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Agenda
8:00-9:15
—Icebreaker

9:15-11:30
— Culture of Motivation
— Moving Teams to High Performance

11:30-12:00
— Assignments for Session 7
— Pre-work for Session 8

Icebreaker - Truth or Myth

* | can personally motivate
people

* Money is a good motivator
* Fear is a good motivator

* What motivates me motivates
others
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Creating a
Culture of Motivation

Pre-Work — Motivation Technique Assessment

’

A

Page 7-8

Statement
117y 10 Persuace and INfluence peopie rather than force them of guit-rp
them o do what | want.

11y 10 make work 35 enjoyatie 3 pOsSEDIE for My co-workers and
employees

131K to people who don't cooperate 10 find out ther reasons.
1 use my knowledge of nonverbal communication o influence GISCUSSIONS.
1give the peopie | work with 7l 3nd frank Information whenever possidle

171 35k peopie’s opinions, | make 3 point of Implementng their ideas when |
can

13v0Kd office poltcs and gossip.

1 discourage otner people from being INvolved 1 office POSECS and gosSIp
1Invoive people In Issues at the earfest possbie opportunty.

1give reasons for my 3ctions and for any disagreements with peopie

1 seek consensus and encourage ohers 1o 4o the same.

17eact to falure by analysis and cofrection, not Diaming

1 522k 3 baiance between firm control and giving peopie Independence.

1 make conscious efforts o Improve my motvatonat skils.

1 ehange benchmants to keep targets at stmuatng heights.

1 revise the system In order 1o remove obstacles o performance.

1 encourage pecple o be open a50ut what they consider positive
motvators.

In taiking about their performance In joint efiorts, | Invite
appralsal of my oan effort.

10rganize work 50 @3ch person can actually complete the assigned task
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How did you do on your
technique assessment?

110 — 1247
66 —109?

Was there anything
specific you saw that you
needed to work on?
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The Foundation of Motivation

Maslow’s Hierarchy
of Needs do to meet each of these

? What does your organization
needs?

Self
Actualized

Esteem Page 7 - 2

Belonging

Safety

Physiological

© The Employee Engagement Group  All Rights Reserved

Environment of Motivation

Accountability Page 7-3

© The Employee Engagement Group  All Rights Reserved
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Environment of Motivation

Accountability
« Set clear expectations
» Manage performance

© The Employee Engagement Group  All Rights Reserved

What do you expect?

Expectations You Have
of Employees

© The Employee Engagement Group All Rights Reserved
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What is an expectation?

Expectation (n) - anticipation of a result or outcome from
ourselves or others

Two types of expectations

— Performance
¢ Productivity
* Project safety, quality, and performance
¢ Adherence to company policy
* Work - life balance

— Development
* Growth in the department and company
* Training & education
* External opportunities

© The Employee Engagement Group All Rights Reserved

Exercise - Write expectations

Write out one or two ‘performance’ expectations.
These could apply to everyone you supervise or you
might want to think of one employee.

™ Polomance Eapectafions |
Then, thinking of an

individual employee,
write out at least one
‘development’
expectations.

’

7

Page 7 -4

© The Employee Engagement Group All Rights Reserved
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Four questions that validate your expectations

Four questions that validate your expectations

Why is it
relative to job
success?
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Four questions that validate your expectations

Why is it
relative to job
success?

Four questions that validate your expectations

Why is it
relative to job
success?
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Exercise — Identify and validate 2 expectations

Expectation:

Why is it
relative to job
success?

f

W Page 7 -5

Performance

Management
g

»

Page7-6 Preferred
Behavior

© The Employee Engagement Group Al Rights Reserved
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Performance

Management

aentl Yy t' e EI’OB em

Preferred
Behavior

© The Employee Engagement Group Al Rights Reserved

Performance

Management St
g

Iaenn?y tge ProB em

1

‘ Communicate the Problem ‘

Preferred
Behavior

© The Employee Engagement Group Al Rights Reserved
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Performance

Management

aentl Yy t' e EI’OB em

1

‘ Communicate the Problem ‘

Diagnose the Cause

Expectations Motivation Abilit

« Perception that job ‘done’ « Environmental issues
is same as job ‘done well’ «|nadequate tools

- Dissatisfaction with work  « | ack of experience
or workplace + Poor or no training

- Personal issues * Physical limitations

« Doesn’t know expectations

« Is unaware of impacts
behavior has

« Looking for a ‘better’ way

Preferred
Behavior

© The Employee Engagement Group Al Rights Reserved

Performance

Management St
g

Iaenn?y tge ProB em

1

‘ Communicate the Problem ‘

Diagnose the Cause

Expectations Motivation Abilit

Take Action

Preferred
Behavior

© The Employee Engagement Group Al Rights Reserved
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Environment of Motivation

Accountability

© The Employee Engagement Group  All Rights Reserved

do to meet each of these
communication needs?

% What does your organization

Ability
to talk to
aleader

Page 7-7

© The Employee Engagement Group Al Rights Reserved
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Use your
communication
protocol to help meet
this need

Scope MessagelTopic Ceader Venue Audience

S

—tegwew ot Uompany Metacs (2.9 neam &
=Siaty parfarmancs o pian. netSsies gmeth
Corporsie | Sie czo Emai s Empioyses
= Feten AvarsOmporunties ”

— —
s
=
I === N | p——
Dffice Manager or Office
s
P e
Deparment | SEERIEEIEEOSIE | Do v | o mesis | AETROY=S
bz
==
— = e e
Corporate STrTgy Upe=e CEO On-site meatings [ Sr. Mgt. Team|
———
E———— —
— | ooz | SR
© The Employee Engagement Group All Rights Reserved Regional -Strategic Initiatves GEO orconference cdll | HWPs. Uthee
S s

What techniques have we covered in this workshop that Sessipn 8
would allow employees to provide input to the \ Preview!
organization? Q

)

1/17/2014
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What opportunities do employees have to talk to their
supervisor or other leader?

Do you have an
‘open door’ policy?
What does that
really mean?

What are
barriers you
can think of?

Ability

to talk to ‘
\eader/

© The Employee Engagement Group Al Rights Reserved

© The Employee Engagement Group  All Rights Reserved
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% Exercise — Just ‘Plane’ Motivated

« In your teams, everyone create a paper airplane

* Do not test any airplanes

* As ateam, decide which airplane looks like it

will fly farthest
* Select a pilot

e Each team will have one

throw to find out which plane
goes the farthest

© The Employee Engagement Group All Rights Reserved

Vd

Seven Motivators

« Satisfaction of successful project

« Want to exercise talents

« Self-motivated if job is
challenging

» Want freedom/ independence

AUtonomy * Like to work alone

* Take responsibility for own
tasks/projects

« Crave job security

SECEIW/ASISN1Y * Steady income/benefits
* Hazard-free work

10l

: « Want to be treated fairly
qu'”ty « Compare selves to others

Affiliation .

Esteem

Authority

Page 7 - 10

Interaction with others
Social aspect of workplace

« Specific recognition and
praise
« Public or private

« Influencing people
» Sometimes controlling
* Lead and persuade

Adapted from The Manager's Desk Reference
- Cynthia Berryman-Fink and Charles B. Fink

1/17/2014
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% Exercise — Determining Your Motivators

e —— Using the forced ranking
L R R ISR form in your workbook,
ORI — : determine your motivators
“Motivation m":‘uﬁ;ﬁ'ﬁimw = Ideas for Suceess by I’anking eaChZ
[ oo, #1 — Your primary motivator
e e e #7 — Motivates you least

Tere emo o

Authoriey 0315005 o DOWET 870 IE20ETRD. GV em T
oppore

RR—— And all the numbers in

e
o T e between.

Affiliadon

puonomy || B e e Once you rank yourself,
T e e stand under the label on the
P wall that matches your

T e PRIMARY motivator.

Esteam

’
Seourity

%

Page 7 - 12

e T T Next, go to the label that is
= of oer emgloyess. They .
it your #2 motivator

O oOo0 D
i
i
i
ik
i
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% Exercise - Your Team Members’ Motivators

Now that you've thought about yourself and what motivates you, think
about one person you work with or that is on your team.

What do you think is his/her PRIMARY motivator? Go stand under that
label

* Why do you think this?
* How can you use this information to engage him/her?

What is that person’s #2 motivator?
In your groups, make a list of 3 — 5 specific things you

can do to better engage someone with that motivation
style

© The Employee Engagement Group All Rights Reserved
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% Exercise - Your Team Members’ Motivators

Exercise - Seven Key Motivators Have a seat.
List identifywhatyou!
‘secondary motivators for each persen.
“Wofivation Deseription .
i = R On the form in your
Authoriy | s e S b T workbook, use the first row
Affiliaion | T3 wees 3 seranes g smens s . .
T ———— for your information and the
T e G L second row for your team
s;ggrnnd = samay marege
e s o e Py o T W o T member.
Equity_{ mepmpeees =

Hame

Complete column 2 then
write some ideas from the
report-backs that you can
use that will create more
motivation for that
employee

’

A

Page 7-11

© The Employee Engagement Group All Rights Reserved

Keys to Self Motivation Page 7 - 14

— Reduce your de-motivators
— Find a support system

— Take time out for breaks and physical activities
— Use humor o it

— Reward yourself e e
— Exercise, relax, eat right

— Organize your workspace
— Keep learning

— Track progress

— Help others

— Challenge yourself

— Make mistakes

— Practice positive thinking

© The Employee Engagement Group Al Rights Reserved ¥ —
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Environment of Motivation

Accountability

Moving Your Teams to

High Performance

1/17/2014
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ming

Stages of Team Development

Performing

Feeling excited about participating in team
activities

Feeling team strength

Showing high confidence in accomplishing tasks
Sharing leadership

Performing at high levels

Norming -

Feeling moderately eager

Anxiety

Where do | fit? What is expected of me?
Testing the situation and people

Storming

© The Employee Engagement Group  All Rights Reserved

Resolving discrepancies

Developing trust, support and respect
Developing self-esteem and confidence
Being more open and giving more feedback
Sharing responsibility and control

Using team language

r

&
Page 7 - 15

Team Development Model — Bruce Tuckman

Forming

Page 7 - 17
Performing

Storming

© The Employee Engagement Group Al Rights Reserved

Norming

1/17/2014
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Accelerating Team Development

+ Acknowledge the situation rming

+ Map out the journey of the team’s life, what are the predictable
highs and lows

« Establish the common purpose of the team

« Focus on goals, priorities and tasks

* Make it clear how people contribute to the purpose and goals —
role, skills and experience

« Establish team norms

* Build relationships and rapport

- Spend time together as a team prming

Storming

© The Employee Engagement Group Al
Rights Reserved

Accelerating Team Development
Performing

Norming

Storming is natural and essential for change
Allow expression of differences (and frustrations)
Handle disagreement ‘there and then’ and
encourage team members to do likewise
Reinforce positive conflict resolution efforts
Revisit roles, goals, tasks and expectations
Balance individual needs with the overall team
needs

Storming

© The Employee Engagement Group Al
Rights Reserved
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Accelerating Team Development

Performing

Norming

Find areas that the team agrees on and focus
on the positives, what the team does well
Develop self-esteem and confidence in
individuals and in the team by celebrating
success

Encourage open feedback

Ask people to review and improve processes

Storming

© The Employee Engagement Group Al
Rights Reserved

Accelerating Team Development
Performing

+ Share decision making, ownership, and
accountability
« Continue to celebrate success and look for new

challenges . . . yet
« Watch for overconfidence in the team

Norming

Storming

© The Employee Engagement Group Al
Rights Reserved
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Page 7 - 17
Forming Performing
Storming Norming
© The Employee Engagement Group Al Rights Reserved

» Fails to commit to action plans

« Caring, trusting, and enjoyment

Team Development Matrix page -1
Team Development
Forming Storming Morming Performing
Member  Characterized by... Characterized by... Characterized by... Characterized by...
behavior » Anxiety  Increased testing of norms » Effort to get along » Cohesiveness
« Search for structure « Fight or flight behavior » Constructive conflict » Conflict management
 Silence « Aftacks on the leader « Realistic norms and quidelines » Active listening
» Reactive to leader « Polarization of the team + Functional relationships + Shared leadership
+ Superficial + Power s + Acceplance of each otherand ~ » Creative problem sohving
+ Overly polite + Hostility/silence leader + Here and now focus

Reactionto  « Accepted / tested by members
Leadership o Tentative

» Power struggles
» Jockeying for

« General support
» Diffi

» Leadership distributed among
members by expertise

Decision « Dominated by active members
making

« Fragmented

» Deadlocks

« To team leader by default, or
» Mast powerful or loudest

= Based on individual expertise
» Often by leader in consultation
team

= By consensus
« Whatever it takes collectively or
individually

Climate « Cautious
» Feeling suppressed
« Low conflict
» Few outbursts

« Disagreements between
subgroups

« Dealing with differences
. Opeping up true ‘e.eings

+ Shared responsibility
» Open expression
« Di

« Straight co

promptly

Task Get the team started, establish
functions &  identity...
major issues  « Develop common purpose

« Orientation

» Provide structure

o Build trust

» Manage transitions

+ Openly confront issues

» Increased

Establish realistic guidelines and mgusmrdgual.m
standards. laboration

» Team responsibility
» C lion and partici

» Testing of group noms.
« Increasing independence from
leader

» Decision making

» Confronting problems.
« Shared leadership

« Quality and excellence
« Team assessments

+ Monitor accomplishments.

» Critique
interactions.

» Avoid “groupthink

» Satisfy members’ personal
needs

© The Employee Engagement Group
All Rights Reserved
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Assignment

Assignment
— Complete the motivation team assessment on at least 5
people — mark what you think each primary and
secondary motivator is

— Ask those 5 people to complete the motivation self
assessment

— Compare your answers to their answers — how close were
you?

— Using your team (either a team you are on or a team you
lead), determine what team development stage the team
isin
» Commit to at least 2 techniques or actions in order to accelerate

your team from this stage to the next

© The Employee Engagement Group
All Rights Reserved
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Pre-work for
Session 8

Developing Feedback Mechanisms

Creating a Balance Scorecard

Pre-work for Session 8
— List and evaluate feedback mechanisms you use at your
organization to solicit feedback from your employees
+ 360 Reviews
* Surveys
» Suggestion boxes
* Annual evaluations

— Identify at least 5 key metrics you measure in your

organization now and list at least 5 metrics you should use
to measure engagement in the future

— Review the resource links on the web site

© The Employee Engagement Group
All Rights Reserved
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Thank you

See you on
February 21
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