
1/17/2014

1

Welcome

Creating a Culture of Motivation

Moving Teams to High Performance

Housekeeping
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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

Break

• I can personally motivate 
people

• Money is a good motivator

• Fear is a good motivator

• What motivates me motivates 
others

© The Employee Engagement Group 2011 All Rights Reserved

Icebreaker - Truth or Myth
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5

Creating a 
Culture of Motivation

© The Employee Engagement Group   All Rights Reserved

Pre-Work – Motivation Technique Assessment

Page 7 - 8

How did you do on your 

technique assessment?

110 – 124?

66 – 109?

Was there anything 

specific you saw that you 

needed to work on?
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The Foundation of Motivation

© The Employee Engagement Group   All Rights Reserved

Physiological

Belonging

Esteem

Self 
Actualized

Safety

Maslow’s Hierarchy 
of Needs

What does your organization 
do to meet each of these 
needs?

Page 7 - 2

Environment of Motivation

© The Employee Engagement Group   All Rights Reserved

Accountability

CommunicateKnow the
Employee

Page 7 - 3
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Environment of Motivation

© The Employee Engagement Group   All Rights Reserved

Accountability
• Set clear expectations
• Manage performance

CommunicateKnow the 
Employee

What do you expect?

© The Employee Engagement Group All Rights Reserved

Expectations You Have 
of Employees
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What is an expectation?

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

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

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.

Then, thinking of an                                                      
individual employee,                                                             
write out at least one                                                
‘development’                                                            
expectations.

© The Employee Engagement Group All Rights Reserved

Page 7 - 4
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Four questions that validate your expectations

How is it 
measured?

Four questions that validate your expectations

How is it 
measured?

Why is it 
relative to job 

success?
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Four questions that validate your expectations

How is it 
measured?

Why is it 
relative to job 

success?

What 
obstacles 

will prevent 
success?

Four questions that validate your expectations

How is it 
measured?

Why is it 
relative to job 

success?

What 
obstacles 

will prevent 
success?

How will you 
influence 
behavior?
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Exercise – Identify and validate 2 expectations

Page 7 - 5

Performance

Management 

© The Employee Engagement Group    All Rights Reserved

Current 

Behavior

Preferred

Behavior

Page 7 - 6
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Identify the Problem

Current 

Behavior

Preferred

Behavior

Performance

Management 

© The Employee Engagement Group    All Rights Reserved

Identify the Problem

Communicate the Problem

Current 

Behavior

Preferred

Behavior

Performance

Management 

© The Employee Engagement Group    All Rights Reserved
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Identify the Problem

Communicate the Problem

Expectations Motivation Ability

Current 

Behavior

Preferred

Behavior

Diagnose the Cause

Performance

Management 

© The Employee Engagement Group    All Rights Reserved

• Doesn’t know expectations

• Is unaware of impacts 

behavior has

• Looking for a ‘better’ way

• Perception that job ‘done’ 

is same as job ‘done well’

• Dissatisfaction with work 

or workplace

• Personal issues

• Environmental issues

• Inadequate tools

• Lack of experience

• Poor or no training

• Physical limitations

Identify the Problem

Communicate the Problem

Expectations Motivation Ability

Take Action

Current 

Behavior

Preferred

Behavior

Diagnose the Cause

Performance

Management 

© The Employee Engagement Group    All Rights Reserved
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Environment of Motivation

© The Employee Engagement Group   All Rights Reserved

Accountability

CommunicateKnow the 
Employee

© The Employee Engagement Group    All Rights Reserved

Ability   
to talk to 
a leaderPage 7 - 7

What does your organization 
do to meet each of these 
communication needs?
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Use your 

communication 

protocol to help meet 

this need

© The Employee Engagement Group    All Rights Reserved
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Session 8 

Preview!
What techniques have we covered in this workshop that 

would allow employees to provide input to the 

organization?
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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?

© The Employee Engagement Group    All Rights Reserved

Ability   
to talk to 
a leader

© The Employee Engagement Group   All Rights Reserved

Accountability

CommunicateKnow the 
Employee
• Professional
• Personal

Environment of Motivation
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Exercise – Just ‘Plane’ Motivated

• In your teams, everyone create a paper airplane

• Do not test any airplanes

• As a team, decide which airplane looks like it  

will fly farthest

• Select a pilot

• Each team will have one 

throw to find out which plane                         

goes the farthest 

• Satisfaction of successful  project
• Want to exercise talents
• Self-motivated if job is 

challenging 

• Want freedom/ independence
• Like to work alone
• Take responsibility for own 

tasks/projects

• Want to be treated fairly
• Compare selves to others

• Crave job security
• Steady income/benefits
• Hazard-free work

• Interaction with others
• Social aspect of workplace

• Specific recognition and 
praise

• Public or private

• Influencing people
• Sometimes controlling
• Lead and persuade

Achievement

Autonomy 

Safety/Security

Equity

Affiliation 

Esteem

Authority 

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

Seven Motivators
Page 7 - 10
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Exercise – Determining Your Motivators

Page 7 - 12

Using the forced ranking 

form in your workbook, 

determine your motivators 

by ranking each:

#1 – Your primary motivator

#7 – Motivates you least 

And all the numbers in 

between.

Once you rank yourself, 

stand under the label on the 

wall that matches your 

PRIMARY motivator.

Next, go to the label that is 

your #2 motivator

© The Employee Engagement Group   All Rights Reserved

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 
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Exercise - Your Team Members’ Motivators

Page 7 - 11

Have a seat.

On the form in your 

workbook, use the first row 

for your information and the 

second row for your team 

member.

Complete column 2 then 

write some ideas from the 

report-backs that you can 

use that will create more 

motivation for that 

employee

Keys to Self Motivation

– Reduce your de-motivators

– Find a support system

– Take time out for breaks and physical activities

– Use humor

– Reward yourself

– Exercise, relax, eat right

– Organize your workspace

– Keep learning

– Track progress

– Help others

– Challenge yourself

– Make mistakes

– Practice positive thinking

© The Employee Engagement Group    All Rights Reserved

Page 7 - 14
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Environment of Motivation

© The Employee Engagement Group   All Rights Reserved

Accountability

CommunicateKnow the
Employee

36

Moving Your Teams to 
High Performance
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Stages of Team Development

• Feeling moderately eager

• Anxiety

• Where do I fit? What is expected of me?

• Testing the situation and people

Forming

• Discrepancy between hopes and reality

• Feeling frustrated incompetent and confused : anger 

around goals, tasks and action plans

• Reacting negatively toward leaders and other members

• Competing for power and/or attention

Storming

• 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

Norming

• Feeling excited about participating in team 

activities

• Feeling team strength

• Showing high confidence in accomplishing tasks

• Sharing leadership

• Performing at high levels

Performing

Team Development Model – Bruce Tuckman© The Employee Engagement Group    All Rights Reserved

Page 7 - 15

Forming

Storming Norming

Performing

© The Employee Engagement Group    All Rights Reserved

Page 7 - 17
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Accelerating Team Development 

Forming

Storming

Norming

Performing• Acknowledge the situation

• 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

© The Employee Engagement Group    All 

Rights Reserved

Accelerating Team Development

Forming

Storming

Norming

Performing

• 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

© The Employee Engagement Group    All 

Rights Reserved
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Forming

Storming

Norming

Performing

Accelerating Team Development

© The Employee Engagement Group    All 

Rights Reserved

• 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

Forming

Storming

Norming

• Share decision making, ownership, and 

accountability

• Continue to celebrate success and look for new 

challenges . . . yet

• Watch for overconfidence in the team

Performing

Accelerating Team Development

© The Employee Engagement Group    All 

Rights Reserved
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Forming

Storming Norming

Performing

© The Employee Engagement Group    All Rights Reserved

Page 7 - 17

Team Development Matrix

© The Employee Engagement Group   

All Rights Reserved

Page 7 - 18
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Assignment

Assignment

© The Employee Engagement Group   

All Rights Reserved

– 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 
is in

• Commit to at least 2 techniques or actions in order to accelerate 
your team from this stage to the next
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Pre-work for 
Session 8

Developing Feedback Mechanisms

Creating a Balance Scorecard

Pre-work for Session 8

© The Employee Engagement Group   

All Rights Reserved

– 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
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Thank you

See you on 
February 21


