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management

staff

Theory X - authoritarian,
repressive style. Tight control,

no development. Produces
limited, depressed culture.

Theory Y - liberating and developmental.
Control, achievement and continuous
improvement achieved by enabling,

empowering and giving responsibility.



Adapted 8 level
Hierarchy of Needs
diagram, based on
Maslow's theory Self-actualization

personal g rowth, self-fulfilment

Aesthetic needs
beauty, balance, form, etc,

Cognitive needs
knowledge, meaning, self-awareness

Esteem needs
achievement, status, responsibility, reputation

"=:"-T'
l-'I Belongingness and Love needs

family, affection, relationships, work group, etc.
I r: - -.:..-'=.:- i

Safety needs
protection, security, order, law, limits, stability, etc.

Biological and Physiological needs
basic life needs - air, food, drink, shelter, warmth, sex, sleep, etc,

@ design alan chapman 200L-7 - adapted by persons unknown based on lltagjpwsnienrcly_qlNee-ds
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'motivators'

achievement

recognition

work itself

responsibillty

advancement

personal growth

Herzberg's
Motivators
and Hygiene
Factors

Ir
'hygiene' (or'maintenance') factors
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Hygiene factors are merely a launch pad - when damaged or undermined
we have no platform, but in themselves they do not motivate.
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Herzberg's motivators and hygiene factors
(Achievement to advancement are motivators; the others are hygiene factors. Based on percentages of total

factors causing high and low attitude effects; Herzberg - The Motivation To Work, 1959.)
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Figure 4.9 Task maturity and situational leadership (Hersey-Blanchard model)
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Adams' Equity Theory - job motivation

A 2002-07 design alan chapman based on JS Adams'Equity Theory, 1963, See www.businessballs,com/adamsequihrtheorv,htm
This diagram was developed by alan chapman and you may use it personally or within your organisation provided copyright and www.businessballs.com

are acknowledged. More free online training resources are at www,businessballs.com. Not to be sold or published. Sole risk with user.

Balance 'calibrated' and measured against
comparable references in the market-place.

What I put into my job: time, effort,
ability, loyalty, tolerance, flexibility,
integrity, commitment, reliability,
heart and soul, personal sacrifice, etc.

What I get from my job: pdy, bonus,
perks, benefits/ security, recognition,
interest, development/ reputation,
praise, responsibility, enjoyment, etc.

outputsinputs

People become demotivated and reduce input andlor seek change or
improvement whenever they feel their inputs are not being fairly
rewarded by outputs. Fairness is based on perceived market norms.



people performance potential model
For assessing teams and identifying development direction and aims. (See website for usage and referencing information.)

Backbone (high
performance, low
potential)
Give recognition
for good work,
use to coach
others, do they
really have no
potential?

Icebergs (low
performance, low
potential) could
contain potential stars
and backbone.
Counsel, establish
trust, agree aims, and
take action to help,
including
outplacement if best.

high

potential su persta rs

Stars (high performance,
high potential)
Agree challenging work to
stretch them;
coach and mentor; agree
projects and
career development.

Problem children (low
performance, high
potential) Counsel
(boredom? low
challenge?) inspire,
motivate, encourage to
improve performance and
reach potential.
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Figure 4.7 Blake-Mouton Leadership styles
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countrv club:
friendly organisation,
no attention
to production

improverished:
minimal attention
to worl< and people

low 1

1 low

The key issues of people and production
People:
. behaviour
. culture
o human development
. satisfaction

Cultural Leadership

team management:
trust and re.spect, coftmitted

people to achieve high
resu lts

middle of the road:
a balance between
worl< and people

auth ority-com pl ian ce :

all attention is'paid to
work and none to'people

t high

orientation are:

Production:
. tasl<s

o structure
. results
. efficiency



Johari Window model
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First understand yourself, your
skills, style, and traininq needs.

Psychometrics, graphology, reflection,
discussion with others and any other
available methods.

Job description and scale parameters.
Understand the trainee's job.
Identify the essential and desirable
job skills that affect performance
and results.

Establish psychometric profile for job.

Establish a skill set and behaviour set
of attributes required for the role.

Psychometrics, graphology, interview,
discussion and any other assessment
methods available.

Assess the trainee's skills, style,
attributes, situation, and especially
their learning style (see Kolb).

Counselling one-to-one, get to know
the other person, listen, understand.

Agree and explain everything with
the other person. Keep doing it.

Involve the other person in completing
the documents that you use.

Prioritise traininq needs (TNA).
Identify and agree development
priorities - the basic training plan. Counselling one-to-one, listen,

understand. Record in writinq.

Relevant reference material (manuals,
standards, company documents, etc).Break down each skill to train.

Identify and agree elements and
standards of each part (not too
many at once). Assess and agree
current ability per element.

Skill elements assessment sheet.

Involve the other person in completing
the documents that you use.

Identify and agree tasks, activities
and/or objectives to train each
element to the required standard.

Task deleqation form, (eq'SMARTJ.

Draw on other resources available
(training courses, managers,
colleaques, external resources.)

Implement, follow-up, review.
Encourage, measure, record and
support. Adjust the plan and
priorities if appropriate. Continue
positive, ongoing recorded review.

Task deleqation form, (eq TSMART').

Other company systems, appraisals.

Counsel, listen, understand.

The Process of Training and Developing Others - Typical Model
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Kolb's
learning
styles

Active
Experimentation

Dorng

Concrete
Experience

Feeling

Accommodating
(feel and do)

CE/AE

Converging
(think and do)

AC/AE

Diverging
(feel and watch)

cElRO

Assimilating
(think and watch)

AC/RO

Reflective
Observation

Watching

Abstract
Conceptualisation

Thinkrng

O concept david kolb, adaptation and design alan chapman 2005-06, based on Kolb's learnina styles, 1984
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IHb IIME MANAGEMENT MATT{IX

Urgent Not Urgent

I

ACTIVITIES:
Crises
Pressing problems
Deadline-driven projects

II

ACTIVITIES:
Prevention, PC activities
Relationship building
Recognizing new opportunities
Planning, recreation

III

ACTIVITIES:
Interruptions, some calls
Some mail, some reports
Some meetings
Proximate, pressing matters
Popular activities

IV

ACTIVITIES:
Trivia, busy work
Some mail
Some phone calls
Time wasters
Pleasant activities
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