‘Theory X’

management

Theory X - authoritarian,
repressive style. Tight control,
no development. Produces
limited, depressed culture.

‘Theory Y’

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

management

© alan chapman 2001-4 based on Douglas McGregor's X-Y Theory. More free online learning materials are at www.businessballs.com.

Not to be sold or published. Sole risk with user. Author accepts no liability.




* Adapted 8 level

Hierarchy of Needs
diagram, based on
Maslow's theory

Transcendence
helping others to self-actualize

y 4 )\
Self-actualization
personal growth, self-fulfilment

e 7 \
; Aesthetic needs
% beauty, balance, form, etc.

)\
Cognitive needs
knowledge, meaning, self-awareness

y 4 ) \
Esteem needs
achievement, status, responsibility, reputation

Belongingness and Love needs
family, affection, relationships, work group, etc.

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.

/[ 1\

© design alan chapman 2001-7 - adapted by persons unknown based on Maslow’s Hierarchy of Needs
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Herzberg's
Motivators
and Hygiene
Factors

'motivators’

achievement

recognition
work itself '
responsibility
advancement

S
personal growth

I E—
T

'hygiene' (or 'maintenance’) factors

Hygiene factors are merely a launch pad - when damaged or undermined
we have no platform, but in themselves they do not motivate.

© alan chapman 2001-4, free resources from www.businessballs.com, not to be sold or published.
Herzberg information. Alan Chapman accepts no liability.




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

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: pay, bonus,
perks, benefits, security, recognition,
interest, development, reputation,

praise, responsibility, enjoyment, etc.

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

© 2002-07 design alan chapman based on ]S Adams’ Equity Theory, 1963. See www.businessballs.com/adamsequitytheory.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.



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

performance

low

ow potential

icebergs

AN

exit/outplacement?

problem
children

] v by e ey gy
COREE A

hi

superstars

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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A country club:

no attention
to production
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Figure 4.7 Blake-Mouton Leadership styles

friendly organisation,

Cultural Leadership

team management:
trust and respect, committed
people to achieve high
results
middle of the road:
a balance between
work and people

“ authority-compliance:
¢ minimal attention all attention is paid to
% + to work and people work and none to people
- R CED
<y low 1

Tlow <

People:

* behaviour

* culture

¢ human development
* satisfaction

ConNcern  for

: 9 high
Pf&o@ ocrron]

The key issues of people and production orientation are:

Production:
e tasks

* structure

* results

* efficiency



Johari Window model
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© design alan chapman 2001-4 based on Ingham and Luft's Johari Window concept

Not to be sold or published. More free online training resources are at www.businessbalis.com.
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The Process of Training and Developing Others - Typical Model

Activities Tools
First understand yourself, your Psychometrics, graphology, reflection,
skills, style, and training needs. »| discussion with others and any other
* available methods.

Understand the trainee’s job. Job description and scale parameters.

Identify the essential and desirable Establish psychometric profile for job.

job skills that affect performance

Establish a skill set and behaviour set

of attributes required for the role.

and results.

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.

v

Agree and explain everything with

the other person. Keep doing it. Involve the other person in completing

the documents that you use.

v

Prioritise training needs (TNA).

Identify and agree development
priorities — the basic training plan. Counselling one-to-one, listen,

understand. Record in writing.

v

Relevant reference material (manuals,

Break down each skill to train. standards, company documents, etc).

Identify and agree elements and

standards of each part (not too Skill elements assessment sheet.

many at once). Assess and agree

current ability per element.

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

v

Identify and agree tasks, activities Task delegation form, (eg ‘SMART").

and/or objectives to train each

element to the required standard. Draw on other resources available

(training courses, managers,
colleagues, external resources.)

v

Implement, follow-up, review.

Encourage, measure, record and Task delegation form, (eg "SMART).

support. Adjust the plan and

priorities if appropriate. Continue Other company systems, appraisals.

positive, ongoing recorded review.

Counsel, listen, understand.

I ANSIANZ ASSTAN IR N

form or use in provision of business services to a third party is not allowed without permission from alan chapman. Support and advice on using this system is available from alan chapman via email advice@alanchapman.com.

© 2002 alan chapman. This model was developed by alan chapman consultancy and you may use it personally or within your organisation provided copyright and www.businessballs.com is acknowledged. Publication in any
More free online training resources are at www.businessballs.com.




Reflective
Observation
Watching

Concrete
' Experience
Kolb's PF p
learning eeing
styles 7
Accommodating Diverging
(feel and do) (feel and watch)
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Abstract
Conceptualisation
Thinking

© concept david kolb, adaptation and design alan chapman 2005-06, based on Kolb's learning styles, 1984
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THE TIME MANAGEMENT MATRIX

I RESULTS: i1

® Stress IV

® Burnout

¢ Crisis management

® Always putting out fires

1 ,
I I
III RESULTS: 1AY

® Short-term focus

e Crisis management

¢ Reputation-chameleon character
¢ See goals and plans as worthless
e Feel victimized, out of control

e Shallow or broken relationships

IT

RESULTS:

Vision, perspective
Balance

Discipline

Control

Few crises
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RESULTS:

e Total irresponsibility
¢ Fired from jobs
o Dependent on others
or institutions for basics




