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Something to ask you whilst we wait to begin …

What do you notice or observe about individuals in your team when they are:
• Effective (successful in producing a desired or intended result) and efficient (working in a smart and 

competent way)? 
What do they do? E.g. more of, less of etc

Chat box:  What do you notice people doing when they are being effective and efficient

Presenter
Presentation Notes
Use this time to check people can be seen and heard
Ask them to keep their camera on – use the time available to respond to the question posed
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• We have spaced out the icons that you will see on your screen

• Each has a function to help you more effectively connect and participate in 
this session

• You know you have succeeded in activating the function when the FIRST 
THREE icons turn Green!

Finding the way around our learning space

Coaching Skills Learning Session – Adobe Connect

Presenter
Presentation Notes
(Change the slide or delete it – if not helpful – make it relevant to the platform you are using e.g WebEx, Zoom or Adobe Connect)
Response mechanism in the platform being used e.g. Raise your hand. Laughter, applause etc
Please tell me if you step away – it will help when we have to sort you into workgroups

Please keep your cameras on, it makes a big difference to be able to see each other during the session.
Please keep yourself on mute until you’d like to share something with the group.
There will be individual exercises, pair discussions, group chats, please be generous and share your thoughts and experiences with the group. 
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Welcome to:

MOTIVATING FOR PRODUCTIVITY

Presenter
Presentation Notes
Welcome
Greet people in your own way, starting promptly at the advertised time
Anticipations:
Time of session, very important to let me know if you leave the session for whatever reason so planned activities and groupwork can be organised around your leaving
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Our Aim
• To master the skill of encouragement by providing leadership support that builds sustainable team effectiveness, using 

the 3 C’s approach for meeting the psychological needs of individuals

Our Objectives
• To examine the nature of motivation in others and why it differs 

from our own
• To determine intrinsic and extrinsic motivation
• To define three psychological needs and apply leadership 

behaviour that appeals to each
• To nurture Intrinsic motivation and its positive impact on 

effectiveness and efficiency

Presenter
Presentation Notes
Inform participants about the aim and objectives of this session
Sent previously on joining Instructions letter

Reference the Three C’s model as something we will be looking at in some depth during the 90 minutes
Anticipate: Motivation is something we have all been either taught or is something we have studies. In this session we will look at recent research and studies which may challenge what we know about motivation and how it works.
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Our Plan for Today

How we 
communicate 

today

Presenter
Presentation Notes
1 How we communicate today in this virtual space and cover our aims and objectives

2. Take a Poll about your view on motivating someone

3. Look at Physical and Psychological energy and its relevance to motivation

4. Three very specific needs that are relevant to everyone, anywhere, any geography, culture etc, We might do a quiz on this together

5. Your takeaways and plans for implementing your learning as well as cover next steps in your learning journey
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Presentation Notes
1 How we communicate today in this virtual space and cover our aims and objectives

2. Take a Poll about your view on motivating someone

3. Look at Physical and Psychological energy and its relevance to motivation

4. Three very specific needs that are relevant to everyone, anywhere, any geography, culture etc, We might do a quiz on this together

5. Your takeaways and plans for implementing your learning as well as cover next steps in your learning journey
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1 How we communicate today in this virtual space and cover our aims and objectives

2. Take a Poll about your view on motivating someone

3. Look at Physical and Psychological energy and its relevance to motivation
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2. Take a Poll about your view on motivating someone
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4. Three very specific needs that are relevant to everyone, anywhere, any geography, culture etc, We might do a quiz on this together
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Our Plan for Today

How we 
communicate 

today

POLL: 
About 

motivating 
others

Energy and 
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and efficient

The 3 C’s Model  
about 

psychological 
needs
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reflections and 
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Presenter
Presentation Notes
1 How we communicate today in this virtual space and cover our aims and objectives

2. Take a Poll about your view on motivating someone

3. Look at Physical and Psychological energy and its relevance to motivation

4. Three very specific needs that are relevant to everyone, anywhere, any geography, culture etc, We might do a quiz on this together

5. Your takeaways and plans for implementing your learning as well as cover next steps in your learning journey
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Let’s do a quick Poll
This will require a YES or NO response from you 
Then a question about why you chose your answer

Question: Can we motivate another person? Yes No

In the relevant chat box, please briefly explain your response

The reason I said “No” was because:The reason I said “Yes” was because:

Presenter
Presentation Notes
Once people have submitted their responses – show results
Facilitate and Debrief responses to this Poll
Did anyone think – I wish there was a “Maybe” button?
Ask questions about the basis of their decision e.g. Was taught this, reading I did ..  said this viewpoint this was correct etc
Transition:
People are already motivated. The saying goes that you cannot fill a vessel that is already full.
This can be confusing because we have mostly been taught that we can motivate people e.g. Carrot and stick method, give them what they want, a bonus works wonders
Unfortunately here we are talking about the quantity of motivation someone receives and it has an extremely short impact, we need to think about the quality of motivation.

People are motivated all the time for different reasons than you are. If they are not paying attention on a zoom call and you suspect they are checking out their Instagram, the truth is they are motivated, just not about the zoom call, and they have gone in their own motivational direction that is different from your own. 
They are not, “not motivated”, on the contrary they are motivated, just not in the same way you are about the same thing.

It’s a bit like when we go the fairground and have a chance to go on the huge ride that spins you and turns you upside down at speed – as a group if we went some would really love it, others not so much. Here we have the same experience and different levels of motivation about it!

Three things happen: 1. People check out the situation, 2. They come to their own conclusions based on their needs and 3. Then go in their own motivational direction – this is what we will learn more about today in making motivation for productivity sustainable because it is what is called OPTIMUM Motivation.
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Let’s do another activity

On this whiteboard we’ll check out how you can tell when someone is motivated.
Using the Text button, write your comments in the relevant chat box provided

You can tell when someone is motivated 
because:

You can tell when someone is NOT motivated 
because:

Presenter
Presentation Notes
Whiteboard activity: Use placeholder slide, in 2 halves as shown on slide�QUESTION: How can you tell whether someone is motivated or not about something? �Respond using text box(s) Prompt people to respond by asking more questions as needed
e.g. their behaviour, their demeanour, how they speak, their work quality

Quick debrief before moving to Explanation of Intrinsic Extrinsic motivation
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INTRINSIC MOTIVATION

refers to behaviour that:

• comes from within the 
individual 

• because it is naturally 
satisfying 

• and personally 
rewarding

Presenter
Presentation Notes
Intrinsic motivation refers to behaviour that comes from within the individual because it is naturally satisfying and personally rewarding. A good example of intrinsic motivation are hobbies since you like pursuing them and do it from within yourself. 
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INTRINSIC MOTIVATION

refers to behaviour that:

• comes from within the 
individual 

• because it is naturally 
satisfying 

• and personally 
rewarding

EXTRINSIC MOTIVATION

refers to behaviour that:

• comes from outside the 
individual 

• And involves doing 
something because you 
want to earn a reward or 
avoid punishment.

Presenter
Presentation Notes
Extrinsic motivation involves doing something because you want to either earn a reward or avoid punishment.
When you do something out of extrinsic motivation, you do it because of outside influences. For example, if you solely go to work to earn money. Looking good in front of your peers as you head up the teams' sales league table or fear of not getting your bonus etc

However, this doesn’t reveal the full story there are graduations and distinctions within each of these definitions
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Motivational Range – Quality vs Quantity

Motivational QualityLow High

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When we talk about Motivation, we can talk about Quantity vs Quality
Quantity has a short-term impact is often quickly forgotten, if we want a sustainable impact on performance, we need to address the Quality of the motivation which is the OPTIMUM form of motivation
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Motivational Range – Quality vs Quantity

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When we talk about Motivation, we can talk about Quantity vs Quality
Quantity has a short-term impact is often quickly forgotten, if we want a sustainable impact on performance, we need to address the Quality of the motivation which is the OPTIMUM form of motivation
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Motivational Range – Quality vs Quantity

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When we talk about Motivation, we can talk about Quantity vs Quality
Quantity has a short-term impact is often quickly forgotten, if we want a sustainable impact on performance, we need to address the Quality of the motivation which is the OPTIMUM form of motivation
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Motivational Range – Quality vs Quantity

• Doing something 
without thinking or 
believing it is 
very important

• Doing something 
without being 
interested, enthusiasti
c, or sympathetic.

• E.g. “You really don't 
care, do you?” he said. 
'You're just going 
through the motions.”

Disinterested

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When people are not motivated, they can appear to be  totally disinterested
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Motivational Range – Quality vs Quantity

• Doing something 
without thinking or 
believing it is 
very important

• Doing something 
without being 
interested, enthusiasti
c, or sympathetic.

• E.g. “You really don't 
care, do you?” he said. 
'You're just going 
through the motions.”

Disinterested External

• Doing something 
because it is expected

• Doing something 
because of potential 
punishment or reward

• Peer group pressure

• E.G. “You have to do 
this.” she said. “If you 
don’t, none of us make 
bonus!”

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When people are not motivated, they can either appear totally disinterested or feel an External pressure to act
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Motivational Range – Quality vs Quantity

• Doing something 
without thinking or 
believing it is 
very important

• Doing something 
without being 
interested, enthusiasti
c, or sympathetic.

• E.g. “You really don't 
care, do you?” he said. 
'You're just going 
through the motions.”

Disinterested External

• Doing something 
because it is expected

• Doing something 
because of potential 
punishment or reward

• Peer group pressure

• E.G. “You have to do 
this.” she said. “If you 
don’t, none of us make 
bonus!”

Imposed

• Doing something to 
avoid guilt

• Exerting self-pressure 
on ourselves

• Doing something to 
appease our ego

• E.G. “I have to 
complete this tonight” 
she said to herself “If I 
don’t, it’ll look like I’m 
not coping!”

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When people are not motivated, they can do it because they feel they have little choice to do anything but act in the way they do
 – moving towards INTRINSIC
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Motivational Range – Quality vs Quantity

• Doing something 
without thinking or 
believing it is 
very important

• Doing something 
without being 
interested, enthusiasti
c, or sympathetic.

• E.g. “You really don't 
care, do you?” he said. 
'You're just going 
through the motions.”

Disinterested External

• Doing something 
because it is expected

• Doing something 
because of potential 
punishment or reward

• Peer group pressure

• E.G. “You have to do 
this.” she said. “If you 
don’t, none of us make 
bonus!”

Imposed Aligned

• Doing something to 
avoid guilt

• Exerting self-pressure 
on ourselves

• Doing something to 
appease our ego

• E.G. “I have to 
complete this tonight” 
she said to herself “If I 
don’t, it’ll look like I’m 
not coping!”

• Doing something because 
it raises the prominence 
of an important issue

• Doing something that 
provides an opportunity in 
which to participate

• E.G. “I strongly believe we 
need to do this” he said 
“It’s not the best job in the 
world, but it’s the right 
one to get us where we 
need to be!”

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Presenter
Presentation Notes
When people are motivated, they can appear engaged, interested due to their own emotional pressures, or they feel the task is important and derive personal satisfaction from seeing that it gets done – moving towards INTRINSIC
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Motivational Range – Quality vs Quantity

• Doing something 
without thinking or 
believing it is 
very important

• Doing something 
without being 
interested, enthusiasti
c, or sympathetic.

• E.g. “You really don't 
care, do you?” he said. 
'You're just going 
through the motions.”

Disinterested External

• Doing something 
because it is expected

• Doing something 
because of potential 
punishment or reward

• Peer group pressure

• E.G. “You have to do 
this.” she said. “If you 
don’t, none of us make 
bonus!”

Imposed Aligned

• Doing something to 
avoid guilt

• Exerting self-pressure 
on ourselves

• Doing something to 
appease our ego

• E.G. “I have to 
complete this tonight” 
she said to herself “If I 
don’t, it’ll look like I’m 
not coping!”

• Doing something because 
it raises the prominence 
of an important issue

• Doing something that 
provides an opportunity in 
which to participate

• E.G. “I strongly believe we 
need to do this” he said 
“It’s not the best job in the 
world, but it’s the right 
one to get us where we 
need to be!”

• Doing something that 
enables me to 
demonstrate my 
personal values

• Doing something that is 
meaningful and 
purposeful

• E.G. “I really do see this 
as important. This will 
enrich what we do and 
improve how we work –
Great!”

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Integrated

Presenter
Presentation Notes
When people are motivated, they can appear engaged, interested due to their own emotional pressures, or they feel the task is important and derive personal satisfaction from seeing that it gets done – moving towards INTRINSIC
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Motivational Range – Quality vs Quantity

• Doing something 
without thinking or 
believing it is 
very important

• Doing something 
without being 
interested, enthusiasti
c, or sympathetic.

• E.g. “You really don't 
care, do you?” he said. 
'You're just going 
through the motions.”

Disinterested External

• Doing something 
because it is expected

• Doing something 
because of potential 
punishment or reward

• Peer group pressure

• E.G. “You have to do 
this.” she said. “If you 
don’t, none of us make 
bonus!”

Imposed Aligned Inherent

• Doing something to 
avoid guilt

• Exerting self-pressure 
on ourselves

• Doing something to 
appease our ego

• E.G. “I have to 
complete this tonight” 
she said to herself “If I 
don’t, it’ll look like I’m 
not coping!”

• Doing something because 
it raises the prominence 
of an important issue

• Doing something that 
provides an opportunity in 
which to participate

• E.G. “I strongly believe we 
need to do this” he said 
“It’s not the best job in the 
world, but it’s the right 
one to get us where we 
need to be!”

• Doing something that 
enables me to 
demonstrate my 
personal values

• Doing something that is 
meaningful and 
purposeful

• E.G. “I really do see this 
as important. This will 
enrich what we do and 
improve how we work –
Great!”

Lower productivity
Loyalty and trust issues
Decrease in creativity
Less learning

Motivational QualityLow High

Higher levels of performance
Greater loyalty and trust
Increase in creativity and idea generation
More learning

Ref: Adapted from Immersyve Inc

Integrated

• Doing something that is 
interesting, engaging and 
enables me to use my 
skills

• Doing something that is 
natural, fun and 
enjoyable

• E.G. “I love doing this 
kind of thing” she said 
“It’s so good to see the 
end result working for 
people!”

Presenter
Presentation Notes
When people are motivated, they can appear engaged, interested due to their own emotional pressures, or they feel the task is important and derive personal satisfaction from seeing that it gets done – moving towards INTRINSIC

Discuss – Mics on, so if you cannot motivate people what can you do to shift them from extrinsic to intrinsic (link to Sales PRO-PAYBACK – You Appeal and the WIIFM factor�Take feedback�You will be pleased to know this is a skill that can be learned and it is also possible to affect someone’s effectiveness and efficiency.
You need to consider that whilst you cannot motivate someone you can provide an environment of encouragement and support that has a positive impact on their type of motivation
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Psychological and Physical 
Energy

If you think you can, you will
If you think you can’t you won’t

Our ability to use our mental processes to help or 
hinder us in what we do.

The way we think can generate the vigour or spirit to 
act or the listlessness and lethargy not to.



24© 2020 TackTMI International

Our Psychological Needs

They are independent of race, religion, 
creed, sex, geography, and culture

These needs reside at the heart of what 
motivates us all 
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Our Psychological Needs

They are independent of race, religion, 
creed, sex, geography, and culture

These needs reside at the heart of what 
motivates us all 

Connection

CompetenceChoice
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Let’s do a Quiz
This is a multiple-choice quiz

For each one of the three psychological needs you will be presented with FOUR statements. Please read 
them and click as many of the answers that you think are correct

This will take about 3 - 4 minutes maximum to complete
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The 3 C’s Quiz

CHOICE: Where …
• I may not be able to change the situation, yet I can change my response to it
• I feel I have options within recognised parameters 
• I can do as I please, when I please
• I am the mastermind of my own behaviour

CONNECTEDNESS: Where …
• I feel a real and positive association with others that I interact without fear of politics or ulterior motive on their part either in person or when 

we meet in a virtual setting
• I feel we have a sense of purpose together with aligned goals where we work with each other to achieve them
• I talk with people not about them
• I think we contribute to something of greater meaning than would not  be the case if we didn’t get on together

COMPETENCE: where …
• I feel able to deal with anything that comes my way
• I think training is not important because you either can or you cannot do something
• I can build my skills and gain more experience to develop those skills whilst I am working
• I learn all the time and find I use my newfound learning in situations I hadn’t thought of before

INSERT IN QUIZ ON PLATFORM)
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The 3 C’s Quiz – The incorrect answers

CHOICE: Where …
• I may not be able to change the situation, yet I can change my response to it
• I feel I have options within recognised parameters 
• I can do as I please, when I please
• I am the mastermind of my own behaviour

CONNECTEDNESS: Where …
• I feel a real and positive association with others that I interact without fear of politics or ulterior motive on their part either in person or when 

we meet in a virtual setting
• I feel we have a sense of purpose together with aligned goals where we work with each other to achieve them
• I talk with people not about them
• I think we contribute to something of greater meaning than would not  be the case if we didn’t get on together

COMPETENCE: where …
• I feel able to deal with anything that comes my way
• I think training is not important because you either can or you cannot do something
• I can build my skills and gain more experience to develop those skills whilst I am working
• I learn all the time and find I use my newfound learning in situations I hadn’t thought of before

INSERT IN QUIZ ON PLATFORM)
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CHOICE – WHAT IT MEANS

This is the basic need to be the author of one’s life – to have a sense of 
independence, or self-sufficiency.

People want to feel “ownership” for their work and that everyday tasks feel 
meaningful and important.

People need to perceive that they do  have and make choices, and that 
what they are doing is of their own volition, and they are the source of their 
own actions 

Even when specific tasks and goals must be accomplished and mandated 
by our own managers; if the reasons for acting in this way are made clear 
we can still perceive we have choices about our decisions

C
H

O
IC

E

Presenter
Presentation Notes
People need to perceive that they have choices, that what they are doing is of their own volition, and that they are the source of their own actions (Deci
& Ryan, 2002). 

Leaders erode a person’s sense of choice by using controlling language, demanding accountability, imposing goals and metrics, depending on rewards and incentives to manipulate behaviour, micromanaging, and applying pressure (Hardré & Reeve, 2009).
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CONNECTEDNESS – WHAT IT MEANS

This is the basic need to feel we and “matter” to others. Each of us
needs to feel connected in meaningful ways—to feel supported while 
experiencing that others need and value our support as well. 

In the workplace, these needs are fulfilled when we feel respected, valued, 
and included at all levels of the company by our line-managers, colleagues, 
and senior leaders.

This is a person’s need to care about and be cared about by others, to feel 
linked, included and united with others without concerns of ulterior motives, 
and to feel that they are contributing to something greater than themselves 

C
O

N
N

EC
TE

D
N

ES
S

Presenter
Presentation Notes
Connectedness is a person’s need to care about and be cared about by others, to feel connected to others without concerns about ulterior motives, and to feel that they are contributing to something greater than themselves (Deci & Ryan, 2002). 

Leaders erode a person’s sense of connectedness by failing to provide rationale for work, promoting metrics without an effort to help people derive meaning, ignoring feelings, and generating isolation through lack of justice and transparency or drive for results without awareness of people’s personal concerns, or push outcomes without regard for interpersonal relationships
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COMPETENCE – WHAT IT MEANS

This is the basic need to be effective, at meeting everyday challenges and 
opportunities, demonstrating skill over time, and feeling a sense of growth 
and flourishing.

Within organisations, mastery needs express themselves constantly. People 
want to feel they have what they need to succeed at their daily tasks, 
including the resources, skills, and expertise. 

Alongside this, people want to continually stretch their abilities in 
manageable ways that give them a feeling of growth toward career goals.

To deeply engage employees, it is not enough to ensure they can master 
their current workflow—They would like to envision a path that includes new 
challenges and responsibilities, and allows them to anticipate growth in their 
work.

C
O

M
PE

TE
N

C
E

Presenter
Presentation Notes
Competence is a person’s need to feel effective at meeting everyday challenges and opportunities, demonstrating skill over time, and feeling a sense of growth and flourishing (Deci & Ryan, 2002). 

Leaders erode a person’s sense of competence by discounting training, focusing on performance outcomes at the expense of learning outcomes, punishing mistakes, focusing on results over effort, failing to provide appropriate direction and support (Gunnell, Crocker, Wilson, Mack, & Zumbo, 2013).
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Let’s Practice – Three case studies

We will be using 3 breakout rooms to do this activity
• In the breakout room will be your information slide that relates to your group.
• There is also a chat box or whiteboard there for you to use.
• If you need help raise your hand in the menu and I will come to you, which I will be doing at some point 

to see you are OK and answer questions if needed
Your Group Task: 
• To answer the two questions on your information slide
• You have 7 minutes to complete this task
• We will broadcast when you have 30 seconds remaining
• You will automatically be returned to the main group again when time is up
• Please nominate a scribe for this activity
• Also choose a spokesperson for feedback for when we all return to the main group
• Any questions before we place you in your breakouts?

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Sandy, Shona or Sven
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CHOICE
Sandy’s performance and levels of productivity have fallen in recent months. His goal-
oriented behaviour evidenced last year when he achieved his bonus is not evident in his 
current attitude or results and it is unlikely he will be in the running for any bonus this year.

Sandy has been with the organisation 12 years. He recently moved into a similar role in a 
different business unit at his request. He wanted to be closer to home and spend less time 
traveling and more time with his young and developing children. He has been told his hours 
are no longer flexible as the team needs to run a “Tight ship” and be available for end user 
calls for the fully advertised, often unfriendly hours because the team services many 
geographies.

He is visibly stressed, he updates the CRM system after every call for fear of being told he 
is doing a poor job of communicating to the Sales team who depend on that information. 
When asked, his “old” colleagues said he was a jovial sort who always had time to add 
suggestions and ideas, often helping out with supporting and developing the skills of other 
team members without being asked.

What do you think is going on? 
How would you support his universal need for more choice?

SANDY

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Sandy, Shona or Sven and a chat box to collect their insights
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CONNECTEDNESS

SHONA

Shona joined a small team 6 months ago. Everyone in it works with a high degree of 
autonomy, and an equally high level of accountability for their individual results from their 
remote desks at home. At interview Shona mentioned that working for a small team 
appealed to her as this was different from her previous role within a large team situated in 
an open-plan office. 

Shona’s role depends on her ability to gain participation from other members of the team as 
well as from members of other geographically dispersed teams. 

In a recent zoom call with you she stated she was having issues with one or two team 
members who were proving to be illusive and failing to return calls and not responding to 
time based requests. This has meant she has had to go back to those team members she 
has been in contact with to shift plans and dates, yet again. This has, she believes, built a 
degree of tension about her reliability to manage the Appleby Project she is responsible for 
delivering. She also expressed concerns and got quite emotional about how talking to you 
about this issue may result in her having a greater disconnect from the team.

What do you think is going on? 
How would you deepen this universal need of connectedness for her?

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Sandy, Shona or Sven and a chat box to collect their insights
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COMPETENCE

SVEN
Sven is a Marketing manager of a medium-sized enterprise that has a presence 
predominantly in Europe and the Middle East. He has been with the organisation for 2 
years and his experiences from previous employers have shown he is a very capable 
manager and marketeer.

His recent task to build a global marketing campaign for the business on which he had 
spent numerous months to achieve is now defunct given the COVID-19 pandemic. The 
project now requires a complete overhaul with him needing to develop a new set of skills 
that demand an extensive knowledge of SEO, SEM and analytics, all  things he relied on an 
external agency to work on for him.

The overhaul of the campaign has stalled, the urgency for it increased and the beta testing 
work for social media failed miserably. His performance levels have nose-dived 
exponentially, and his immediate supervisor has (in her words) “ …really enjoyed training 
you Sven because I adore marketing!”

What do you think is going on? 
How would you deepen this universal need of connectedness for him?

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Sandy, Shona or Sven and a chat box to collect their insights
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CHOICE – A LEADERS ENCOURAGEMENT

Choice does not equate to freedom. It is a person’s perception of control or their belief 
they have options, regardless of whether they actually have the freedom to act—it is 
their internalisation of their circumstances that determines their sense of having 
choice. 

Many roles demand strict adherence to standards, rules, regulations, and process. 
The way limits are communicated can facilitate the individual’s internal reference, 
either towards or away from perceived self-regulation or independence.

How to develop
1. Use noncontrolling language that invites a perception of choice,
2. Illustrate where the boundaries exist, then explore choices within those 

boundaries,
3. Collaboratively set goals and help reframe goals as being important and relevant
4. Present goals and timelines as valuable information necessary for achieving 

agreed-upon outcomes.

SANDY

Presenter
Presentation Notes
Instead of saying you must update the CRM system after every call – maybe explain:

“Every end user has a different issue to be addressed as we implement this new system globally. The CRM system you work with helps the sales team update how issues have been addressed if questions arise from other businesses within our group; R & D use this data to draw up new plans and designs and finance and marketing use it for their weekly reports, so their daily data feeds are essential and in fact without them we have a huge business problem. You still have the freedom to make choices and decisions about how you use the CRM system, the current recommendation for updating after every call is only so we get fresh and factual data. Let’s discuss your preferences for how and when you do this and how this may influence your work with our end users, does that sound OK to you?”

Encouraging autonomy requires communicating workplace requirements and performance feedback as data or information which the employee needs to be successful, without generating feelings of being controlled by pressure, fear, guilt, shame, power, status, or tangible and intangible external rewards.
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CONNECTEDNESS – A LEADERS ENCOURAGEMENT

Deepening connectedness requires deep listening combined with an acceptance that any negative 
affect and/or sentiments expressed by someone, are potentially valid reactions to a difficult or 
unappealing situation.

It requires a high degree of self-regulation to stay focused on the person’s needs for expression 
(not yours) —including any need you may have to praise them. 

How to develop
1. Demonstrate empathy and caring through listening, acknowledging, and accepting expressions 

of the negative affect;
2. Offer pure and informational feedback rather than personal or evaluative praising;
3. Provide rationale, share information about yourself and the organisation, and discuss your 

intentions openly
4. Help individuals align work and tasks with their own developed values and work-related purpose
5. Frame actions in terms of the welfare of the whole and focus on contributions to the greater 

good.

SHONA

Presenter
Presentation Notes
Avoid downplaying or diminishing emotions:
“You shouldn’t feel that way. Everyone has failed at one time or another. You just need to work harder next time.”

Instead, provide an opportunity for them to acknowledge their emotions:
“It seems you might be wrestling with this right now. If that’s true, I hope you feel comfortable using me as a sounding board. Talking through what you’re experiencing might enable you to make sense of it or even come to a possible solution.”

Praising often says more about the leader’s need than the need of the receiver.

Avoid giving personal and evaluative feedback that erodes connectedness which may result in momentary good feelings for the person receiving your positive opinion, but also increases the risk of the receiver being dependent on external positive evaluation rather than their own internal state of being e.g. 
“I am so glad that you . . . ; I’m so proud of you.”

Instead, provide pure and informational feedback that deepens relatedness: 
“One of your goals for this project was to break down silos within the company and gain participation from a variety of departments. I noticed that you received endorsements from three departments on the report you generated. How do you feel about your effort and that outcome?”
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COMPETENCE – A LEADERS ENCOURAGEMENT
When beginning the competence building process with a new learner there is a higher need for 
specific direction and support to encourage growth and learning. This high direction will reduce as 
competence grows over time.

Micromanaging means providing too much direction to someone who has demonstrated 
competence. If performance drops due to lost commitment, micromanaging only diminishes 
commitment and performance levels further. 

In addition, someone with low competence receiving insufficient direction and support will reduce 
their performance levels even further because their sense of competence diminishes.

How to develop
1. Emphasize learning goals, not just performance goals,
2. ASK: “What did you learn today?” Recognise mistakes as opportunities to learn and grow,
3. Provide training and appropriate support/direction for the person’s level of development,
4. Facilitate problem solving by asking questions to explore options and alternative strategies
5. Establish routines for individual feedback instead of having them wait to receive the feedback they 

need to learn and grow.

SVEN

Presenter
Presentation Notes
Examples
Avoid giving empty feedback that doesn’t build a person’s competence: “I’m happy to see that you met your goal in time.”

Instead, highlight progress that builds their competence: 
“I appreciate the update on your progress. Let’s discuss what you might have done differently in hindsight, what you did that worked, and what you learned that will help you on similar goals in the future.”

Avoid micromanaging someone who has demonstrated competence in the past:
“It appears that the beta test failed to meet the required standards. I’ve outlined what you need to do differently. You’ve got one more try or we risk going over budget and getting a mass of complaints from other parts of the business.”

Instead, with someone who has demonstrated competence in the past, provide an opportunity to problem solve in a way that builds competence: 
“Given the results of the beta test and the demanding timelines to meet our new requirements, let’s identify your options for the next beta test, and discuss what you need and how I can help you get where you need to go.”
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Let’s develop questions to promote each need
3 breakout rooms again to do this activity – remaining in the same group as last time
• In the breakout room will be your information slide that relates to your group.
• There is also a chat box or whiteboard there for you to use.
• If you need help raise your hand in the menu and I will come to you
Your Group Task: 
A. As a leader what specific questions could you ask to promote or support the need you are working 

on? Think of your own team as you work on this question
B. How could you consciously or unconsciously erode the need you are working on? Think of your 

own team as you work on this question 
• You have 8 minutes to complete this task
• We will broadcast when you have 30 seconds remaining
• You will automatically be returned to the main group again when time is up
• Please nominate a scribe for this activity
• Also choose a spokesperson for feedback for when we all return to the main group
• Any questions before we place you in your breakouts?

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Choice, Connectedness or Competence and a chat box to collect their insights
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How to ask Great Questions that Encourage Choice

Asking people about their daily or weekly choices reminds them they do have those 
choices
• You may feel that this goal, was imposed on you. In the face of strong external pressure, rules, or 

control, what options can you identify that might help relieve the pressure and provide you with 
some sense of control over the situation?

• Are you feeling pressured when you think about the task or goal ahead of you? Where is the 
pressure coming from? Why do you think that is?

• How do you feel about the choices you made this week? What choices did you make that you wish 
you had not? Why? What choices did you make that you are glad you did? Why?

C
H

O
IC

E

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Choice, Connectedness or Competence and a chat box to collect their insights

ASK: What could you consciously or unconsciously do to erode this need?
Indicate by tone or language that they must do what you say regardless e.g. micro manage their choices for them etc
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Great Questions to Deepen Connectedness

Asking questions to explore the meaning derived through their work helps 
deepen connectedness and a greater sense of contribution to the team and/or 
business
• As you think about this goal, how does it align with your values or work-related purpose?
• What happened this week that reminds you of the contribution you make to others through 

your work?
• What did you find meaningful in your work this week?

C
O

N
N

EC
TE

D
N

ES
S

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Choice, Connectedness or Competence and a chat box to collect their insights

ASK: What could you consciously or unconsciously do to erode this need?
It would b easy to say don’t worry  it’ll all work out (ignore feelings) or praise them too easily when they are looking for a values based connectedness
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Great Questions to Build Competence

Asking questions about what they have learned builds their 
competence and reminds them of how they have grown
• What did you achieve at that meeting you chaired today?
• As you think of your week, what did you learn that might help you in the future?
• How might your learning from this situation be helpful to someone else?
• What new skills will you develop as you pursue this goal?
• Where are you on a scale of 1 – 10 with developing your XYZ skill, what’s next?

C
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E

Presenter
Presentation Notes
Insert instructions into Breakout rooms for reference with the relevant brief either Choice, Connectedness or Competence and a chat box to collect their insights

ASK: What could you consciously or unconsciously do to erode this need?
Undermine their existing skills, creating an environment where genuine mistakes are not seen as a learning opportunity, inhibiting their learning – suggesting they focus on lesser more menial tasks rtc
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Consider how the people in your team like to work...

• In what ways could you incorporate what you have learned about 
motivation to improve the productivity of your team?

• How will you go about embedding the new behaviours? 
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Moving forward – my learning applied

What am I going to STOP doing?

Presenter
Presentation Notes
There is a Template of this Tool available in the Toolbox – Resource library
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Moving forward – my learning applied

What am I going to STOP doing?

What am I going to START doing?

Presenter
Presentation Notes
There is a Template of this Tool available in the Toolbox – Resource library
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Moving forward – my learning applied

What am I going to STOP doing?

What am I going to START doing?

What am I going to CONTINUE doing?

Presenter
Presentation Notes
There is a Template of this Tool available in the Toolbox – Resource library




47© 2020 TackTMI International

What’s next?

MOTIVATING 
FOR 

PRODUCTIVITY
MODULE 1

MANAGING 
PRODUCTIVITY

MODULE 2

Your 
Action 
Plan

Self-
Assessment

#2

Questionnaire
Intrinsic
Extrinsic
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WE BELIEVE IN YOU

Global Headquarters, Elm Yard, 13-16 Elm Street, Clerkenwell, 
London WC1X 0BJ +44 (0) 1923545553 www.tacktmiglobal.com © TACK TMI 2020
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