• To assess the correlation between extrinsic
motivation and perfectionism in employees.
5. MEASURES
5.1 Perfectionism
The short version of the Multidimensional
Perfectionism Scale (MPS; Hewitt &Flett, 1991; short
version: Hewitt, Habke, Lee-Baggley, Sherry, and Flett,
2008; Stoeber, Davis, &Townley, 2013) was used to
capture self-oriented , other-oriented and socially
prescribed perfectionism.
The MPS is a widely used measure of perfectionism
and it has demonstrated high reliability and validity in
many studies across various samples (Hewitt &Flett,
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2004). The short version was used because it has shown
alpha reliabilities compared to the full version 45-item
(Hewitt et al., 2008; Stoeber, Davis, &Townley, 2013;
Stoeber 2016). Studies (Stoeber, 2016) show that alpha
cronbach values for self-oriented perfectionist, otheroriented perfectionist and socially-prescribed
perfectionist were 0.83, 0.70 and 0.75 respectively.
5.2 Motivation
Work Extrinsic and Intrinsic Motivation Scale was
used (WEIMS; Tremblay, Blanchard, Taylor, Pelletier, &
Villeneuve, 2009; Stoeber, Davis, &Townley, 2013) to
capture intrinsic motivation, integrated regulation,
identified regulation, introjected regulation, external
regulation and amotivation. Studies (Tremblay et al.,2009)
show that alpha cronbach values for intrinsic motivation,
integrated regulation, identified regulation, introjected
regulation, external regulation and amotivation were
0.77, 0.84, 0.74, 0.71, 0.81, 0.60 respectively.
6. RESEARCH METHODOLOGY
The variables identified for the purpose are as
follows:
6.1 Independent Variables
Intrinsic Motivation
Integrated Regulation
Identified Regulation

oriented, other-oriented and socially prescribed
perfectionism.
Hypothesis 2: There will be a significant positive
relationship amongst amotivation and self-oriented,
other-oriented and socially prescribed perfectionism.
Hypothesis 3: There will be a significant positive
relationship amongst external regulation and selforiented, other-oriented and socially prescribed
perfectionism.
Hypothesis 4: There will be a significant positive
relationship amongst identified regulation and selforiented, other-oriented and socially prescribed
perfectionism.
Hypothesis 5: There will be a significant positive
relationship amongst integrated regulation and selforiented, other-oriented and socially prescribed
perfectionism.
Hypothesis 6: There will be a significant positive
relationship amongst introjected regulation and selforiented, other-oriented and socially prescribed
perfectionism.
7 DEMOGRAPHIC PROFILE OF THE RESPONDENTS
Table I Demographic profile of the respondents

Introjected Regulation
External Regulation
Amotivation
6.2 Dependent Variables
Self-oriented Perfectionism
Other-oriented Perfectionism
Socially-prescribed Perfectionism
6.3 Procedure
A detailed questionnaire was prepared with two
parts. Part I covered the demographic details such as
age, gender, name, number of years of experience, location,
sector and so on. Part II covered various statements with
respect to each variable.
The questionnaire was administered to 182
employees. 104 responses were retrieved, which means
57% of the questionnaire was received.
6.4 Hypotheses
Hypothesis 1: There will be a significant positive
relationships amongst intrinsic motivation and self-

Table I indicates that majority of the respondents
were male (55.8%). Majority of them were in the group of
20-30 years (74%), representing millennials that has
entered the workforce. Most of the respondents had
relevant work-experience between 0-5 years (71%).The
respondents majorly belonged to software sector (56.7%).
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Table II Descriptive statistics for all the variables

Table II presents the mean responses of the
employees with respect to all the practices considered
for this study. The mean value for intrinsic motivation is
5.81. This shows that respondents exhibited high levels
of intrinsic motivation. Additionally the mean value for
self-oriented perfectionism was highest amongst the three
forms of perfectionism depicting that the respondents
exhibited moderately high levels of self-oriented
perfectionism followed by moderate levels of the other
two forms of perfectionism. The only exception was the
mean score of amotivation which was the lowest amongst
all. Mean scores for all forms of motivation regulations
were above midpoint only exception was that of
amotivation which had a mean score of 3.49.

8. RESULTS AND DISCUSSION
Table III Correlation matrix of motivation and
perfectionism
****p>0.05,***p<0.001,**p<0.01,*p<0.05
8.1 Discussion of Hypothesis 1 : Hypothesis1 states
that there will be a significant positive relationship
amongst intrinsic motivation and self-oriented, otheroriented and socially prescribed perfectionism. Table III
shows that there is a significant positive correlation
(0.3733-small but definite relationship) between intrinsic
motivation and self-oriented perfectionism. The results
are in-line with previous studies which depicts that selforiented perfectionists are positively associated with
intrinsic motivation. Previous studies on students (Van
Yperen, 2006), athletes (Gaudreau&Antl, 2008;
McArdle&Duda, 2004; Mouratidis&Michou, 2011) have
reported the same. Another study on school students
(Miquelon et al, 2005; Chang, et al., 2016; Chang, et al.,
2015) indicated that the students who had high levels of
self-oriented perfectionism were more intrinsically
motivated towards the schools. All these research
indicates that there is an association between intrinsic
motivation and self-oriented perfectionism.
Table III shows that there is significant positive
correlation (0.2451-definite but small relationship)
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between intrinsic motivation and other-oriented
perfectionism. Logically other-oriented perfectionists
expect perfection from others and hence the probability
of such perfectionists being intrinsically motivated
remains low. This approves the above results that there
is a definite but small relationship association between
intrinsic motivation and other-oriented perfectionism.
This result is important as the relationship between otheroriented perfectionists and work motivation has not been
explored adequately in the earlier research.
Table III depicts that there is a significant
correlation (0.2534-slight and definite relationship)
between intrinsic motivation and socially prescribed
perfectionism. Previous research (Gaudreau&Antl, 2008;
McArdle&Duda, 2004; Miquelon et al, 2005;
Mouratidis&Michou, 2011) has also confirmed a
relationship between socially prescribed perfectionism
and non-self-determined extrinsic motivation.
The above findings show that hypothesis 1 was
supported by results to a large extent.
8.2 Discussion of Hypothesis 2: Hypothesis 2 states
that there will be a significant positive relationship
amongst amotivation and self-oriented, other-oriented
and socially prescribed perfectionism. Table III shows
that there is a slight correlation (0.0811) between
amotivation and self-oriented perfectionism. The results
are in-line with what Hewitt and Flett (1991) had
proposed wherein it was mentioned that self-oriented
perfectionism is associated only with intrinsic motivation
and non-self-determined extrinsic motivation. Though
few studies (Appleton & Hill, 2012; Mills &Blankstein,
2000; Stoeber, Feast, & Hayward, 2009; Van Yperen, 2006;
Stoeber, Davis, &Townley, 2013) do suggest that there is
a negative association between amotivation and selforiented perfectionism. But the results of the present study
suggest that there is slight almost negligible relationship
between amotivation and self-oriented perfectionism as
correlation value is less than 0.1 .
Table III shows that there is significant positive
correlation (0.3120-definite but small relationship)
between amotivation and other-oriented perfectionism.
Amotivation is lack of valuing an activity or task.
Theoretically the other-oriented perfectionists cannot devalue any activity as they tend to expect perfectionism
from others in each task and thus a weak association is
in-line with the theory. This result is also important as
the relationship between other-oriented perfectionists
and work motivation has not been explored adequately
in the earlier research.

Table III shows significant positive correlation
(0.4534-substantial relationship) between socially
prescribed perfectionism and amotivation. Previous
research (Miquelon et al 2005) suggests that a positive
correlation exists between socially prescribed
perfectionists and amotivation. Socially prescribed
perfectionism showed positive correlations with
amotivation (Stoeber, Feast, & Hayward, 2009; Van
Yperen, 2006; Stoeber, Davis, &Townley, 2013; Appleton
& Hill, 2012; Mills &Blankstein, 2000) in a study on
college students. Another research has also confirmed a
relationship between socially prescribed perfectionism
and non-self-determined extrinsic motivation
(Gaudreau&Antl, 2008; McArdle&Duda, 2004; Miquelon,
et al 2005; Mouratidis&Michou, 2011; Stoeber, Davis,
&Townley, 2013; Chang, et al., 2016; Chang, et al., 2015).
The above findings show that hypothesis 2 was
partially supported by results.
8.3 Discussion of Hypothesis 3 : Hypothesis 3
states that there will be a significant positive relationship
amongst external regulation and self-oriented, otheroriented and socially prescribed perfectionism. Table III
shows that there is significant positive correlation
(0.2013-definite but small relationship) between external
regulation and self-oriented perfectionism. Here again
since external regulation is non-self-determined form of
extrinsic motivation and as previously mentioned by
Hewitt and Flett and other research studies (Stoeber,
Davis, &Townley, 2013; Appleton & Hill, 2012; Mills
&Blankstein, 2000; Stoeber, Feast, & Hayward, 2009; Van
Yperen, 2006) weak association exists between selforiented perfectionism and external regulation. All the
above research studies are in-line with the result obtained
in the present study.
Table III shows that there is non-significant (0.133)
correlation between external regulation and otheroriented perfectionism. External regulation is basically
characterized by compliance and is driven by rewards.
The other-oriented perfectionists who strive for
flawlessness from others cannot be theoretically driven
or motivated by external rewards and compliance and
this explains a very non-significant relationship between
the two. The relationship between the above variables is
unexplored area in the previous research and thus the
researchers could not verify the above results.
Table III indicates significant positive correlation
(0.206-small and definite relationship) between external
regulation and socially prescribed perfectionism. A study
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by Miquelon in 2005 on school students indicated that
the students who exhibit socially prescribed
perfectionism were positively associated with non-selfdetermined motivation (Patrick, & Sheilah,2008). Socially
prescribed perfectionism has also shown positive
correlation with external regulation (Appleton & Hill,
2012; Mills &Blankstein, 2000; Stoeber, Feast, & Hayward,
2009; Van Yperen, 2006; Stoeber, Davis, &Townley, 2013;
Chang, et al., 2016; Chang, et al., 2015).
The above findings show that hypothesis 3 was
partially supported by results.
8.4 Discussion of Hypothesis 4: Hypothesis 4
states that there will be a significant positive relationship
amongst identified regulation and self-oriented, otheroriented and socially prescribed perfectionism. Table III
indicates that there is significant positive correlation
(0.2984-definite but small relationship) between
identified regulation and self-oriented perfectionism. This
result is in-line with previous research which suggests
that identified regulation was positively associated with
self-oriented perfectionism. Previous studies on college
students (Van Yperen, 2006), athletes (McArdle&Duda,
2004; Gaudreau&Antl, 2008; Mouratidis&Michou, 2011)
and another research (Stoeber et al., 2009; Appleton &
Hill, 2012; Chang, et al., 2016; Chang, et al., 2015) have
reported the same.
Table III shows that there is a significant positive
(0.2431) correlation between identified regulation and
other-oriented perfectionism. Identified regulation is
related more with one-self; an activity that is deemed to
be personally important and theoretically other-oriented
perfectionists can be motivated by identified regulation
as they expect perfection in work from others. The above
result is in-line with theory (Hewitt &Flett, 1991, 2004).
Table III depicts that there is a significant positive
correlation (0.2536-small but definite relationship)
between identified regulation and socially prescribed
perfectionism. The results are in-line with previous
findings where in socially-prescribed perfectionism
showed positive association with identified regulation.
(Patrick &Sheilah, 2008; Stoeber, Davis, &Townley, 2013).
The above findings show that hypothesis 4 was
supported by results to a large extent.
8.5 Discussion of Hypothesis 5: Hypothesis 5 states
that there will be a significant positive relationship
amongst integrated regulation and self-oriented, otheroriented and socially prescribed perfectionism. Table III

indicates that there is a significant positive correlation
(0.2468-definite but small relationship) between
integrated regulation and self-oriented perfectionism.
Integrated regulation is also an autonomous form of
extrinsic motivation and thus the result obtained shows
that there is a moderate correlation between the two
variables. This is in-line with previous research studies
done on school students, (Miquelon 2005) and athletes
(Appleton & Hill, 2012; Mills &Blankstein, 2000; Stoeber,
Feast, & Hayward, 2009; Van Yperen, 2006; Stoeber,
Davis, &Townley, 2013; Chang, et al., 2016; Chang, et al.,
2015) which showed similar result.
Table III shows that there is non-significant
(0.1287) correlation between integrated regulation and
other-oriented perfectionism. Other-oriented
perfectionists cannot be theoretically motivated by
integrated regulation where the individual is in
congruence with one’s goals. This could be the reason of
non-significant relationship between the above two
variables. The relationship between the above variables
is unexplored area in the previous research. So the
researchers could not verify the above results with the
conclusions of the previous study.
Table III depicts that there is slight positive (0.0465almost negligible relationship) and non-significant
correlation between integrated regulation and socially
prescribed perfectionism. Integrated regulation is another
form of autonomous motivation and thus a very slight
association between the two variables was found in the
present study and the same has been reported in previous
findings.(Mills &Blankstein, 2000; Van Yperen, 2006;
Patrick &Sheilah, 2008; Stoeber, Feast, & Hayward, 2009;
Appleton & Hill, 2012; Stoeber, Davis, &Townley, 2013).
The above findings show that hypothesis 5 was
partiallysupported by results.
8.6 Discussion of Hypothesis 6 :Hypothesis 6 states
that there will be a significant positive relationship
amongst introjected regulation and self-oriented, otheroriented and socially prescribed perfectionism. Table III
indicates that there is a significant positive correlation
(0.2829-definite but small relationship) between
introjected regulation and self-oriented perfectionism.
Previous studies (Stoeber, Feast, & Hayward, 2009; Van
Yperen, 2006; Stoeber, Davis, &Townley, 2013; Appleton
& Hill, 2012; Mills &Blankstein, 2000; Chang, et al., 2016;
Chang, et al., 2015) have reported that self-oriented
perfectionists have shown positive association with
introjected regulation. This could be the reason why self-
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oriented perfectionists in the present study were
moderately motivated by introjected regulation.
Table III shows that there is a significant positive
correlation (0.4003-substantial relationship) between
introjected regulation and other-oriented perfectionism.
Introjected regulation basically is characterized by reenforcing one’s self-worth. Other-oriented perfectionists
who expect perfection from others theoretically might be
motivated by introjected regulation so as to escape the
feeling of guilt or shame. This could be the reason for
above results and 0.4003 value shows that a substantial
relationship does exist between the two variables.
Table III depicts that there is a significant positive
correlation (0.4527-substantial relationship) between
introjected regulation and socially prescribed
perfectionism. In previous study, socially prescribed
perfectionism has shown positive correlations with
introjected regulation (Appleton & Hill, 2012; Mills
&Blankstein, 2000; Stoeber, Feast, & Hayward, 2009; Van
Yperen, 2006; Stoeber, Davis, &Townley, 2013). Another
research has also confirmed a relationship between
socially prescribed perfectionism and non-selfdetermined extrinsic motivation (Gaudreau&Antl, 2008;
McArdle&Duda, 2004; Miquelon et al, 2005;
Mouratidis&Michou, 2011; Stoeber, Davis, &Townley,
2013). All these findings are in-line with the result
obtained above.
The above findings show that hypothesis 6 was
supported by results to a large extent.
9. CONCLUSION
The results of the present study show significant
correlation (small but definite relationship) between
intrinsic motivation and self-oriented perfectionism.
Additionally, self-oriented perfectionism showed
significant correlation with identified regulation,
introjected regulation, integrated regulation and external
and very slight almost negligible association with
amotivation. Other-oriented perfectionism showed
significant correlation (small but definite relationship)
with intrinsic motivation, amotivation, identified
regulation and substantial relationship with introjected
regulation. Other-oriented perfectionism showed nonsignificant association with integrated and external
regulation. In contrast, socially prescribed perfectionism
showed substantial relationship and significant
association with amotivation and introjected regulation.
Moreover, it showed significant association (slight but

definite relationship) with external regulation, identified
regulation and intrinsic motivation and a non-significant
association with integrated regulation.
A significant correlation (0.3733) was found
between intrinsic motivation and self-oriented
perfectionists. This depicts that individuals who are
given the opportunity to learn new things and take
interesting challenges often tend to be self-oriented
perfectionist demanding flawless work from themselves
and this can be considered as an important personality
trait to develop autonomous behaviour and thus at
workplace, these individuals can be placed in jobs that
require intense attention to detail. Since self-oriented
perfectionists are intrinsically motivated, they are seen
to adopt a mastery or expertise on goal focusing to learn
new skills or to improve their current skills, they
specifically focus on outperforming others. Such
individuals when coached, can do wonders in the
workplace. For instance, one way to motivate such
individuals would be to train them on latest technologies.
As Daniel Pink (2009) has mentioned in his book
“Drive”, autonomy, mastery and purpose are the three
things that can intrinsically motivate individuals and
this is very valid for all the self-oriented perfectionists.
Thus organizations must design the work in such a
manner that caters to all the three points mentioned by
Daniel Pink. Very few organizations provide autonomy
to their employees (Pink,2009 pp. 92-98) and such
organizations are doing wonders in this VUCA world as
they are trying to harness this obsessive behaviour of the
perfectionist to create magic at their respective
workplace.
Moreover, the present study shows a significant
(substantial relationship) correlation (0.4527) between
socially prescribed perfectionism and introjected
regulation. It shows a significant correlation (0.4534)
between socially prescribed perfectionism and
amotivation. The socially prescribed perfectionist is
motivated by a fear of disappointing others and thus it is
kind of self-imposed pressure that such individuals
display. Often procrastination is seen in such individuals.
These individuals believe they will be valued only if they
produce nothing less than perfect work. This tendency
often leads to the feeling that they should do better than
before. Such individuals are motivated by internal
rewards or punishments and thus the present study
shows a moderate positive correlation between sociallyprescribed perfectionism with introjected regulation.
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These perfectionists must be recognized by giving
external rewards however their behaviour can be changed
via coaching them. Thus the organizations must focus
on providing coaching to such individuals to channelize
their creativity so that procrastination is reduced and
thus increase the productivity of the organizations. Since
this obsessive behaviour has increased significantly since
1989 (Curran & Hill, 2017), there is a need for the
organizations to think in this direction and change their
workplace practices accordingly.
10. FUTURE SCOPE OF RESEARCH
This study aimed at understanding the
association of perfectionism and motivation in Indian
employees. This study can be extended to entrepreneurs,
defense sector, education sector and other service sectors.
A comparison of the same can help in developing a model
which could minimize perfectionism. Future research
should examine the association between performance and
perfectionism and the mediating role of motivation,
appraisals and coping strategies.
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