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Introduction 

This e-book is a guide to systemize knowledge about motivational processes and to acquire 

the necessary level of knowledge to complete the Leadership Motivation and Influence workshop. 

One of the most important tasks of the leader is shaping permanent and strong motives for taking 

up activities as a basis for accomplishing tasks and for further self-education and development of 

resources. This is becoming even more important in the profession of a soldier. The development 

of positive relations between the commander and the subordinate creates much greater chances to 

complete the tasks set before the team, and strengthens the responsibility and readiness of 

subordinates for own development and builds a high need for self-improvement. These build a 

soldier's high morale and this allows him to perform tasks that seem to be impossible to accomplish. 

The course of the motivating process depends to a large extent on the ability of the 

commander to initiate and shape interpersonal relations, commander-subordinate. Proper contact 

with the subordinate is the essence of the commanders work. For motivational processes, we can 

include all the mechanisms responsible for undertaking, directing, sustaining and completing 

activities, i.e. it can be said that it is a force that drives everything and everyone to achieve the set 

goals and overcome difficulties appearing on this path. The power of motivation is inherent to the 

teaching process - learning, both external and internal. It also depends on the strategy adopted by 

the commander-leader, but also on many other factors affecting the subordinate: the self-image, 

family and local environment or health condition, which is also indirectly influenced by the attitude 

of the superior. Motivation for action and development is reflected in the way in which subordinates 

see goals, tasks and feelings experienced in relation to tasks. 
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1. Motivation – introduction 

An army - an institution that has been highly specific for ages, designed to prepare its 

participants for behaviours that go beyond their capabilities. The participants of this institution are 

required to prepare essential and psychophysical skills to perform their duties in difficult and 

extreme situations. Situations in which most people would not be able to function. The army, in 

accordance with its tasks, is intended to participate in armed battles, which are also its basic activity1. 

Armed struggle is an activity that forces entities in it to participate in appropriate psychophysical 

attributions related to combat psychology. Stefan Swebocki defines combat psychology as: "When 

quoting the definition of combat psychology, it is worth considering the very notion of armed 

struggle. The very word fight can be perceived in many ways and meanings, for example: the fight 

against poverty, the fight against organized crime, the fight against terrorism, or the fight for 

equalization of the living standards of individuals in the region. The factor distinguishing armed 

struggle from the colloquially understood struggle is the occurrence and association of the first type 

with a certain hostile and negative resonance”. Referring to the fragment of the St. Petersburg 

Declaration2 "that the only legal purpose that states should face during the war is to weaken the 

enemy's armed forces (...) to this end, it is enough to make the largest possible number of people 

incapable of fighting"3 for the armed struggle, such actions can be considered in relation to the 

enemy, aimed at eliminating his units from the battlefield in every possible way. The psychology of 

armed struggle is the psychology of people vulnerable to death, people who defend themselves 

against death, people trying to inflict death on other people - from more or less conscious - reasons 

or under the influence of a certain compulsion. This may involve both the danger of losing health 

or life, as well as the limitation of the individual's freedom. This threat and related effects 

differentiate armed struggle from other known combat models. Considering the psychological 

paradigm, the armed struggle consists of three elements. The first criterion is awareness of the 

existence of life-threatening. Secondly, there must be a known enemy, whose actions are aimed at 

destroying the opponent, therefore it becomes a threat. The last element is the perversion of moral 

                                                 

1 J. Cendrowski, S. Swebocki, Psychologia walki i dowodzenia, Wydawnictwo Ministerstwa Obrony Narodowej, 

Warszawa 1973 r., p. 9. 

2 Declaration on small-calibre bullets - declaration of 11.12.1868 signed by 19 states in St. Petersburg concerning the 

ban on the use of weapons, which causes unnecessary suffering among the opponent's forces and introducing a ban on 

refusing to accommodate defeated soldiers. 

3 http://www.pck.org.pl/pliki/mph/1868_Petersburg_-_pociski_wybuchajace.pdf (available  04.07.2017r.) 
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values and norms that take place during the war. In peace time, killing another human is being 

considered as a crime, but during warfare it is even reworded to bring death to other people4.This is 

an action that is so contradictory to human nature that requires special preparation in special 

conditions, so that the soldier will be most effective, but also suffers the least possible losses, 

physical and psychological. Taking training efforts by a single soldier, as well as by a the whole 

task forces or entire army’s seeking to obtain resources in terms of knowledge, skills, psychological 

and physical, resistance to hardships, and then readiness to undertake a combat task requires a solid 

motivational sphere of the soldier. That is why it is so important to shape the motivation that includes 

both the skills of external motivating and building subjective intrinsic motivation. A high level of 

motivation is one of the basic elements of building a high level of soldier's morale, necessary in the 

performance of tasks for which he is intended. The commander-leader should therefore not only be 

highly motivated, but also he needs a set of skills to motivate the soldiers he commands. An effective 

leader is able to skilfully raise the overall perceived morale of his team to such a level that tasks that 

would be impossible at first seem to be within their reach. Therefore, motivational skills come to 

the fore in both the training needs of the soldier and the commander. 

  

                                                 

4 J. Cendrowski, S. Swebocki, Psychologia walki i dowodzenia, p. 14. 
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Table 1. Non-material motivational factors 

 

Definition of 

success 

he ability to inspire 

and cause change 

getting pleasure 

from work a sense 

of control over the 

surroundings 

 

Factor to motivate 

at the work place 

recognition, 

appreciation 

independence, 

contribution to the 

company's 

development 

Factors of 

motivation to 

action 

good relations with 

co-workers, the 

possibility of 

promotion respect, 

increasing the scope 

of independence 

 

Grounds to come 

to the work 

the possibility of 

promotion a sense 

of control over the 

feeling of being 

appreciated as a 

man, sense of 

belonging 

power  responsibility, good 

atmosphere at work, 
 

others  verbal praise  

  material award  

  additional salary  

Source: A. J. Blikle, Doktryna jakości, Rzecz o turkusowej organizacji, wyd. II, Helion 2018. 

Using motivational communication, you can build your quality of service, and the 

commitment and motivation of subordinate employees. Internal communication tools should be 

oriented to the needs of subordinates. They should emphasize their importance and the significant 

role of their contribution to the institution. In this way they realize the need for recognition. The 

messages are to be structured in such a way as to emphasize the needs of subordinates and give them 

the opportunity to decide themselves at least to the extent that enables the proper functioning of the 

institution. The easiest tool to appreciate is the praise which, being a message expressed by the 

appropriate group of the audience, becomes a strengthening message. Considering the fact that the 

content important for the recipient is included in its praise, its form is also of considerable 

importance. 
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Table 2. The course of a conversation. 

Price- the course of a conversation 

describe your feelings describe emotions I'm happy,  

I congratulate you, 

 I like it 

give facts You prepared the report without errors, you 

managed to deal with the difficult situation 

by yourself, you have acquired a large new 

client 

Source: https://dsc.kprm.gov.pl/sites/defaulr.files.plik.41.pdf (available 19.02.2017) 

 

Approval is the simplest and most widely used form of passing positive feedback. A large 

amount of opportunities to appreciate the subordinate give opinions or people from outside the 

company with which a given employee lead a joint task or senior superiors. The transmission of 

such opinions to their subject, whether by means of congratulatory letters, multimedia or social 

media, has a large load of building the competence of both the recipient and the institution. 

Depending on the possibilities available to the institution, the recognition may be, for example, a 

description of good practices used by the lauded employee presented or in written form in a visible 

and visited place or in a digital form as a message in the network or employee mail. An equally 

good way of recognition is to give the deserved subordinate additional benefits, either in the form 

of a parking space or a worker of the year. A related type building satisfaction is to express gratitude 

but on condition that it is sincere. The communication tools, which contain the conviction of the 

importance of their work, are of great importance for building employees' motivation. For this you 

can use the gamification mechanisms discussed above, engaging subordinates to compete and 

motivate each other. Also, the awareness of the importance of a function in the organization is a 

very powerful tool for motivating employees. In this way, the sense of activity efficiency is given 

to everyday activities performed in the workplace.  
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2. Motivation as a function of  management.  

Thinking about motivating in everyday life, we use terms such as: urge, instinct, energy, 

intention, purpose, intensity, perseverance, desire, need. The concepts mentioned here relate to the 

inner psychic forces that make us do what we do. These psychic forces can be called motives,  

or some internal dispositions, which push us to behave in a certain way and are influenced by both 

internal and external factors. Motivation therefore applies to all processes involved in the experience 

of need or desire and to reduce the intensity of the experienced need. Motivation by Philip 

Zimbardo5 is a general term for all processes related to the initiation, management and maintenance 

of mental and physical activities. The term comes from the Latin verb "movere" (move) and 

illustrates the movement of the drive. All living organisms move towards certain stimuli and actions, 

and avoid others according to what they dictate and aversion. Theories of motivation try to explain 

patterns of "movement" of all species of animals and people, as well as personal preferences and 

achievements of individuals. The motivational process begins with the occurrence of the internal 

state of deprivation disturbing the state of equilibrium. This condition must be strong enough to 

release the energy needed to take action. Speaking very broadly, in building a strong motivational 

state, the most important thing is to call this state in the body. Psychologists try to describe 

motivational mechanisms including in various concepts that we can fit into five basic approaches. 

The first to link biological mechanisms with behaviour. We are all biological organisms and we all 

have more or less complex internal mechanisms, designed to regulate the functioning of the body, 

in such a way as to obey two basic biological laws (survival of the individual, survival of the 

species). These mechanisms push us to action, causing a state of depression and, consequently the 

body's reactions aimed at restoring balance in the body. Second, to explain the variability of 

behaviour the feeling of motivating to a specific action is a very subjective state, which consists of 

individual differences in the scope of ability, skills, experience, or finding oneself at the right time 

and place, constituting the building of the motivational state of the individual. Third, to conclude 

about internal states on the basis of acts performed in public. Behaviour, understood as the only 

external manifestation of internal processes, is the starting point for attempts to explain the intention 

of the subject of behaviour. Fourth, to give someone responsibility for action. Personal responsibility 

is one of the basic concepts in religion, ethics and law. It assumes the functioning of internal 

motivation mechanisms and the ability to control own activities. People are assessed through the 

                                                 

5 P. Zimbardo, Psychologia i życie, Wydawnictwo Naukowe PWN, 2012, p. 468 



Leadership, Motivation and Influence 

 

 

 

9 

 

  

prism of responsibility for their actions. However, it is possible here to diminish individual 

rationality at the moment when the intentions of the subject were not directed at the result of his 

activity, especially in the case of negative consequences, when there were external forces of 

sufficient power to trigger specific behaviour (conformism, social facilitation, authority) or when 

the rationality of the behaviour undertaken by the subject has been dulled by the action of 

psychoactive drugs. In this field, the role of the adopted theory of motivation is to distinguish 

between potential behaviour motifs. The fifth basic approach to the issue of motivation is an attempt 

to explain the perseverance of the individual in the action taken, despite the existence of objective 

adversities on the way to achieving the goal. 

In leadership theories associated with the science of organization and management, three 

points of view on motivation stand out, to which we can assign different concepts, namely: 

 theory of content, 

 the theory of the process, 

 the theory of reinforcement. 

The theory of content can include psychological cognitive theories. As emphasized above, the 

motivation consists of three main factors. Direction, or what a given person is trying to do. Effort 

showing how much he tries, and perseverance telling us how long he tries. Among the aspects listed 

here, the last of these is extremely important due to the specificity of acquiring resources. In this 

field, perseverance is one of the determining factors of personal development. The need for 

achievement is strongly related to the motivation of the individual and the traits of perseverance.  

As emphasized above, the motivation depends not only on the subject of action or just on the 

external situation. This seems to be a social or individual measure of values, thanks to which the 

person acquiring the competences can determine the requirements that he should fulfil in order to 

achieve the goal and contentment, and this is precisely related to the subjective intensity of the traits  

of perseverance. Motivation can be stimulated by an external factor. It creates in the subjects  

of influence the state of deprivation (lack of) and thus the willingness to act in the direction set by 

the leader. Motivating is aimed at influencing others so that they move in the direction we want and 

create a subjective sense of need. In turn, motivating oneself is independent setting the direction and 

then taking appropriate actions to achieve a satisfactory achievement of the goal. 
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Figure 1. The motivation process 

Source: M. Armstrong, Zarządzanie zasobami ludzkimi , Dom Wydawniczy ABC, 

Cracow 2001, p. 107. 

The model of the motivational process presented here suggests that the motivational process 

begins with a conscious or unconscious identification of unmet needs, i.e. a state of deprivation. 

These needs are caused by the desire to achieve, as well as to gain something. As a result, there are 

goals whose implementation will meet the emerging needs and desires, but also selects the path  

of behaviour leading to the achievement of the set goals. Achieved goal - the need is satisfied, the 

subject returned to equilibrium after deprivation. In the anagogical model, we can see the basic 

differentiation of motivating factors. The emotionally mature entities have the ability to trigger 

higher motivation when existential solutions appear as well as the subjective benefits of acquiring 

new resources. According to MS Knowles, the motivation of adults depends on four factors: 

 success - adults want to be successful in self-development, 

 the will - adults want to have a sense of influence on their actions, 

 values - adults want to be convinced that they are doing something worthwhile, 

 pleasure - the action is to bring joy and pleasure. 

This means that adults will be more motivated to take new actions and new challenges,  

if they believe that they are able to achieve the set goal or goals, it will help them to solve real 

problems and so they have sense and understand the need to act. This approach corresponds to the 

theory of coherence of Aaron Antonowsky. Aaron Antonowsky  proved that human functioning in 

situations exceeding its capabilities or resources enforce the use of maximum potential, including 
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the entire power of the motivational resource. This approach corresponds with other researchers on 

this subject. Behind Moos and Billings6 we can assume that the resources constituting a complex 

system of dispositional, cognitive and personality factors create a psychological reference to coping. 

Antonowsky described these resources with a sense of coherence. The sense of coherence is 

understood as the perception of the world through the prism of three dimensions. As understandable, 

controllable and as sensible. According to Antonowski, people with a high sense of coherence have 

the ability to accurately assess reality. For those people, the development of events is not a surprise. 

These people do not succumb to fate and in difficult situations they cope alone or know who to turn 

to for help. The sense of coherence is also read as a resource for people in contact with stressors. 

Antonowsky introducing the term "general immune resources" included physical and biochemical 

resilience of the organism, education and professional position, intellectual capabilities, 

interpersonal skills and socio -cultural properties of the community in which the unit operates. Thus, 

for Antonovski, resources are the properties of a person and the environment that provide specific 

life experiences, which in turn shape the sense of coherence. Antonovsky emphasized that people 

with a high sense of coherence compared to people with low feelings, strong stimuli will not 

perceive as stressors, but rather apply the right strategy to deal with them. 

Other authors have a different relationship between coherence and resources. For example, 

Sheridan and Radmacher7 developed an integrative stress model, where the sense of coherence was 

included only in general immune resources. And if the sense of coherence is an element of the 

individual's resources, it means that it determines the selection of specific styles of coping and thus 

builds a subjective level of readiness for action. What can be seen in the studies of McSherry and 

Holm who showed that the low level of coherence corresponded with avoidance, withdrawal from 

stressful situations, and high with an attitude to face the difficulties. So here the sense of coherence 

is a resource because it is the reason for using certain styles of coping. Antonowsky's coherence is 

strongly related to the co-occurring subjective sense of resourcefulness, comprehensibility and 

situational sense. It is a component of the pro-health salutogenetic8 perspective of A. Antonovsky. 

                                                 

6 AS Billings , RH Moose (1982) Work stress and the Stress-Buffering Roles of Work and Family Resources in: Journal 

of Occupational Behavior No. 3, pp. 215-232. 

7 C. L.Sheridan,  S. A. Radmacher (1998), Psychologia zdrowia. Wyzwanie dla biomedycznego modelu zdrowia, 

Instytut psychologii Zdrowia, Warszawa. 

8 Salutogenesis - a model of approach to health proposed by Aaron Antonovsky. In contrast to the commonly existing 

pathogenic model, this concept emphasizes the preservation of health, not the treatment of the disease; Irena Heszen, 

Helena Sęk: Psychologia zdrowia. Warszawa: Wydawnictwo Naukowe PWN, 2007. 
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The sense of coherence is the global orientation of the human being, expressing the degree to which 

this person has a strong, lasting, dynamic feeling of certainty that the stimuli that flow from the 

internal and external environment throughout life are structured, predictable and explainable; 

resources are available that will allow him to meet the demands of these stimuli; these requirements 

are worth his effort and commitment.9 

These components appear together but with varying intensity they build strong motivation, 

enthusiasm and understanding in relation to the activities performed. The sense of coherence 

recognized as a "generalized" and lasting way of seeing the world and its life in this world is the 

strongest resource of the individual to overcome the hardships of life. High motivation therefore 

depends on the sense of coherence as a whole. People with a strong sense of coherence exhibit  

a significant intensity of these ingredients and a stronger motivation to act. It is worth noting that 

all three components are highly correlated and are inseparable. According to the author of this 

theory, people with a high sense of coherence have the ability to accurately assess reality. For those 

people, the development of events is not a surprise. These people do not succumb to fate and in 

difficult situations they cope alone or know who to turn to for help. The sense of coherence is also 

read as a resource for people in contact with stressors. Behind Moos and Billings, we can assume 

that resources are a complex arrangement of dispositional, cognitive and personality factors that 

create a psychological coping reference. Antonovski introducing the term "general immune 

resources" included physical and biochemical resilience of the organism, education and professional 

position, intellectual capabilities, interpersonal skills and socio-cultural properties of the community 

in which the unit operates. Thus, for Antonovski, resources are the properties of a person and the 

environment that provide specific life experiences, which in turn shape the sense of coherence. 

Antonovski emphasized that people with a high sense of coherence, compared to people with low 

feelings, will not perceive strong stimuli as stressors, but rather in such situations they will apply 

the right strategy to deal with such situations. 

The sense of coherence contained in the theory of salutogenetic corresponds with the Mihály 

flow theory Csíkszentmihályi and the merits contained in it, i.e. the state of " flow ". The author 

created its characteristics based on 9 dimensions: 

                                                 

9 W. C. McSherry, J. E. Holm (1994), Sense of coherence: Its effects on psychological and physiological processes 

prior to, during, and after a stressful situation, w: Journal of Clinical Psychology, vol. 50, Issue 4, p. 476-487. 
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 The task that stands before you is tailored to your skills. It is difficult, but you have 

everything you need to do it; 

 The actions you perform are " automatic "- you do not have to think about what you have 

to do. You just know it; 

 Your goals are clearly formulated - you know exactly why you are doing something and 

what you can achieve with it; 

 You have no problems interpreting the feedback that comes to you. You do not have to 

think about their meaning, you immediately know how to react to it and what to improve; 

 You are completely focused on what you do. Nothing distracts you, all you need is action; 

 You have a total sense of control over the situation - it's up to you how the events will go 

on, you control them; 

 You do not worry about anything, you do not bother about what may go wrong or what 

the consequences will be; 

 You think that time has stopped. You are so absorbed in activity that you do not pay 

attention to him; 

 The most important is satisfaction with the performed action. His result is irrelevant, the 

activity itself is the main source of happiness. 

Each of us longs for a state of positive arousal, a state of creative elation, full commitment, 

concentration and full satisfaction with the performed activity. The process of operation and creation 

can be more satisfying than the end result itself. The word "process" is the keyword here. The 

exaltation that sets our perception here only to the narrow perception of our current activity is just  

a state of " flow " or flow or preoccupation. The state of flow tells us that the subject is maximally 

focused on a particular action. His activity and attention are focused on the activity he performs, 

which is of such importance to him that he completely absorbs his activity and perception. The state 

of " flow" gives the subject a sense of very deep satisfaction, joy and energy. A person in such a 

state is focused on the creation process itself, not on its final result. There is an automation of action 

here, a lack of a sense of transient time, which for a person who is in action, ceases to exist. Man in 

the state of " flow " functions as if in a different reality, in another time dimension. We can achieve 

the state of "flow" by fulfilling several rules that form it. The level of requirements must correspond  

to the level of our competence. The action taken must meet the subjective condition of sufficient 
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difficulty to get more effort than usual and to qualify the skills as high. A person in this state has  

a full sense of control over his actions and full concentration on his performance. The set goals  

are very specific and clearly formulated. In this situation, the emerging challenge arouses motivation 

to act in us. We engage our resources (skills) and fully indulge in the action, drawing only from  

it full satisfaction. So in the " flow " state, the action takes on autotelic value. The reverse of this 

plane of action is acting in a situation that requires much more resources than we have. In this case, 

a sense of fear, limiting perception and acting demotivating. A similar situation occurs in the 

situation of performing tasks requiring much smaller skills than the entity has in its resources. In 

this case, there is a state of frustration, which also reduces the perception and significantly reduces 

the motivation.  
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3. Theories of motivation and their practical application. 

3.1. Cognitive motivation concepts  

Cognitive motivation concepts are derived from studies showing that lack of information 

stimulation is a negative condition for higher organisms. These were studies on sensory deprivation, 

when the body was largely or completely deprived of the influx of stimuli. The consequences  

of sensory deprivation consisted in disturbances of perception, disturbances in thought processes, 

memory disorders, experiencing hallucinations, daydreams and experiencing negative tension and 

fears. In this situation, the provision of information was a positive state, acting as a reinforcement, 

and resulted in the re-integration of brain processes. Information became a reward here. These 

conclusions are connected with the research of D. Berlyne, who discovered that exploratory 

behaviours are activated by such information features as novelty, change, incompatibility, 

complexity, ambiguity or indistinctness10. The body then appears uncertainty and conflict, which 

the person has a tendency to overcome. Cognitive conflict is a negative factor that disrupts the 

proper functioning of the individual. Conflict arouses motivation to reduce it. The beginning of all 

motivated activities is a cognitive conflict that directs the thinking associated with solving cognitive 

problems. 

The issue of cognitive conflict was developed by the theory of cognitive dissonance, 

authored by Leon Festinger, which brought a lot of interesting explanations regarding motivation11. 

The assumptions of this theory are as follows: firstly, people collect cognitive data, which is part of 

all knowledge; secondly, these data can be compared with each other; thirdly, the result of 

comparing cognitive data may be to determine one of three relations between them: consonance, 

dissonance or lack of relationship. The lack of connection between cognitive data is motivativtely 

indifferent. Consonance, on the other hand, appears when, while analysing two cognitive elements, 

the content of the other stems from the content of the other. Consonance is a positive state, which 

motivates a person to maintain or restore him if he has been disturbed. Dissonance arise when, while 

analysing two cognitive elements, the content of one of them results in the opposition or denial of 

the other.  

                                                 

10 Łukaszewski W., Doliński D. (2000) Mechanizmy leżące u podstaw motywacji, w: Psychologia - podręcznik 

akademicki, t. 2, J. Strelau (red.), p. 441-468, Gdańsk, Gdańskie Wydawnictwo Psychologiczne. 

11 Leon Festinger, Teoria dysonansu poznawczego, Wydawnictwo Naukowe PWN, 2007 r.  

https://www.znak.com.pl/autor/Leon-Festinger
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Leon Festinger also speaks about the size of dissonance and consonance and dissonance of 

the total volume. The size of the dissonance / consonance assumes that the dissonance or consonance 

is the greater, the more important the cognitive data remaining in relation to each other, and the total 

magnitude of the dissonance experienced by the individual is the greater, the more favourable the 

proportion of weighted dissonance relationships to all significant relationships. Dissonance occurs 

only when there is a relation of exclusion between cognitive elements, and does not occur when the 

elements, although incompatible, are not contradictory. The size of cognitive dissonance does not 

depend on the size of the discrepancy, but on the validity of cognitive data. Dissonance is an 

unpleasant state, similar in its action to the drive and activating actions aimed at removing conflicts. 

Summing up cognitive concepts, motivation is associated with information processing 

processes, with an abundance or deficit of information, with information compliance or conflict, 

with cognitive equilibrium or dissonance. Tensions in the cognitive system, which are subjectively 

experienced as distress, lead to actions whose direct or indirect consequence is the removal of 

imbalance, incompatibility or conflict. 

Another proposal that can be used to discuss the issue of motivation to act and the 

possibilities and ways to motivate subordinates is an extended cognitive model Falco Rheinberg12. 

Important in this model are the expectations, predictions and beliefs of the person, i.e. certain 

properties belonging to the cognitive sphere of human functioning. Several types of expectations 

are distinguished, which relate to a number of stimuli included in the professional situation: 

perceived situation, possible action, effect of this action and consequences caused by the result. The 

model presents the following expectations: 

       expectations of the effect of the situation; 

       expectations of the effect of the action; 

       expectations of the consequences of the effect; 

       expectations of their own effectiveness. 

The first of these categories expectations, allows to assess whether the same situation already 

provides effect. The higher expectations that the situation already has an effect, the weaker the 

incentive to actively interfere in the situation. This phenomenon is well illustrated by social 

                                                 

12 Rheinberg Falko, Psychologia Motywacji, 2009.  

https://www.empik.com/szukaj/produkt?author=rheinberg+falko
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idleness13. An employee who works with other people to solve the problem can reduce their efforts 

and involvement. He knows that the goal will be achieved by the hands or heads of the other team 

members. Another type of expectations regarding the effect-binding action. The employee assesses 

whether his behaviour will have the desired effect. The more he thinks that his actions will affect 

the result, the more he will be involved in the task. In the exemplary situation described above, there 

is another team member. This employee highly evaluates own competences. He is convinced that 

only he has a good preparation for the task. Then he increases his effort. The third category, in turn, 

is the expectations of consequences of the effect. They carry with them information whether the 

effect will ensure attractive consequences. To what extent will it be important and attractive to the 

employee. The more consequences of an effect are valuable to an employee, the greater his 

motivation to act. The result of solving the task by the team may be receiving a high reward. If the 

team members meet with this award to meet their essential needs (weekend trip, equipment 

purchase, financing a climbing course, etc.), it is expected that their involvement in the task will be 

high. The above types of expectations should be complemented with beliefs about their own 

effectiveness (this corresponds to the concept of Antonowski). They are the basis for the subordinate 

to take action at all. They relate to the certainty that you are able to perform certain actions. 

Subordinates fully engage in solving the problem, if you are convinced that they have sufficient 

knowledge, skills, qualifications. In conclusion, the motivation p relieving you to perform the task 

will be the stronger, the following: 

 the more the result depends on one's own actions and not on the course of things  

or from the characteristics of the situation; 

 greater certainty that the effect of the action will ensure high value implications; 

 the person is more convinced that he is able to do the action. 

An interesting practical application of this model is the diagnostic scheme proposed by F. 

Rheinberg14.It includes seven questions that can be used to identify different forms of motivation 

and motivational problems that subordinates can prove. The questions are as follows: 

                                                 

13 Social idiosyncrasies then when members of the group put less effort into the task, cooperating than when they have 

to work independently. This results in worse effects of group work and making bad decisions. This behavior is the result 

of the belief that being part of a group makes it difficult to assess the contribution of a single person. This facilitates the 

implementation of difficult tasks, but adversely affects the implementation of these easy. In the case of a difficult task, 

the task will be performed better because no attention is paid to the grade. Employees are calmer, which reduces the 

likelihood of undercutting a difficult task. 

14 Rheinberg Falko, Psychologia Motywacji, Wydawnictwo WAM 2006. 
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1.      Does the activity already promise satisfaction with itself? 

2.      Is the activity sufficiently sanctioned by others? 

3.      Does the action have any effect? 

4.      Can this effect have beneficial consequences? 

5.      Could I sufficiently influence my result by my own actions? 

6.      Is the activity very repulsive or does it require giving up something? 

7.      Can I manage my behaviour? 

In the analysis of motivation types, attention should be paid to questions No 1, 2, 6 and 7. 

Due to the issues raised, only the first two will be relevant. If the person answers the question No. 

1 "yes" it can be assumed that there is a self-initiative and self-motivation. The answer "yes" to 

question no. 2 means that it is a controlled activity, subject to influence by others, and therefore it 

is an externally motivated action. An insight into motivational problems enables the analysis of 

answers to questions nos. 3, 4, 5 and 7. Answering "no" to question no. 3 indicates complete lack 

of motivation. You can call it an anti-motivation situation because the person is convinced that he 

cannot cope with the task. As a consequence, he does not get involved in performing activities. The 

question No. 4 can be diagnosed with a shortage of stimuli. If this problem occurs, you can motivate 

by creating and pointing out the positive consequences of a particular action. Question No. 5 allows 

you to determine whether the subordinate is able to perform the given activity, he is competent 

enough to manage the task. If there is a shortage of effectiveness, instead of using various motivating 

instruments, the task for the employee should be changed or modified. Question No. 7 allows you 

to determine whether subordinate is able to deal with a task that is not very pleasant for him. If the 

answer to these questions is "no" can be further strengthened motivation through providing valuable 

and attractive consequences of the task. 

Strengthening motivation to activities should create conditions enabling the achievement of 

external rewards, i.e. those related to the effects of work. The role of such prizes in the form 

monetary whether another next to the permanent wage, it is to attract candidates to work and retain 

them in the company. They are also an incentive for temporary, short-term effort and allow you to 

reduce the dissatisfaction resulting from performing nuisance activities. The rewards have a greater 

impact on the subordinate's motivation if they contain an element of assessment, are transient and 

depend on the results of the work. This is a particularly important issue when the subordinate has 
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internal motivation. In order to strengthen and maintain it, the prospect of receiving the prize should 

be linked to feedback on the quality of the task. 

3.2. Maslow's concept of needs 

The most well-known theory regarding the issue of human needs and motivations Behaviour 

is the Pyramid of Maslow's needs. Abraham Maslow based his theory of motivation on the 

achievements of the school of social relations of Elton Mayo. This school represented the direction 

of interpersonal relations, which is why Abraham Maslow in his the theory focuses on man. 

According to Abraham Maslow man's behaviour drives his desire to meet his needs, not only 

temporary emotional states. Need it is understood as the biological or psychological state of man, 

which directly affects motivational processes, directing his or her behaviour towards satisfying this 

need, which becomes a definite and first-line goal. Motivational processes result from the tension 

associated most often with the lack of something (food, drink, safety, etc.). Man interprets this state 

of tension negatively and consequently, it causes in him the desire to reduce it, that is, limit the lack, 

satisfy the need. We divide needs into lower-order and higher-order needs. The needs of the lower 

order should be satisfied first. They are important for the biological survival of a human being. The 

higher needs are less important for biological survival and their satisfaction may be delayed or even 

disappear. In addition, they can be difficult to recognize. Satisfying higher needs leads to greater 

biological efficiency, longevity, fewer diseases and greater appetite. Abraham Maslow w his 

concept assumes that a man has a specific set of needles, which should be satisfied in specific order. 

The mechanism controlling human motivations that drive behaviour is precisely these needs. Lack 

of satisfaction causes a sense of depreciation causing the organism to become unbalanced. It is the 

attempt to return to homeostasis, at the same time causing the desire to satisfy this lack. In Maslow's 

concept, the needs form a hierarchical system that is depicted in the form of a pyramid. 
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Figure 2. Maslow’s pyramid of needs . 

Source: https://www.simplypsychology.org/maslow.html (available 19.02.2017) 

 

These needs are divided into several categories, and are arranged hierarchically starting from 

the most primary physiological (associated with the five primary elements: air, food, water, sleep 

and reproduction). However, they are not always unambiguous - hunger may signal lack of food or 

feelings of anxiety caused by, for example, lack of money. 

Physiological needs are at the first and the lowest level are the basic needs of survival, 

satisfying hunger, water, oxygen, sleep or the biological functioning of man. They are the most 

dominant of all needs and include organic needs. According to the theory described here, a person 

who experiences lack of food, safety, love and respect will first of all strive to satisfy hunger than 

willingness to get recognition. Very similarly, these needs can be perceived in the context of a man's 

approach to work. We can say that the basic goal of the work is to obtain funds to provide food  

or treatment. Thus, these needs in the organization are satisfied by ensuring an adequate level of pay 

and the working environment. Need safety belongs to needs of the mental and emotional 
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environment. The need to satisfy them only appears when the physiological needs are well satisfied. 

These include elements such as ensuring safety or living free of material concerns, as well as the 

need for stability, protection, order, justice or elimination of threats. In the organization, these needs 

are met, inter alia, at the time of employment continuity, an appropriate program of social benefits 

or pensions. According to Maslow, these needs, just like physiological needs, can act as almost 

exclusive organizers of behaviour. Lack of them and the subsequent need to satisfy them may 

encourage the whole body to set activity on an exclusive search for safety. An entity in such a state 

can be characterized as living almost exclusively for its sense of security. Thus, ensuring the need 

for security can be a great driving force of professional activity. Satisfying the needs of security 

allows us to develop the need of love and belonging, whose deprivation causes the desire to find 

people and situations satisfying this need or the need to modify the environment in terms of expected 

satisfaction. These needs belong to the group of social needs. They arise from the desire to establish 

interpersonal relations. The need for love concerns giving feelings and feeling. This cannot be 

confused with sex, because it belongs to the physiological needs, although very strongly related to 

emotions. The need for affiliation is a group of needs relating to the relationship of man with the 

environment. They are needs of making close contacts with people. They include, among others, 

the need for friendship, attachment, acceptance. These needs result, in a sense, from human deep 

animal tendencies to herd life and from gathering, therefore, they boil down to looking for 

community bonds and feelings. Most of them are satisfied by the family and close friends, but also 

the organizational environment can play a role in their satisfaction. Friendliness at work or a sense 

of belonging positively affects the efficiency of people's work. In the view of employee behaviour, 

the need for belonging is closed in the desire to make contacts with colleagues and superiors. They 

have the nature of social contacts that are based on professional responsibilities or on common 

activities outside of work. Implementation of these needs in a professional team depends on the 

compactness of the team. Not meeting the needs from this level can lead to the closure of self or 

loneliness, which adversely affects the functioning of man and its effectiveness. The need for respect 

and recognition they are the need to gain recognition in their own eyes and in the eyes of other 

people. They have their sources in a stable and well-established, usually high self-esteem, respect 

for themselves and self-esteem, as well as respect from other people. These needs can be divided 

into two directions. The first will be the inner desires of achievement and professionalism. The 

second trend includes the desire to have a good opinion, appreciation or respect from other people. 

Satisfying these needs leads to a sense of self-confidence and self-worth. Their failure, however, 

results in a sense of inferiority and weakness, which in turn leads to discouragement. The strongest 
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self-esteem is based on the respect of other people. The need for respect can be depressed by the 

low assessment of our behaviour by others, the taking of an unsatisfying social position, the lack of 

strength, prestige and success. At this level, the feelings of relatives are not enough, it is important 

that others recognize our professionalism and appreciate it. These needs can be satisfied in the 

organization, inter alia, through public praise on the part of the management, recognition in the 

team, which is an internal value as well as moral. Also ambitious and interesting tasks delegated by 

management can be elements that meet the needs of this level. Another is the need for self-

realization. They are a very important internal motivator of man. These are the needs resulting from 

the individual's striving to deal with what he feels called to - to satisfy his own ambitions. They refer 

to the desire for self-fulfilment, that is, the tendency to realize their potential to become better and 

better. Satisfy the highest need same upgrade means to satisfy the need to acquire knowledge, 

understand the world, and search for aesthetic experiences. These needs give us the possibility of 

continuous individual improvement. These are needs that will never be 100% satisfied. This is due 

to the fact that human ambitions have no limits. Satisfying one's need, there are still more and more 

on the development of the individual. The needs of this level are satisfied mainly by individual 

actions. In an organizational environment, it may contribute to the decision making process or 

acquiring new skills, which in turn may be the source of the employee's feeling of openness to 

promotion. It should be emphasized here that Maslow, apart from the needs described above, also 

distinguished the need for knowledge and aesthetics. Unfortunately, they do not include the entire 

human population and are referred to as elite needs. 

Table 3. Main assumption with down Maslow's theory of needs 

Item. Claim 

1.         The lower the need in the hierarchy, the stronger it is, because it dominates the 

need higher in a situation when both are not satisfied. 

2.         The higher needs appear later with the development of man. 

3.         The higher the need, the less it is necessary to satisfy it for subsistence 

life and the longer it can be unmet and the easier it can disappear 

4.         Satisfying higher needs creates better conditions for biological existence 

human. 

5.         The higher needs are subjectively less obtrusive because they are less conscious. 

6.         Satisfying higher needs brings more desirable subjective effects 

(happiness, cheerfulness), and satisfying the needs of the lower order brings 

relief and relaxation. 

7.         Satisfying higher needs promotes mental health. 

8.         Satisfying a higher need requires more conditions to be met, 

because it is more complex and requires richer action 

and the implementation of many sub-goals (eg obtaining recognition). 
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9.         There must be better external conditions for higher needs to arise. 

10.        If both a higher and a lower need are satisfied, it will be satisfied 

the higher man usually values the higher, which may cause sacrifices 

for achieving higher goals. 

Source: own study based on: S. Tokarski, Kierowanie ludźmi, Bałtycka Wyższa Szkoła Humanis, 

Koszalin 1998, p. 167. 

In Maslow's concept, human behaviour is mainly directed by the needs of the lower order. 

If they are not satisfied, they dominate the remaining needs, pushing them into the background. The 

creator of this concept describes it in detail in the law of homeostasis, on which he bases his theory. 

This law speaks of the human aspiration to balance the needs of a lower order. If these needs are not 

met, then the person loses the balance of the body. The balance is restored only by satisfying these 

needs. They are a source of motivation for him. If the need for a lower order is met, it ceases to be 

the motivator. In turn, the motivation to satisfy the needs of a higher order is here the right to 

reinforce. We read in it that a man satisfying the higher needs feels pleasure, which is why he will 

strive to better satisfy them. those pyramids. 

As your concept grows Maslow extended his theory to a division into the needs of two types: 

- D-type needs (deficiency) - lower-order needs;  

-  type B needs (being) - higher-order needs of the so-called " meta needs".  

According to Jerzy Kulczycki15, "the first is to supplement the natural deficiencies arising 

as a result of human activity, and the second to its development and improvement”. Satisfying needs 

D leads to reduction of motivational tension - unmet however, it is a predictor of diseases and 

diseases. Satisfying the needs of B while, also named by Maslow "metaneeds", Enriches the 

personality, but it is also a source of increased tension. Not meeting needs B leads to "meta-diseases” 

(mental illness: depression, existential neurosis), or to "metapatologi"(apathy, alienation, 

cynicism)." 

Maslow's concept gained considerable popularity because it easily describes the mechanism 

of generating needs and the dynamics of their development. This theory has had a huge impact on 

subsequent research in the field of motivation. Critics accuse Maslow of a simplistic approach: not 

all people - in their opinion meet the needs in the given order. They also believe that some factors 

can meet many needs - for example money, which can also be treated by some as an indicator of 

                                                 

15 Jerzy Kulczycki, Wyzwania psychologii humanistycznej, Konspekt, Pismo Akademii Pedagogicznej w Krakowie, 

No. 18, 2004    
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personal value. The sequence of occurrence of individual needs is also a matter of reflection. Not 

always all employees have five levels of needs, and if they do occur, they do not always accept the 

hierarchy proposed by Maslow. Abraham Maslow defined that human needs are variable and their 

variability results from the development of personality. As a result, the individual attaches less and 

less importance to the characteristics of the lower order as he develops, whereas the personality 

traits, which correspond to the characteristics of the higher order, gain importance. The dynamics 

of individual needs, their perception and motivational actions change in time with the progressive 

development of the personality16. 

 

 

Figure 3. The dynamics of needs as the personality develops 

Source : DR Hampton. Management, New York 1986, p. 413 

 

Maslow's theory can be used perfectly in education. The basic needs of the adept are satisfied 

by the commanders, providing substances necessary for life, caring for basic needs, creating a safe 

and sustainable environment. Commanders are also a source of primary activity patterns that aim to 

satisfy individual needs. Learning to self-cater for the needs of the adept is usually done by 

observing the behaviour of commanders, their imitation and modelling. Thanks to this, the student 

knows and shows behaviours that lead to gaining respect of the environment before he actually 

begins to feel the need for respect. As time goes on, these behaviours and their effects begin to 

internalize, transforming them into a real need. Subsequent schemes of activities that meet needs 

                                                 

16 Józef Penc, Motywowanie w zarzadzaniu, Wydawnictwo Profesjonalnej Szkoły Biznesu, Kraków, 2015 r.   
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arise through social approval. The community is the main "creator" of the needs and methods of 

their satisfaction, including the so-called forced needs. Their satisfaction is forced by the 

environment and effectively ensures social acceptance and socialization. The concept of humanistic 

education refers to the theory of Maslow's needs and self-actualization, which are the basic 

assumptions of humanistic psychology. It proposes a subjective approach to both the student and 

the educator (commander). Maslow assumes that every human being is endowed with inalienable 

attributes: freedom, responsibility, choice and the ability to overcome his own limitations. The last 

one mentioned in this place is most strongly related to human development. Having these attributes 

makes it impossible to impose behaviours that do not meet his needs. Hence the conclusion that 

educational actions cannot take forms of coercion, imposed duty; they should be an incentive to get 

to know each other and choose the goals corresponding to the needs that arise. It is necessary to 

create an adept for conditions enabling independent fulfilment of basic needs as well as 

identification and development of higher-order needs. In this way, the development of potential 

skills is stimulated. The stimulation of the individual's potential is connected with the necessity to 

recognize, accept and coordinate the child's needs through educational programs. The adopted 

system of education should have in mind parallel with the implementation of the curriculum, the 

formation of a social being. The institution should help in the development of an actively 

developing, creative person who finds himself in new social roles, independent and open. One that 

will be able to accept its own autonomy, changes occurring in itself and in the environment; a person 

constantly developing. An important effect of such an educational process is the ability to make 

intelligent, adequate decisions, to take responsibility for one's own behaviour, to critically evaluate 

the situation, to adapt to the new situation flexibly, to creatively use the acquired knowledge, to 

cooperate and achieve their own goals. In general, the ideal of the humanistic education process is 

the ideal person.  

3.3.  Herzberg's motivational factor 

Two-factor theory of motivation for the work of Frederic Herzberg refers to Maslow's needs 

concept and also relies on the hierarchy of needs. Herzberg points to the existence of two different 

dimensions of job satisfaction, which are independent of each other. These factors do not constitute 

a bipolar continuum. It cannot be said that the opposite of satisfaction with work is dissatisfaction 

but in this concept it is a lack of satisfaction. Also the opposite of dissatisfaction is the lack of 

dissatisfaction and not dissatisfaction. The author of this concept believes that two groups of needs 

influence the behaviour of a person, they are: External factors, otherwise known as dissatisfaction 

or hygiene factors (hygiene factors should be understood in the sense of mental hygiene in 
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psychiatry, i.e. they are necessary but not enough to maintain the balance human), refer to the work 

context (work environment). To the author's opinion, we can include: pay, working conditions, 

interpersonal relations, (between employers and employees and superiors), organizational climate, 

company policy and administration, work safety and supervision. Internal factors, otherwise known 

as satisfaction factors, or motivating factors, refer to the content of the work. They concern, among 

others interest in work, achievements, recognition, responsibility or promotion opportunities. These 

factors contribute to increased job satisfaction, which in turn leads to higher employee productivity. 

To them, in turn, we include self-realization, achievements, recognition, the job itself, the 

responsibility of promotion and development of the employee, the ability to perform tasks, 

requirements adequate to aptitudes, skills and interests.17. 

 

Figure 4. Herzberg's two-factor theory 

Source: https://www.toolshero.com/psychology/theories-of-motivation/two-factor-theory-

herzberg/ (available 19.02.2017) 

According to Maslow's scheme, motivating factors meet the needs of self-fulfilment and 

status, whereas hygienic factors - the physiological and social needs. In the Herzberg concept, 

                                                 

17 Tietjen, M. A. and Myers, R. M. “Motivation and Job Satisfaction”, Management Decision, Volume 36, Issue 4, pp. 

226-231. 1998. 
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hygiene factors shape the social and psychological comfort of work. They are contained in its 

environment by building a healthy or unhealthy physical and psychological environment of work. 

Herzberg noted that the process of motivating takes place in two stages. In the first stage, hygiene 

conditions are implemented, which should achieve a sufficient level in the area of ensuring safety 

conditions, pay perceived as a fair, proper workplace equipment, etc. After meeting these conditions, 

readiness to work appears, associated with a lack of dissatisfaction and discomfort. At this level, it 

does not matter how interesting the work is. The dissatisfaction that is associated with the work 

environment in this area leads to dissatisfaction with the work itself. Only after the occurrence of 

hygiene factors, the second stage occurs at the right and satisfactory level, including the right factors, 

generating satisfaction and commitment to work that increases the effectiveness of employees. As 

you can see, both stages are very important. If only the first stage is implemented, employees limit 

their efforts only to the necessary minimum. dl and increase their involvement What that's it 

Productivity should be activated by mechanisms that increase job satisfaction, which is influenced 

by motivating factors. It is motivation that permanently affects the attitude towards work, 

satisfaction and the work itself. Therefore, the managers, providing the subordinates with only 

hygienic factors, do not stimulate motivation and only cause lack of feeling dissatisfaction. It is 

important here that the set of hygiene factors is defined here by both sides. This tells us that the 

working situation, also in terms of the working environment, is socially defined and functions as a 

certain consensus. 

 

Figure 5. Herzberg's two-factor theory & Maslov theory  

Source: own elaboration 
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3.4. Theory of X and Y Douglas McGregor 

In the sixties of the last century, social psychologist Douglas McGregor he developed two 

contrasting ones together theories where he explained how the managers' beliefs about what 

motivates their people can affect their management style.  This theory was called X and Y and it is 

valid even today, but now with big upgrades because ours too society has undergone some 

transformation and now we can say that we are entering another the sphere of motivation. 

The X and Y theory was first explained by McGregor in his book "Human side of the 

enterprise" and refers to two styles of management - authoritarian (Theory X) and participatory 

(Theory Y). Researchers of McGregor based on the Maslow's hierarchy of needs. Namely McGregor 

he divided the Maslow hierarchy for the lower order (Theory X) and the higher order needs (Theory 

Y). 

Douglas McGregor in his model of X theory and Y theory he presented two different views 

on the subject of human nature in the approach to action, duties and taking on new challenges by 

subordinates. The author noticed two different approaches to performing his duties among 

employees. Employees who were reluctant to perform their duties included in group X. They are 

characterized by a negative attitude, a reluctant attitude, avoiding work in every possible way and 

perceiving work as a necessary evil. The second theory, Y describes subordinates as positive people 

for their tasks, willing to think independently and take action, not requiring rigorous control on the 

part of their supervisor. 

Table 4. Theory XT 

Theory X Theory of Y 

 A man does not like a flare and will 

avoid it if possible, 

 Man will have to be forced or bribed 

to make the effort, 

 Man must be guided because he does 

not want to take responsibility, he even 

avoids it, 

 Man is motivated mainly by money, 

man undertakes work for fear of material 

security, 

 Employees must be controlled and the 

penalty system applied. 

 Work is essential for the psychological 

development of man, it is a natural part of 

his life, 

 Man is interested in work and can 

enjoy it in the right conditions, 

 The internal self-discipline of the 

employee is more effective than the external 

discipline, 

 Man himself is directed towards the 

accepted goals, 

 For the employee the biggest 

motivator is the possibility of self-

realization of the development of his 

personality. 

Source: A. K. Koźmiński, Zarządzanie teoria i praktyka, Warszawa, 2002 
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Superiors following the X theory tend to pessimistic view of their people and assume that 

they are naturally deprived of motivation and do not like work. As a result, this leads to the 

conclusion that team members must be constantly encouraged; rewarded or punished to ensure that 

they perform their tasks. Working in organizations managed in this way is repeatable, and people 

are often motivated by the approach according to the "carrot and stick" approach. Performance and 

remuneration evaluations are usually based on specific results, performance of specific tasks. 

According McGregor such organizations generally have several levels of managers (managers, 

supervisors) and supervisors who supervise, direct and control work. It is often a style authoritarian, 

with strong control of employee activities. Fortunately, in recent times motivating, managing using 

the Theory X is softened and evolving. In turn, superiors in the Theory of Y are optimistic and 

positive towards their people, they encourage cooperation based on mutual trust, and above all they 

believe in the skills of their employees and want to stimulate them in the best by running as much 

as possible of their resources. An employee in the Theory of Y is entrusted with greater decision-

making and responsibility. The ratings are also regular, but unlike in the Theory X, they are used 

pro proactively for open communication and for stimulation. Here, we also have a greater 

opportunity to be promoted, to show up, to take part in training that raises qualifications. The theory 

of Y fits very strongly into the trend of careers of young people, where man I do not want to be just 

a "cog in the machine. This is related to the nature of the work, where it is not only an expression 

of financial resourcefulness, but the possibility of own development and fulfilment in many fields. 

Although, on the other hand, we are dealing with a continuous "rat race", stereotypes (and negative 

standards), corporate and achieving goals above all norms. The XY theory of McGregor was 

expanded by William Ouchi, creating the Z theory. The Z theory, or "Japanese management" style, 

contains a combination of the best of Y's theory McGregor with Japanese determinants of human 

motivation. Z's theory focuses on increasing employee loyalty towards the company, which in turn 

ensures work for life, with a strong emphasis on the employee's well-being, both at work and 

outside. We can talk about stable employment, high productivity and employee satisfaction. 

Nowadays, we know that the right approach can change a lot, give you the opportunity to grow. We 

are now entering the Motivation 3.0 trend, i.e. high self-motivation for work.  
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4. Theories of strengthening work and the need for achievement 

4.1. Internal and external motivation 

When considering the issue of motivation, it is worth realizing that the mere presence of 

other people can have a huge impact on its level even. And it is not a trivial conclusion that the 

supportive, accepting surroundings of the majority of people mobilize, and reluctant, criticism - 

demobilizes. 

The thing is all the more interesting because, as numerous psychological studies and 

experiments have shown, the very existence of observers significantly affects our motivation. 

Numerous studies have shown that sometimes the audience or companions encourage us to increase 

our effort and help us achieve better results of work (we then deal with the phenomenon of so-called 

social facilitation), and sometimes quite the contrary. The final effect of this mechanism consists of 

several phenomena: 

 Fear of judgment. In a situation where several observed people do similar work, they can 

naturally assume that their efforts will be compared with each other and evaluated by the 

observer. In this case, the fear of a potential assessment becomes a natural reaction. This 

anxiety is all the greater the higher the status of observers. Some of the observers try harder 

when the boss looks over their shoulders, others paralyze them, (as we will see later, it 

depends on the degree of routinization of a given activity - the newer and more difficult the 

task the observer's presence deprives us more) but regardless of the final results such 

interference, the results of our work are clearly dependent on the social position of the 

evaluators; 

  Distraction. The presence of others may cause distraction from the task being performed, 

which of course affects the accuracy and time of the task being performed. We simply try to 

do two things at the same time - observe observers and do their job. By the way, there is a 

greater or lesser distraction 

 Cognitive overload. The phenomenon is somewhat similar to the previously described 

dispersion. Also associated with automatic or controlled information processing. It is 

assumed that each person has limited attention capacity. If, in addition to data related to our 

work, we must monitor the audience's reactions, wondering whether they like it or not, 

whether they like us or hate us, whether they release us from work or assign a bonus, etc., 

our capabilities, for to solve problems. Paradoxically, when we feel distracted, we can 

increase our effort for a while to compensate for the distraction. However, with more 
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complex tasks, this mechanism works to our disadvantage, as they require more signals to 

be processed and dividing attention capacity into two different streams will adversely affect 

the final effect. 

A similar relationship appears when performing routine and unusual phenomena. The first, 

as largely automated, allow us to process more data, which, with, for example, the high status of 

observers and our desire to shine before a respectable audience, can mobilize us to achieve better 

results. In turn new tasks, not yet completely mastered, requiring us to maintain continuous process 

control is limited by the capacity of attention. This can be explained by the fact that the beginners 

alone saw better results than in the presence of viewers, while the seasoned players just the opposite. 

The latter were able to mobilize both the aforementioned fear of evaluation and the willingness of 

favorable self-presentation. 

If a manager wishes to take advantage of social facilitation, he must take into account the 

demotivating effect of observation on new and unconventional tasks. Deciding on the direct 

observation of the performed task, we always answer the question whether we do not harm more 

than we help. 

The opposite of social facilitation is the phenomenon of social idleness. Sometimes the very 

presence of others clearly demotivates us. The key element in this case is the size of the group. 

The social impact in the case of a group decomposes into a larger number of people, so a 

single person falls under social pressure reduced in proportion to the size of the group. In more 

numerous groups such unfavorable phenomena as "free ride" and "sucker effect" appear. Members 

of the group noticing that someone else can do the job or solve the problem, and the benefits of the 

task performed will all have a tendency to simulate work, or to work with less intensity. Because 

the larger the group, the greater (in the opinion of our amateurs of "free driving") the probability of 

assessing individual effort, so social idleness increases proportionally to the size of the group. In 

turn, if more diligent members of the group assume that they have in the band "riders" they will 

have a tendency to equate their contribution downwards, matching it to the general level of the 

group. They just do not want to fall into the eyes of others, the "sucker" on whom you can push your 

work. 

The most effective way to eliminate social idleness is to introduce some form of individual 

assessment. It was also observed that if in a group individual tasks are carried out by several people 

at the same time and at the same time each employee is provided with an individual assessment, 

then such a situation has a mobilizing effect. Fear of comparison with others and competition make 
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the team members mobilize for more intense work and are more inclined to follow the "good work" 

standards. 

Unfortunately, the effect of facilitation only works positively in the case of simple and 

learned actions. If we have to perform a new action or more complicated in the presence of another 

human being, the effect will be reversed - we will make it worse and slower. The effect of facilitation 

presents a situation in which the individual performs the task itself and is observed, or someone 

performs the same task next to it at the same time. What will happen if the unit performs the task 

together with other people? Here we go to a phenomenon known as social idleness. 

So how to prevent this phenomenon? How can we make our team work well and ambitious 

people do not feel used by the lazy? 

It's best to start from the beginning, that is, from creating a team. What you should pay 

attention to is the size of the team. As mentioned earlier and what has been proven many times in 

research, the larger the group the more exposed to the phenomenon of idleness. So let's try to create 

the smallest possible team. The band's definition itself indicates that a small number of people create 

it. When the team has more than 8 people, communication problems begin. Importantly, they must 

be people with complementary competencies, but they should be joined by a common system of 

values, norms, a sense of equal responsibility and one of the most important things, that is, a 

common, important goal that each member wants to achieve. When forming a team, it is worth 

paying attention to each of the mentioned aspects. As for the common goal, it is important that each 

member should be aware of its existence, needs and believe in its validity and would like to achieve 

it. A well-chosen goal for the team can be an amazing motivator. The correct team management is 

very important. Here, not only the role of the boss, manager, etc. is important, but also, and perhaps 

above all, a suitably chosen team leader who is not only its member, but also motivates the rest of 

the crew and supports everyone in the performance of tasks. Motivating itself, whether it will be 

internal - a leader - or external - coach, is an important aspect preventing the phenomenon of 

idleness. Motivating increases the commitment to work and the desire to achieve the goal. Another 

noteworthy way to prevent vacuum is to set roles in a team, which increases the sense of 

responsibility for its unique role. It will also help to clear the division of responsibilities, so that 

everyone knows what exactly will be assessed and accounted for. The mere control of current 

activities through regular meetings can also increase the sense of duty and timeliness. In this type 

of meetings it is worth introducing the form of reports on individual tasks and their analysis, so that 

everyone in the team has an overview of how many other members do and has an impact on possible 
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changes. And what combines the above-mentioned methods is nothing but a correct and full flow 

of information that is necessary for the proper functioning of the team. Remembering that even the 

best-chosen team is only people, we must bear in mind the emergence of possible conflicts. It is 

worth being properly prepared for this circumstance and able to solve conflicts in a proper way. 

When the team works for a relatively long time, it begins to fall into a routine. The length of the 

team's existence has a positive effect in the fact that its members have friendly relations, trust 

between them increases and thus they work more effectively. But only when new challenges are 

posed before them. When the team has the feeling that it creates something innovative, it works on 

something that is demanding, whether it has a chance to work on something completely different 

than before, the willingness to work increases and the motivation increases. 

All the above-mentioned aspects are extremely important, and a well-formed and led team 

has a chance to be very effective. If it comes to the moment when all members feel bad and the 

phenomenon of idleness "can be seen with the naked eye", there is still a radical method of 

preventing this phenomenon, namely the change of members or a team member. However, before 

we proceed to radical methods, one should use the last and at the same time one of the most effective 

methods of dealing with the phenomenon of social idleness. And this is team coaching, or team 

coaching. This method is so good that it shows exactly what is happening at a given time in a given 

team and allows to eliminate or repair any inaccuracies or failures. Team coaching takes into account 

the various team mechanisms and uses their potential. It takes care of the consent of all members, 

as to the goal, the direction of action, sets common rules, allows the team to "get through" a little 

faster than in natural conditions. It strengthens the commitment, motivation and positive aspects of 

the team, eliminating misunderstandings and negative emotions. Team coaching treats the team as 

a system, having its own culture, rules of operation and often unwritten rules of conduct. During 

coaching, everything within the team is revealed, which helps to strengthen its strengths and 

counteract the weak. It is a process aimed at supporting the team in making a change for the better, 

so that this change is tailored to the needs and expectations of the team. It also strengthens the team 

in achieving goals and helps to improve its competences. If the given organization has such a 

possibility, it is worth to use the team coaching to think about the individual coaching of individual 

team members, so as to maximize their motivation to act and focus not only on the work and team 

processes, but also on the individual contribution to their work serving the team.  
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4.2. Six rules of Robert Cialdini  

Whether we like it or not, we take part in social processes every day that have a significant 

impact on our behaviour. Some of us are more aware of them, others are completely unaware of it. 

One thing is certain - there are a number of mechanisms whose knowledge can significantly improve 

our effectiveness in contact with other people. This is extremely valuable knowledge that can be 

useful not only in private life, but also in many professional situations. Six rules of Cialdini are 

among such processes: 

1. The reciprocity rule 

The rule of reciprocity tells us that we try to repay the person (or company, institution) who 

gave us something. The first rule of Cialdini is so universal that it can refer to any society, regardless 

of the culture or religion that prevails in it. If somebody does something good for me, it will be a 

natural urge to repay this person at the earliest possible opportunity. Since we use it so much more, 

it can also find its application in the labour market, in the relations between the lay and the 

subordinate. So how to use it wisely? The so-called human perception of their subordinates will be 

enough. Everyone has their own problems and only a small gesture towards the subordinate, for 

example, a day off, so that he can settle important matters or a more personalized catalogue of prizes 

to start this rule. 

2. Social proof of rightness 

This rule points out that the point of reference in our behaviour is the reactions to the 

behaviour of other people. The second principle of this excellent psychologist says that if other 

people behave in a certain way, it means that it is appropriate and that is why we are willing to 

decide on the same behaviour. Sometimes it also results from the fact that we give in to the group 

because we do not want to get away from it.  

3. Rule of liking and sympathy 

Have you ever had a situation that you agreed to do a favour to a colleague even though you 

did not have time or inclination at the time? If so, you are an example that the rule of liking and 

liking was in effect. It says that we say " yes" to people we love. Have you ever bought something 

from a seller who praised your beauty, cheerfulness and great style at the entrance? If so, you 

succumbed to Cialdini's third principle . It says that if someone raises our sympathy, we are more 

likely to succumb to his influence. In relation to a subordinate, you can use this principle, for 

example, by interacting directly with users of all possible social channels the media. If the candidate 
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gives a valuable comment under the employer's post, it is worth publicly praising him for it. I'm sure 

he'll feel honoured - after all, we all like being praised. 

4. Authority 

The authority accompanies us in life almost every day. At the beginning, are parents who 

simply know much more than us. We are under their control and some rewards and punishments 

depend on them. Then in adult life we encounter other people influencing us: teachers, superiors, 

specialists in a given field: commanders, doctors, lawyers, people of success, etc. Important people 

count for the recipients. The milieu feels anxious and therefore they will trust them. In this regard, 

every employer should work toward achieving a high level of authority both in themselves and their 

subordinates. Having a high authority determines the basis for development of strong and high 

morale. 

5. Inaccessibility rule 

This rule refers to the assumption that man wants what is inaccessible or what is not enough. 

People value things that are rare and original. They seem more valuable to us because not everyone 

can have them. How is it possible that an object that weighs only 15 carats can be sold for a 

staggering sum of over 50 million dollars? The blue diamond - because that's what we're talking 

about - is one of the rarest decorative stones and that's why in the eyes of many - the most valuable. 

This is related to the last, sixth rule of Cialdini, which says that if something is rare or unique, it 

means that it is also good and valuable. How to translate this principle into an institutional 

relationship? You can conclude informal interpersonal ladder in such a way that achieving each 

level of it is connected with doing something difficult and demanding and connected at the same 

time with prestige in the company. These rules must be correlated with the mission and strategy of 

the institution and at the same time must be transparent. 

6. The rule of involvement and consequences 

If someone declares in writing or orally that he takes a position in some matter, he will at 

all costs strive to defend this position, whether it is right or wrong, and even in the face of 

overwhelming evidence of inadequacy. Each of us wants to be perceived as a consistent person. 

Not only for yourself as well as for others. In today's world, this personality trait is highly valued 

because inconsistent people are considered unreliable and even liars. And nobody wants to be seen 

as a liar. In most cases, he will try to be consistent. 

How to make the recipient feel the consequences that will work in our favour. An automatic 

rule works here: "we give a stimulus that causes consequences in the subject, that the subject under 
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the influence of the stimulus realizes that he must admit to us being consistent in order to be 

consistent with what we expect.  

4.3. Examples of exercises for building thrust and team building.    

Road map-exercise. 

Participants in groups receive maps, markers and sheets of paper. They also get detailed 

guidelines on the resources they have. The map type is irrelevant as long as each group receives a 

copy or a copy of the same map. The teams' task is to plan a vacation according to the agreed criteria, 

e.g. the amount of funds available, vehicle, items that can be taken with them, fuel prices, starting 

and ending points, etc. Each group that exceeds a certain limit is disqualified. The winner is the one 

that makes the most of available resources and plans the most interesting or the most attractive route. 

The purpose of this type of exercise is to persuade teams to cooperate on achieving a certain result. 

  Paper and straw. 

This exercise is intended for small groups and its aim is to develop an action plan and 

implement it using the elements of effective communication. For its implementation a large sheet 

of paper, plastic straws and paper balls crushed in any quantity are needed. The trainer draws a large 

circle on the sheet and a few smaller ones in different sizes. A value is assigned to each of the circles, 

the higher the value, the smaller the circle. The smallest circle should be in the middle. The task of 

the participants is, by blowing in straws, to move the balls of paper to the circles to get the most 

points. The condition is one: you cannot move balls already in circles. This seemingly easy exercise 

requires a lot of planning on the part of the participants, because the more balls there are, the game 

becomes more difficult. 

Three houses. 

We prepare three sets consisting of plastic straws, plasticine and scissors. We divide 

participants into three equal groups and put a task. The exercise consists in building three identical 

houses using the set of elements. Each house should have three floors, each of them should have 

one balcony and the entrance should be topped with columns. Time is unlimited here. The main idea 

of this exercise is team work. Skilful command and proper communication both in the task force 

and between groups. 

How to change the perception of yourself and others. 
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“Bridge”  exercise is best done in a large group of at least 20 people. The participants face 

each other, forming a corridor, and extend their arms forward so that they overlap each other at the 

length of the hands were arranged alternately. People standing at the end of the corridor must pass 

through it, which will only be possible if the others lift their hands up and leave them immediately. 

Each person performs the exercise twice, first slowly and then faster. In the second round, everyone 

must run the corridor without stopping, relying on the people forming the corridor. This exercise 

helps build confidence while ensuring a lot of fun. 

Eye contact. 

An even number of participants is required to complete the exercise. Maintaining eye contact 

for most people is a challenge because it requires mutual trust and respect. There are people who 

avoid such contact or do not feel comfortable with it. This exercise helps build trust in the team and 

integrate the group by maintaining eye contact for a limited time. For this purpose, participants must 

face each other and look each other in the eye for at least 60 seconds, at the same time they are not 

allowed to wear prescription spectacles or sun glasses. This exercise at the beginning always causes 

discomfort and embarrassment masked with laughter, while it makes it easier to maintain eye 

contact between individuals in later situations. 

5. Individual employee motivation 

5.1. Methods and techniques of motivation  

Motivating subordinates in an institution (or actually in any organization) to be more 

involved in performing tasks is a challenge that every supervisor will sooner or later become. 

However, not everyone can meet it. Many superiors choose not effective methods of motivating 

people to act or give up completely, not involving inefficient and burdening more and more tasks 

that are more motivated internally. It is worth remembering that this solution should not take place 

at all. Adding more and more tasks to subordinates who are trying to do their job well causes their 

faster burnout, the worse it shows that they can do nothing and nothing happens and the motivation 

of the whole team is mediocre. It involves to a much larger loss (including financial) than to motivate 

better performance of everyone in the team. However, for motivation to make sense and bring 

positive results, it must be systematic and carried out in a competent manner, using appropriate 

methods and techniques: 
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Understanding the needs of employees. 

The needs are closely related to the hierarchy of human values, the goals it sets for itself and 

the benefits that result from these goals. The subordinate will take these actions and present such 

behaviours that will be adequate to his values, goals and needs. For example, a subordinate, for 

whom the family is a great value, will have a strong need to provide them with the best living 

conditions. This means to the manager that this person is easier to encourage even difficult tasks 

when he is able to meet the needs of his family. Thus, a family weekend in the mountains will be 

more motivating for someone for whom children and their families are a value, than for a childless 

single.  

  Waiting from employees, the best. 

This rule concerns the attitude of the managing person towards the team members whom he 

or she is directing. Negative attitudes towards the employee are manifested in the way of being, 

speaking, assessing the results of work, they are seen in the supervisor's view, in his voice, and as a 

result in decisions taken negatively. perceived subordinate. The subordinate senses the distance and 

reluctance of the superior and he also reluctantly sets himself. Negative attitude results in the fact 

that employees lose motivation faster, are more often frustrated and dissatisfied with their work. 

Controlling demolished employees requires much more time and energy, and employees get bad 

habits, working only when the supervisor is watching them, and abandoning tasks when no one 

supervises them. That is why it is necessary to verify your attitude towards the team we manage. 

Positive attitude means that we see advantages, talents and opportunities in the subordinate, we 

assume that he performs his tasks as best he can. This attitude strengthens his motivation, causing 

the desire to adjust to the positive image of his person in the eyes of the superior, which causes that 

after some time the employee becomes the way we perceive him. 

 Note the successes. 

The demonstration by the speaker that he notices the successes achieved by the person is a 

very important element of motivation. It is a clear message for everyone in the team that it is worth 

trying because their effort is really noticed. Through positive reinforcements, it is much easier to 

generate positive energy from people than through pressure, fear, admonitions and punishments. 

This is particularly important when we are going to build a team when we work with people with 

special qualifications, when the nature of the work requires high qualifications, high behaviour 

culture, special responsibility or special risks when we care about relationships in the team. If 

professional successes achieved by subordinates are not noticed by superiors, after some time the 
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motivation to achieve them systematically starts to decrease. As a result, the subordinate performs 

his duties only out of necessity and does not take any extra-curricular activities, which is associated 

with much lower work efficiency and the same - smaller profits for the institution. Attitude: You are 

irreplaceable, ten other people are waiting for you, it discourages the employee from engaging in a 

job and favours a minimalist attitude towards duties, which can be included in the words: Why 

should I try if I do not know if tomorrow? Will I still work here? 

Express your appreciation. 

In addition to the success of a subordinate, you should also be able to praise him for it. 

Expressing his appreciation for his merits on the forum, during a meeting with the other members 

of the team, increases his sense of value and thus greater faith in his own abilities. This is the best 

incentive for the subordinate to take on new challenges, search for new solutions and develop his 

own creativity. It is also a proof that a deep commitment to work really makes sense, brings real 

benefits and helps build a good position in the institution. Positive reinforcement of employees 

refers to the final effect of the tasks being performed as well as to individual stages. There is always 

time for praise and a good word, and these moments deserve special distinction when something we 

manage to finish with a positive result, when we achieve our goals and implement our plans. Praise 

is more important when it is spoken in the presence of others, that is, it is always to praise publicly, 

because it increases the level of self-esteem of the praised person, and for the environment it is a 

kind of pattern to follow. However, competition belong to those motivational methods that are very 

effective, as long as they are used very skilfully and in moderation. 

Playability.  

Wishing that the crew members would come to work with pleasure, they did not treat her as 

an unpleasant duty and drew from it the joy of doing a favourite occupation. The new trend in human 

resource management should be used. This is "playability". It is a concept taken from the computer 

games dictionary, which is making a recent career in the HR industry. Mechanisms used in virtual 

life, such as collecting points for achievements, visualization of the progress made (status bar) or 

performing the mission, can be translated into a more effective work of the whole team. Motivate 

employees by using specific mechanisms taken from computer games. Consider an important 

project as a mission that will allow the whole team to move to the next "higher level" of work. You 

should set smaller goals, for which the employees will receive points suspended on the noticeboard 

in a visible place (in a social room or in the kitchen). Each the point scored should mean a small 
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reward that will motivate the employee even more. It is also necessary to remember to involve the 

whole team in the game - this will strengthen the sense of belonging to the group. 

Give awards. 

Rewarding subordinates who are successful, it should be for each supervisor primary method 

of improving the efficiency of their operation. Rewarding complements the previously mentioned 

methods of motivation. However, in order for the chosen prize to fulfil its motivational task 

properly, it must be attractive to the subordinate. For this purpose, it is worth choosing only those 

solutions which actually help to fulfil this condition. Since the choice of the appropriate reward for 

each subordinate is a difficult task, it is important to know your team and the needs of its members 

and in another case the best s use universal tools, such as a financial reward, for example. It leaves 

the person awarded for complete freedom of time and place of implementation, and wide and allows 

for the selection of the most adequate reward for individual needs. The reward and all forms of 

gratification will take effect when they appear at the right time. This means that the use of prizes 

must take place just after the deed is done, right after the incident, shortly after the task is completed. 

Avoid collecting several positive situations and praising for the whole, which is often used. If the 

employee performs a difficult and important task and puts a lot of energy into it, then he expects the 

manager to notice and thank him, and when such feedback is lacking, the employee becomes more 

and more tension due to frustration. It should be borne in mind that the use of awards, praise very 

rarely or for any occasion, end of the year, jubilee, summary of the six months, arouses many 

emotions, but rather those unhealthy. Employees instead of focusing on work consider different 

options, discuss, think when they do not really know who will be awarded for what and what prizes 

will be awarded, what who said, etc. If you want to use the payment in such a way that it will achieve 

the intended goal, you have to work out many different forms of reward and praise that can be used 

on a daily basis. You need to start with the usual forms of expressing recognition and daily 

appreciation of the employee's efforts. For example: using the words thank you; my compliments; I 

appreciate; it's important for me; I'm glad that…; the use of gestures such as a handshake, nod, 

smile, pat on the shoulder. 

Talk. 

Each supervisor, who cares about the high efficiency of his team's work, should find at least 

a short moment for an everyday conversation with them. It is very important to give subordinates a 

sense of individual treatment. Without this, no other ways to motivate individual members and the 

entire team will be effective. Such a brief exchange of opinions regarding general well-being, job 
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satisfaction or any problems related to the employee's performance of duties makes him feel 

important to his manager. Thanks to this, not only his motivation to work increases, but also his 

extremely valuable loyalty. The conversation allows you to know the needs and adapt to them 

methods and techniques of motivation in action. Each positive message addressed to the team is 

motivating, but generally and quite briefly, according to the principle: If we talk to everyone, then 

we are talking to no one. Praise expressed to a particular subordinate has a significant meaning and 

a chance to achieve the intended effect. This means that we praise a specific person for a specific 

task, action, change in behaviour, as their own initiative. Let's always reward personally, never by 

other people or with diplomas, e-mails, letters of appreciation, delegates, etc. The prize, praise, all 

forms of gratification have a special value for the subordinate, when the supervisor personally passes 

them. We carefully select words included in praise and thanks. There are words and phrases that 

can make us achieve the opposite effect from the intended one, e.g. You have done so well; not 

without hope of success, I entrusted you with this task; I have to praise you; I am forced to say that 

you did a great job, etc. The following words will be received much better and better: You did it 

very well / perfectly; I was sure you would deal with it; I will praise you with pleasure; you've done 

great. 

  Come to meet your needs. 

Thanks to the good knowledge of the subordinate, the superior has a chance to meet his 

needs and not only those related to the place of work and the performance of tasks, but also to the 

issue of private life. Considering the fact that each subordinate is different and expectations are 

different, it is worth choosing flexible methods to meet his needs, leaving a large freedom of 

individual adjustment of benefits under the allocated funds. In the palette of awards and distinctions, 

we can find tools that allow the adjustment to virtually every team member. 

  Raise the level of requirements and set goals. 

The main point is to give yourself and others new goals to grow and get better results. Too 

easy goals mean that the subordinates lose their motivation and do little to fulfil their tasks. On the 

other hand, a goal that is too difficult to achieve may lead to discouragement, resistance and 

frustration. Therefore, it will be important to set requirements with such a level that will motivate 

and induce increased efforts, and at the same time give an opportunity to achieve the desired goals.  
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Remember an error is a natural element of work. 

This one does not make mistakes that do nothing (“errare humanum est, perseverare autem 

diabolicum-to err is human, to persevere [in erring] however [is] of the devil.”). Even if we choose 

our team members well, we will not avoid the situation of a mistake at work. What is important is 

what we will do with this error, how will we react to it? The reaction to the error of the subordinate 

strongly affects not only the relationship with this person, but primarily shapes in the subordinate a 

specific attitude to his own mistake in the task. It is very often the case that it is unresponsive, who 

received a harsh reprimand for the mistake he made, in the future - yes - he would want to avoid a 

mistake, but he would be more concerned to avoid a similar reprimand. Therefore, he may take 

many actions to cover up his mistake (which will appear sooner or later) instead of approaching it, 

correcting it, fixing it or asking for help. As a result, it compromises the image of the band, 

negatively affects its credibility, which is simply harming him. This is why the creation of specific 

rules for dealing with a situation of error, mistake or unintentional negligence of certain activities 

gives a much better result. Error has a positive psychological value that can be effectively used in 

motivating subordinates. 

Identify shared that goal’s and values. 

People have the most motivation when they strive to achieve their own goals when they want 

to achieve what is important to them. In working with the team, it turns out that the goals and plans 

of individual members can often be combined with the goals of the team, department or institution. 

That is why before we define a plan of tasks and set goals, it is good to know the goals, plans and 

dreams of your crew members. Of course, it all depends on the size of the team and the possibilities 

in this area. However, if the subordinate identifies with the goals we set before him, then he will put 

much more effort into their implementation. If subordinate he himself believes that the tasks set 

before him are important, valuable and that he is able to meet them, then he will truly fulfil these 

tasks. 

Use the patterns, which show how others do it. 

This principle is of particular importance when we undertake innovative actions when we 

implement untypical, difficult and exceptional projects when there is a fear of whether it is possible 

to implement what we have assumed. If you want to encourage and motivate your crew, it's time to 

find examples, bands or people who have achieved what seemed impossible. It arouses emotions, 

strongly appeals to people's hearts and gives energy. These may be examples of other commanders, 

historical figures, athletes who have managed to overcome their weaknesses and achieve their goal. 
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How should motivated experienced employees be motivated? 

The team may include people who work for a long time, have more experience in their 

position or simply have much greater service. Subordinate members of a long-term, good and 

trustworthy team should be treated and motivated in a slightly different way. This is important both 

for them and for employees with a shorter internship, because for those with a shorter internship it 

is a kind of information that it is worth long-term relationship with the team and serve it well. 

Wanting to appreciate subordinates with a lot of experience and trustworthy, we can: 

- keep control to a minimum, thus giving more confidence and a sense of responsibility and 

independence at work; 

- increase their scope of competence in making specific decisions within their area of activity or 

assigning important and significant tasks to the team / institution; 

- if possible, set the time or hours of service convenient for the subordinate, i.e. we can propose 

flexible working time in an important or difficult period for an employee, for example in case of 

necessity and caring for a sick child, etc.; 

- reduce the distance between subordinates and superiors by incorporating such it in the decision-

making process, asking for advice or consultation of certain decisions; 

- to grant more privileges or a greater scope, or access to privileges. 

It is worth verifying your attitude towards people who have a long service period in the 

institution, assessing their commitment to work, loyalty, devotion and experience. Appreciation of 

them is a good form of strengthening the motivation of young employees in the will to imitate. And 

rewarding experienced relatives will always have one context: not everyone can have flexible 

working hours. You have to deserve it. It should also be remembered that the main criteria for the 

gratification of long-term employees are good work, commitment and loyalty, and a long internship 

is only an element strengthening the justification for such treatment. Thanks to this, we will avoid 

a situation when p unresponsive when attaining a certain seniority in the institution, he will expect 

special treatment only on this account. An internship is one criterion, but the quality of work is a 

decisive criterion. Reward subjects it is essential to remember , with the proviso that motivating  by 

rewarding positive, the use of any gratification is more effective than incentives and applying 

penalties, reminders. If you want to reward your employees in the right way, that is, if you want the 

reward to bring the expected results, remember that the reward fulfils the following functions: 
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- It indicates the behaviour of the subordinates, the level of results, work standards that we 

expect, which have a significant value for the company; 

- Strengthens the behaviours and attitudes of the subordinate expected by the superior. 

Through the reward, the subordinate receives accurate information that the actions taken by him are 

valid and should be repeated, duplicated, used; 

- It is a motivator, encourages subordinates to increased effort and commitment, adds energy, 

improves mood, raises the self-esteem of a team member and gives a sense of fulfilment or sense of 

the tasks, increases loyalty to the superior, gives a sense of identification with the team and gives 

personal satisfaction. 

Among team managers, you can meet unwilling managers  to reward subordinates. 

According to some superiors, the rewarding of employees involves additional demands on 

remuneration and working conditions. Positive reinforcements give a beneficial effect, but it is 

important that their frequency and weight are adequate to the award-winning act. The effectiveness 

of the reward is the higher, the more precisely and accurately we define your expectations towards 

the subordinate, and also to what extent he will accept or identify with our expectations and express 

his expectations towards the superior. Transparent and clear requirements and joint arrangements 

allow  supervisor to assess the work of subordinates and correct or reward their effort, and the 

subordinate gives the opportunity to reliably meet the responsibilities. The most difficult and least 

beneficial in terms of motivation are the financial rewards, bonuses that employees belong to. In 

such cases, prizes and bonuses, although they are so called, actually act more as a supplement to 

salaries than they are motivational. The financial reward will fulfil its role when the employee knows 

how much and for what such reward he can receive. This allows people to predict and thus plan 

their revenues depending on the needs they have. This is confirmed by the results of the work of 

people whose remuneration depends on the result of activities. Non-financial awards play a special 

role in rewarding employees. This group includes all kinds of privileges, bonuses or additional 

benefits, and the receipt depends on how the superior assesses the results of the work and the efforts 

of the subordinate. In this case, the prizes really have a chance to act as motivators. The reward, 

non-financial gratification can be anything, such as the smile of a superior, nod, handshake, patting 

on the shoulder, as well as all forms of oral expression of satisfaction in the style: Mr. Kowalski, 

you prepared a good exercise. Thank you; manager, I received your report on time. In praising 

subordinates   words like: thank you, appreciate, noticed m, I see, my words of appreciation, etc. 

The prize may be a privilege, consent for other work, training trip, receipt of a fitness club ticket, 
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gym or swimming pool, and many other forms. The prize may be promotion, increase of 

responsibility, scope of competences, assignment of prestigious or particularly responsible duties 

and tasks, participation in training, paying for additional forms of education: courses, postgraduate 

studies, etc. Limiting the scope of tasks or requirements or protection against certain restrictions 

resulting, e.g. from some internal arrangements, it is also a form of reward. Prizes dedicated to a 

specific subordinate are very effective. For example: if we have a team member who is a football 

fan or loves cinema, then a great prize may be a cinema pass or an important match ticket. The 

reward, even small, but directed individually to the employee, is valuable and has a significant 

mobilizing value. Despite the appearances of non-financial gratuities, we can work out quite a lot, 

because in addition to the budget, creativity is important. Therefore, in order to reward subordinates, 

first you need to think carefully, specify and write down your options in the area of financial and 

non-financial awards. Then make their gradation, determining which reward and what can be 

awarded. 

5.2. Examples of exercises for leaders-mangers to get to know the needs of the group, 

building thrust, team building:    

1. Exercise Self-Portrait. 

Introduction ("spark") 

Greeting the group. Providing the subject and purpose of the classes and handing out 

coloured boxes on which the pupils write their name or pseudonym. Signed cartons attach 

themselves to clothing as a business card and then each participant presents himself in the manner 

in which he wants to be referred to and handed over the so-called. "Spark", or a handshake to the 

person sitting next to you. Man's aspiration for self-discovery is also the pursuit of using the full 

potential, which in effect allows him to remain satisfied and fulfillment. Self-awareness reflection 

fosters self-discovery, hence reflection on one's own image and directing its actions towards a better 

self-knowledge. Awareness of "who I am" helps in understanding my needs, determining what is 

important and what constitutes the condition of living in harmony. Establishing and strengthening 

relationships with oneself is a prerequisite for creating lasting bonds with other people and their 

environment. That is why getting to know oneself is an important goal of actions directed at 

personality development. 

Introduction: 

Acquainting with the subject of classes "Symbolic Self-Portrait": 
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- an introductory talk about the portrait, which aims to explain the meaning of the portrait and draw 

attention to its context and metaphorical meaning; 

- presenting the definition of the word PORTRAIT and AUTO-PORTRAIT on based on "A small 

dictionary of artistic terms" 

Imagination training 

Image training is focused on reflection on the topic self-portrait. Visualization aims to 

imagine oneself, one's image, and specific features that refer not only to appearance but also to 

character. Through experiencing each other, participants have the chance to discover their true self. 

Part I 

- "What's outside" Close your eyes and relax. Put both hands on your face. Feel the outline with 

your palms. Feel what the temperature of your hands is. What is your face to touch. WHAT YOU 

are? Imagine that the paper bag in front of you symbolizes you. Using one of its sides (or both sides 

of the bag, if necessary) create your own portrait. The portrait can be realistic, fantastic, you can use 

symbols. With paints, pastels, fragments of magazines, paper, create the image of your head in any 

artistic form: colourful patches, lines, collage. How do you see yourself? How do you receive 

yourself? 

Part II 

- "What's inside" Close your eyes and recall the self-portrait you have just taken. A portrait is much 

more than just an image of the head, a look at what is outside. Look inside the bag in your mind. 

Imagine that the interior of the bag symbolizes the thoughts and emotions that billow in your head. 

Look deep inside yourself. Go to a meeting with yourself. Think about what you would like to hide 

and what to display? After the journey, open your eyes and use the inside of a paper bag in any 

plastic form to create a portrait of your interior. 

Artistic creation 

Part I 

Participants use the interior of a paper bag to portray their interior in any artistic form, using 

their colour, texture, etc. they reflect their thoughts and emotions. Any form of expression is 

allowed. The bag's shape can be transformed. Participants can use additional materials such as 

newspapers, paper, adhesive tape. The purpose of this activity is to give the object its own 
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characteristics; transforming the interior of the bag so that it reflects the interior of the person who 

does it. 

Part II 

Participants, based on the command included in the visualization, create the image of their 

head on the sides of the paper bag. 

Discussing the work 

Participants spread the work on the floor and sit in a circle. Lead discussion about individual 

works. They pay attention to two aspects: What is the message of a given work and what is the 

reflection? 

Members of the group say what they feel when they look at the job. The works are the basis 

for expressing feelings both by the evaluator and the creator. The author speaks the last one, 

responding to the statements of the group members and answering the question of how he sees his 

artistic expression at the moment. 

The task of this action is to provoke participants to reflect on the activities undertaken in the 

workshop by sharing with the group of thoughts, listening to the comments of other workshop 

participants and their own comments on the work. 

Summary 

The summary is a discussion initiated by the teacher in order to share the reflections on the 

proposed workshop by the participants. The plastic object and its role in the process of artistic 

activity: 

The plastic object is a paper bag, the outside of which is the work material. The bag is used 

in the exercise as a metaphor for portraying what we are outside (how others see us, what we 

communicate about ourselves) and our interior (what we hide, what is not disclosed). 

This object is a reflection of the personality of each participant. 

Expected effects (scope of self-development) 

- deepening knowledge about yourself, 

- building your own strong ego. 
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2. Exercise My resources 

The host asks the question of what the abilities are, and lists the list of students' suggestions. 

Then, using a similar procedure, the participants are encouraged to think about the term of the skill. 

The lecturer summarizes and supplements their statements. Together, they discuss the relationships 

between the categories listed. 

Sample questions to the issue: 

a) developing skills in the absence of capacity, 

b) lack of development with existing abilities, 

c) capabilities compatible with engagement in development. 

The teacher also introduces the concept of interests as a supplement to previous issues. 

3. Exercise I get to know myself 

The host distributes the "I-from A to Z" card to the participants, the participants are asked to 

add to each letter of the alphabet a phrase that suits them. It encourages you to look for positive 

terms. If participants have difficulty completing individual letters, they can use the help of other 

people in the group. If you are willing, please read your work on the forum. 

4. Exercise My strengths and weaknesses 

The host gives the listeners the "What Am I?" Card and encourages everyone to mark the 

features that describe them. Then, from among the selected traits, participants are asked to choose 

those that are their strengths and those who can define their weaknesses. The lecturer encourages 

everyone to consider if there are some of the features that they would like to work on. 

5. Exercise What do others think about me? 

The instructor asks each participant to approach four different people in the group, asking 

them to write down on the sheet one positive attribute they perceive (we prohibit negative 

information). If the feature that a person wanted to write is already on the page, he puts an 

exclamation mark next to it and writes another one. Eager participants read on the forum what they 

learned about the person from other people. At the end, the lecturer draws attention to the role of 

information received from other people in creating an image of themselves. 
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6. Exercise My interests 

Participants have the task to write on the sheet of 10 activities they are interested in, which 

they like to do in their free time. After the exercise, everyone joins in pairs and discusses their work 

with another person. 

The lecturer summarizes the classes. Rundka feedback - What was the most valuable for me 

in class ?, What's new I found out about myself ?. 

7. Exercise The defect becomes an advantage 

Usually, we perceive people and things through the prism of their flaws or virtues, against 

each other. For example, a trip may be interesting, but tiring, and a new friend honest but pedant. 

Meanwhile, it is possible to perceive the advantages and disadvantages of pros and cons, and even 

to transform one into the other. So we can ask when and how the pedantry of our friend can turn 

into an advantage or how an interesting tour program can be its disadvantage. Each training 

participant types a few of his / her defects on a piece of paper (e.g. three five). We do not say what 

is the purpose of the exercise, so that the participants do not choose features of apparent defects, 

easy to transform into something opposite. The cards are put in one place. Then each participant 

randomly draws one of them and publicly - but not to mention a specific person, because the cards 

are anonymous - tries to transform each of the disadvantages into an advantage. In addition to the 

caricatured redrawing of a given feature, it is recommended to change the way the features work or 

change the way people perceive it. Such a procedure allows you to see good in evil, which is the 

purpose and meaning of this exercise. 

8. Exercise Cowshed 

We prepare so many small cards with names of domestic and farm animals (including pigs, 

goats, etc.) how many members there are, including the trainer. Each participant randomly draws 

one card and begins to behave like the animal whose name has been drawn. In particular, it should 

not skip sounds and characteristic movements. After a few minutes, once again on the sign, everyone 

ends the performance. This exercise can be very difficult, especially for stiff and inhibited 

participants. But just such people - when they break, will benefit most from this exercise. It allows 

the new to overcome resistance to spontaneous behaviour in the public forum. The conviction that 

it is possible to follow a pig for a few minutes without any social consequences of this fact, 

encourages participants to take various actions more often without typical social inhibitions. 

However, it is not worth carrying out this exercise too early, as it may fail. As a consequence, the 

group mood will deteriorate, instead of improving, and stiffness and inhibition will only strengthen. 
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9. Exercise Memory 

This exercise should bring only pleasant impressions. The participants choose couples and 

determine who will be talking and who listened. The narrator has the task to imagine something that 

he once lived or observed and what was very nice. It may be a description of the subject of a 

landscape, a person, a film or theatre scene. The idea must be vivid and close to the original 

experience when it comes to colours, smells, sounds and other sensory impressions. After obtaining 

such an imaginative effect, it must be conveyed, most faithfully, to the listener. We avoid generics 

like "it was wonderful", "amazing" and the like. However, we use words that reflect the sensual 

dimensions of the described scene or the subject being described. In the listener's mind should arise 

a mental image as intense as in the mind of the one who talks. In turn, the listener should set himself 

to receive the most sensory information possible. Couples should take their seats in the room in a 

way that does not disturb each other. Such exercises both have closed eyes then there is a change of 

roles. This exercise has great integrating qualities, besides it develops the imagination and teaches 

using the language needed to describe the sensual side of reality. 

10. Exercise My three characteristics on the first letter of my name. 

Each participant presents himself by giving his name and three characteristic features. The 

condition is one - the names of these traits must start with the first letter of his name. Ola can 

therefore be presented as optimistic, objective and cruel, and Edek as enthusiastic towards life, 

effective and empirical (i.e. who likes to check everything in person and not accept anything on 

faith). The terms can have any character - adjectives, neologisms, verbs and the like. Experience 

shows that class participants are usually very inventive in this regard. Certainly, we can include 

Ola's trait: "Oh! I think I'm lazy "as starting with" O ". the trainer should make sure that each person 

actually exchanges three traits (which is not easy for all participants), otherwise the heuristic and 

interpersonal values of the exercises decrease significantly. We avoid expressions referring to the 

appearance, which would unduly reduce the level of mutual familiarization of participants. 
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 6.  Influence of the auto motivation of commanders on subordinates 

The ability to self-motivate is one of the most desirable traits. The sentence „I want to, if 

you do not want me „probably all people say many times in their lives. We often lack the energy to 

act and motivation to perform our daily duties. Repeatedly translate things for tomorrow, we give 

up your dreams and do not realize the objectives, because after just we do not want to. This problem 

affects more and more people, you can even risk saying that complaining has become fashionable. 

Each of us is motivated by various stimuli and factors. For some, it will be money, and for others, a 

family, a long-awaited vacation or personal development, because as you know, the antidote for this 

ailment was not invented. The most important thing is to discover what actually motivates us to act 

and take up the fight against laziness, which is often difficult for us to admit even to ourselves. The 

whole life is looking for ways to overcome internal barriers that make it impossible to finish what 

he has undertaken. He tries to find individual motivating factors, reasons and benefits that would 

drive to action. Each of us needs a different system of rewards and punishments. One will start to 

work hard for fear of losing his job, the other will be encouraged by the vision of a raise, and another 

will have to divide the task into smaller parts because he is too tired and does not work efficiently. 

Everyone has to create their own database of ways to self-motivate, through which they will outwit, 

arousing the desire to do things that need to be done. Of course, the methods for motivating oneself 

depend on various factors, eg human well-being, the complexity of the task or the time necessary 

for the implementation of a given project. There is no universal pick-type method. The fact that one 

way worked yesterday and quickly managed to cope with the work does not mean that tomorrow 

this method will turn out to be just as helpful. What can you do to get some enthusiasm and a desire 

to act out of yourself? There are several alternatives. You can change the conditions in which the 

task is performed, you can change the way you approach the task, you can change the perspective 

of looking at obligations, you can make changes in yourself, change the reward or penalty in the 

event of abandoning the task. There are a lot of ways, you only need to find those that are effective 

for ourselves. Below is a list of proposals for ways to auto-motivate. 

To clear the field of action which literally means, organize the workplace. The more 

unnecessary junk around you, the more likely you are to get distracted. The mess is one of the 

distractors significantly reducing the effectiveness of action. Do one thing at a time. Try to 

concentrate on one job and afterwards gradually move on to the next. Every day, our attention is 

absorbed by various information and commands. However, not all, for us arrives, is so important 

and urgent, to make up for the focus and devote valuable time. Creating a list of tasks and goals for 

realization on every day should be the basis in our daily lives. By taking notes on a piece of paper, 
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we can significantly relieve the memory. Some people have a large divisibility of attention, but there 

is a psychological rule that concurrently executing several activities results in shrinking the 

resources of attention devoted to subsequent tasks. Doing only one task, we devote 100% of our 

concentration to him, while doing two things at the same time, only 50% of attention. 

Divide a big goal for intermediate goals using the small steps method. This is one of the best 

solutions to get what you dream about. To introduce all necessary changes in life and achieve full 

success. It should be remembered that any goal that we want to achieve in the future, and which has 

already been saved by us, should be divided into smaller goals (smaller steps). C the lack of 

enthusiasm for work is the lack of seeing results here and immediately. "Without a job, there is no 

cake," so be patient and share tasks. This method refers to the mechanism of segmentation and 

multiplicity of gratification. The mechanism, however, consists in distinguishing between many 

intermediate stages and the binding of certain awards to each of them. In this way, the total value of 

the gratification can be greater. 

It is important that each step to success (a small, single step leading to the achievement of 

the superior goal) and the implementation of each goal was an opportunity for you to pay for your 

efforts. You decide for yourself how you want to reward yourself. It is important that you do not 

forget about it and do not postpone it for later. 

Do not work to cut off. Take breaks while completing the task. No man is a machine, so do 

not ignore the signs of fatigue. When your quality of work falls and you lose the desire to act, take 

a moment to rest, take care of something else, for example, take something to drink, go for a snack 

or go for a short walk to oxygenate the brain. Do not work for the last minute. The pressure of time 

makes us really give everything and we do not need breaks or rest. However, our body is tired quite 

fast behind   some time he will long for infinite moments of laziness. It is good to work every 2-3 

hours of work to rest our brain and even go out into the fresh air. This treatment increases our 

concentration and works well to focus attention.  

Actively rest and do sports, run, practice, and exercise. Physical exercise not only oxygenates 

the mind, it also reduces the level of stress hormones in the body and contributes to the regeneration 

of mental strength. Regular physical effort also builds a higher level of self-motivation, raises self-

esteem and gives energy to take on new challenges. 

Set your individual priority list. Determine direction and purpose, to which the ego going. 

Explain the meaning of your actions. An energy boost can give you an idea of why you are doing 

what you do. Explain yourself the personal definition of the mission and "get to work." Change the 
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way of thinking and perception of the task. Do not focus on what else needs to be done, but take a 

summary view and appreciate even small progress that is always a step closer to the goal. Create 

affirmations, repeat short sentences with positive overtones. Create yourself and them mantra, e.g. 

"I am ready and enthusiastic to work" or "I have enough in determination, creativity and ability". 

Recognize your own learning style and cognitive style. N and the quality of human work affects it, 

how will operate. It is worth knowing if you are a kinaesthetic, visual, auditory or emotional person, 

or you prefer to work on a specific or abstract material. Start acting from the least pleasant things. 

With time, the willingness to work decreases, if only because of tiredness and reduced 

concentration, so at the beginning start work on the most difficult things that you fear the most. 

Think positive. This is not just an empty slogan. WITH the name of your own perception of the 

world gives really amazing results. Instead of thinking, "I have to, but I do not want to," it is better 

to accept the perspective: "I really do not have to, but I really want to." 

When the time comes to drop the level of self-motivation and we begin to think about the 

meaning of our behaviour. In such moments we can enhance preparation known in economics so-

called analysis of SWOT in relation to himself. Although it sounds a bit pompous, it boils down to 

a very simple act of storing your pluses and minuses on a piece of paper. Share we therefore sheet 

of A-4 in half. On the left side write my own "-" and the right "+". Certainly the latter will know 

more and more. Once we see how we are a valuable human being, the level of motivation to act will 

increase significantly. A similar technique is getting angry at yourself. Assume we find an outlet for 

their own negative emotions and because when it is difficult to be mobilized to work. We are angry 

at the load of duties. Let us be mad at ourselves for our inaction and stasis. It is not worth suppressing 

bad emotions, because they give rise to tension and make any task difficult. 

Let's make our own combination of benefits and losses. It's such BALANCE what me win 

consistently implementing its policy and what losses must we have to prepare in moment when loos 

his chance for a better life. Nothing is more motivating than knowing that, if you are losing, when 

selected inaction. Follow us mechanism "half magic" trick supporting motivation, which refers to 

the belief that "now it's gone downhill," that is easier, faster and more efficiently. Do not be afraid 

of risk. The hardest thing is to take the first step and decide to break with habits. The change may 

have positive or negative consequences, which we fear the most. The state it is, although even if it 

was very bad, it gives a sense of life balance. People are afraid to break with the current stabilization 

in favour of something new and unknown. Which unfortunately it is a mistake, and one of the 

reasons that still stand in the same spot and complain still at it the same. The only thing that limits 

us in our dreams and desires is our own mind and our own fear. 
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Let us have an external motivation. When nom is sad - we are watching a comedy. When 

you are hungry for me - we open the fridge and cook something to eat. When we are sick - we are 

going to the doctor. Therefore, when our internal motivation drops to a dangerous level, we also use 

outside help. Man needs contacts with other people because of the desire for belonging and bonds. 

It is worth having a mentor, leader and good advisor who will share his experience in a given field. 

Diagrams are a disincentive so, break us from routine and discover we are your passion. The 

reason for malaise is often felt on a daily basis monotony. We start to change and look for a non-

routine occupation from small, enjoyable things we have not done before. Develop we are in a 

creative, to learn new things - it kills boredom. It is important that you, in addition to your duties, 

find some time for pleasure and other interesting activities. With the radius we have in the life of 

anything, and the rest will come with time. You should start with the simplest things, for example 

an earlier hour to go to sleep instead of watching movies that often do not make us want anything. 

Changes us in their life stages, e.g. Peel us a different way to work, enter my healthy habits in your 

nutrition. The reason we do not want to, can even be an unfavourable diet in which there are too 

many carbohydrates (sweets, sodas, juices). The mistake is that repeat in a circle the same thing and 

expect different results (Albert Einstein). 

Create us a list of your dreams and goals focused on the small steps that we need (want) to 

begin implemented in accordance with the schedule. Remember we that everything is in our hands, 

and the deposition of the later is the worst mistake. 

Having a high level of auto motivation to act, entering the "flow" situation described above, 

causes our subordinates to behave in a similar way. Seeing his superior who "burns with energy" 

feels the meaning of what he does and how he does it is impossible not to get infected by the 

enthusiasm and willingness to act. Superiors in such a state are easier to manage the team entrusted 

to them. They achieve their goals more easily and it is easier for them to create a team of ripped 

people. 

 Exercises for auto motivation. 

How to speak „ME" 

The world consists of individuality. One is able to collect mushrooms, and another man 

with passion solves crosswords. It is thanks to this diversity of passions and talents that commune 

with people is so interesting. You are an individuality and not only because of original tastes, 

but also talent. In each of you are the depths of talents and talents, only you need to skilfully 
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extract them. Are you saying that you are not an individual? Do not argue, let's better determine 

the most important criterion: when can you say about someone that he is an individual? In general, 

when it is an outstanding person, distinguishing itself from other distinctive individual features. 

Exercise 1 "A few words about me", the participants sit in a circle together with the trainer who 

pronounces the beginning of the sentence, and the participants finish it:  

1. What I like most..........  

2. I like to play..... ........  

3. When I feel sad............  

4. I do not like when..............  

5. I love, when....................  

6. I get bored when......................  

7. I am happy to leave with...................  

8. I am tired....................  

9. Often I think about.......................  

10. Sometimes I'm afraid that..................  

11. I like myself for....................  

12. I dream about..............  

Or everyone on their piece of paper completes the beginning of the given tasks and then 

everyone in turn presents them in the group forum. 

Exercise 2: First, think about your dreams: 

1) Those variables, fleeting, impermanent, that is only valid today, now, at the moment, 

2) These persistent, unchanged for a long time. 

Enter them in the places marked with numbers 1 and 2. 

Among all your dreams written out, highlight the ones you would like them to come true: 

a) in the near future (period of the week or month), 

b) in the future. 

 Enter them on the work card in places marked a and b. 
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Define the expected way of realizing these dreams, describe the course of events with the 

necessary resources, and then consider the reality, the real possibility of such a course of events. 

Emphasize those dreams whose fulfilment is quite real. 

If you did not make any underline, do not worry. Well, that you do not have the right 

resources at the moment! It is important that you know their list, you can, so the whole conduct 

their aim to acquire and con sequence - to fulfil his dream. By means of money, we mean not only 

money or things, but also appropriate education, abilities, mental attitude, etc. 
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What are my dreams? 

(work card) 

 

 

Summary  

The lecturer emphasizes that through such classes we get to know ourselves, our ideas about 

ourselves, we also have the opportunity to get to know other people's opinions about ourselves. 
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7. The style of leadership and motivation. 

Each group of people performing common tasks has a specific dynamics. We can formulate 

in the group certain stages of team formation, which are usually quite common in most cases. The 

leader is also part of the team, so it's important that he knows what processes usually happen in him 

and what he as a leader should do at each stage. 

The leader should be aware that it is impossible to create an effective team in one day. Time 

is needed. People create a team, enter the so-called group process. The roles begin to form in it, they 

work out the principles of action together. The interaction between group members, i.e. conflicts, 

rivalry, cooperation with each other is visible. How the leader will lead the group will have an 

impact on its further development or disintegration. One of the theoretical models of the group 

process is the proposal of Bruce Tuckman18. He divided the group process into phases: 

• forming - formation of the team; 

• storming - reaching out and conflict; 

• norming - normalizing the formation of rules and rules in the team; 

• performing - action, cooperation; 

• adjourning - suspension, parting. 

 Tuckman appointed that the role of leaders in the formation of the group is to be observing, 

in which phase is currently in a band. Thanks to this, he has the ability to act in the right way and 

lead the group in such a way that it works most effectively. Although it is criticized by some people, 

it may be emphasized that some of the people in the team may be in one phase, and the rest in the 

other, and this information is necessary for the leader to properly manage the group. This should not 

be ruled out. Let us analyse the individual stages of the group process in order to better understand 

it, and also to present the role of the leader in the formation of the group at each stage. 

In the first phase (forming phase), when the team members do not know each other well, there is no 

trust and a strong sense of responsibility for the team, there is no synergy. The role of the leader 

plays a key role here: 

 assigning tasks; 

                                                 

18 Tuckman, Bruce W (1965). "Developmental sequence in small groups". Psychological Bulletin. 63 (6): 384–399.  
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 creating group assumptions; 

 definition of structures and roles; 

 formation of rules; 

 determination of the goal; 

 giving feedback to every person in the team. 

  At this stage, it is extremely important to observe people in a team (how they communicate, 

how they are oriented to others, or can cope with stress). 

  The second phase storming (reaching the team). At this stage, people begin to get to know 

each other better and are more open in a positive and negative sense. They are willing to express 

their views, often contrary to the views of others, which can sometimes lead to conflict. This phase 

is a normal phenomenon, sometimes for the team to "get through", so do not panic when it comes 

to it. If the leader works well with the band, this phase will pass by. One of the proposed ways to 

work in a team is to inform them about the group process phases to increase their awareness in this 

topic. The leader in this phase is responsible for the following areas: 

 matching tasks in such a way that people need each other -  

in effect they cooperated with each other; 

 creating a safe field for conversations, for exchanging 

in a non-conflict manner; 

 help in creating the team's structure; 

 uncontrolled team. 

The third phase of team formation. The norming phase. In this phase, the leadership role 

becomes less important. The team has already become independent, organizes a good job, does not 

need constant control and monitoring, but support. At this level of group development, the leader 

gets the role: 

 making each team member feel responsible for the project and being able to manage the time 

themselves; 

 vigilance and if there is a conflict, react to it; 

 not to be a leader, but to be a partner for the team. 

Performing stage - action. At this stage, the team's work is smooth. They encounter fewer 

obstacles, fewer conflicts, get along better with each other, and support each other, so they can focus 

their positive energy on work, which affects their efficiency. The task of the group leader is in this 

place: 
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 be interested put what is happening in the band; 

 setting new goals and challenges; 

 motivating the team; 

 interest in who is involved in the group; 

 support in case of problems; 

 giving development opportunities to team members. 

If the group manages to reach this stage, it means that the role of the leader in team formation 

has been fulfilled, and that the leader and team have been successful. However, the leader cannot 

end his role as a leader, because there is a risk that the team may return to any of the earlier 

development stages of the group process. The reason may be, for example, withdrawing from the 

leadership team, appearance of a new team member, change of the rules leader or division of duties, 

or depriving a person of a sense of responsibility for the project. 

Bruce Tuckman later added the fifth phase of the band's dynamic. A adjourning, that is 

parting or suspension. This phase occurs when the team was created for a given project from people 

belonging to other teams and the team completed the action it was appointed for. The leader at this 

stage also has an important role. His tasks include: 

 I know how to summarize group work; 

 emphasizing the group's successes and achievements; 

 discussing the obstacles that the group has encountered along the way, along with analysis; 

 the team handles the problem; 

 summary of roles; 

 indication of the potential of the group; 

 discuss with the group what they have learned in group work on this project; 

 an indication of what development opportunities the group members received; 

 adding them energy for further work in another project. 

Tuckman, creating a theoretical model of the group process, referred to the qualitative 

analysis of articles that referred to several dozens of developmental, therapeutic, natural and 

laboratory groups. Mainly based on therapeutic groups, which cannot be considered as 

representative. Despite the fact that the model Tuckman has been subjected to criticism and many 

person approaches him with distrust such an approach seems reasonable from the perspective of the 

principles of group psychology research confirmed. It is difficult to determine how much time is 

needed to build a team and go through all stages of the group process. This depends on the 
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characteristics of the group's character, on the knowledge and experience of team members, on the 

complexity of the project, on the experience of the leader. You should not talk about closing the 

group process. When there is some change, the group process can start anew. The leader should 

carefully observe how change affects the group emotionally. The changes include the change of one 

of the elements of the project, the arrival of a new person to the team or leaving the team by a person, 

a longer trip of the leader, etc. 

The team is not just a leader. We can see other roles that the members of the group take away 

from the leader. The role of the leader in the formation of the group consists in recognizing what 

roles are present in the team, in order to work properly with the group and, if necessary, intervene 

in the event of someone being toxic to the group. Behind Meredith Belbin, we can distinguish nine 

team roles. It is worth noting that each member of the group never has only one role. At the same 

time, we are several of those that are compatible with our character traits. However, with the usual 

one of them is dominant: 

 Coordinator 

He manages a group, he can become a leader, although he prefers to lead his colleagues 

rather than subordinates. He can solve problems and conflicts in the team. He knows how to best 

utilize the resources of the group and the potential of co-workers. In his actions he strives for a goal, 

he is enthusiastic about the work, but he is not without flaws. Sometimes laziness manifests itself 

in him. 

 Creator 

He gives suggestions for solving the problem. Against the background of the team, it is 

distinguished by intelligence and creativity. He can inspire the team to generate new ideas. He has 

a large imagination, but he is characterized by chaos in action. 

 Evaluator 

He can interpret problems. There is no problem with making evaluations. Sometimes it can 

be perceived by the team as boring. It is suitable as a substitute for leading a team. He is composed 

and able to approach tasks and problems in a practical way. 

 Implementer 

The team is a reliable person, you can count on him. He can adapt to working conditions. He 

works in an effective manner. Such a person will not leave an unfinished task. It also does these 

less-convenient projects. He always knows what to do at the moment. He is well organized, he is 
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happy to help other people from the team. The disadvantages of having it are submissive and low 

flexibility in doing the job. 

 Perfectionist 

It is characterized by accuracy, meticulousness, detail and precision. Controls work 

schedules. It is characterized by self-control and high subordination. However, its pedantic nature 

can be qualified for disadvantages. 

 Locomotive 

He can work under time pressure. It is suitable for the role of a group leader. He can motivate 

the team to work. He looks at interpersonal problems from above. He does not spend too much time 

considering the changes. Effectively works on the team's success. She is a social, communicative 

person and can deal with stress. However, he lacks patience, he is ruthless and he likes to impose 

his will on others. 

 Team spirit 

He cares for a good atmosphere. He can relieve interpersonal conflicts. He makes sure 

everyone can get involved in the project. He is a communicative and open person. The disadvantages 

of having this submission and low confidence in what he does. 

 Source seeker 

He likes to invent new things using resources that the team does not have. He is looking for 

solutions to the task in different places. There is no problem with establishing contacts outside the 

organization. He can negotiate. He can get the information he needs that no one else has found. 

Others in the group have sympathy for him. He is a social, open and entrepreneurial person. At 

times, his enthusiasm can interfere with teamwork. Sometimes he is moody. 

 Expert 

His presence is very useful in teamwork because of the knowledge and skills he has. It is 

characterized by high intelligence. It is not pleasant in contact with others, sometimes it 

overestimates your skills. He can analyse problems. He is thoughtful and does not advocate any of 

the parties. Sometimes it is too critical in relation to others. 

Each of the roles is different, but extremely useful in the formation of the group. The leader 

of the workers on the team should be approached in a personalized s and use the best resources of 

each. People with the characteristics of “Coordinator” and “Locomotives " can support the leader in 

managing the team and motivating people to work. A person with the role of “Perfectionist " can 
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support the leader in taking care of the details in the project. An employee called the “Implementer 

“he is useful in the team because he will be happy to support other colleagues, and the leader can 

count on the tasks entrusted to him to be completed. The leader can use the role of the “Soul” of the 

team to relieve tension and resolve conflicts. There are two more roles that the leader can use in 

creating a team. The person acting as the “Seeker of sources” should be directed by the leader to 

external contacts, however, he should be able to deal with his moods. The role of “Specialist” should 

be emphasized, which should be substantive support for the leader. It is also worth note that the 

leader will not always have any of the roles in his team, but it should also be remembered that people 

do not have the characteristics of only one of the roles. 

In summary, working in a team usually involves a group process. It is important that the 

leader knows what role he plays in each of the phases of the group process. Thanks to this, he can 

support the team in an appropriate way. The leader is responsible for creating a goal and mission 

with the team. At the very beginning, the role of the leader in the formation of the group is associated 

with the supervision of the team, but over time the leader should leave the team more freedom in 

action and become a partner for the group. It is also important for the leader to be able to notice the 

roles of team members in order to be able to motivate and motivate them appropriately. 

  Exercises for leadership styles (constructing people, personification and its distortion) 

In this exercise, we go further than it can be in the physiognomic perception. We choose a 

specific inanimate object, after which we give it as many human traits as possible. Therefore, we 

give him individual characteristics (e.g., personality, temperament, intelligence), the ability to 

experience feelings, awareness and self-awareness. Imagine the types of behaviours for him in 

difficult situations, invent him sympathies and dislikes, personal vices and advantages. What's more, 

we can speculate how our object would behave in a strictly defined situation, e.g. how someone 

would offend or praise it. We create an environment for him, a social circle, a typical lifestyle, a 

way of spending free time. Everything that concerns people should be assigned to the object or its 

fragments or the ways of its operation. The choice of the object is important here. We start with easy 

ones (e.g. toothbrush, roadside stone, field flower, desk, etc.), then we go to more and more difficult 

ones (bicycle gear, guitar string, automatic washing machine programmer, sewing machine, 

computer hard drive). The latter examples are more difficult because we can impersonate them only 

when we understand the principle of their operation. Therefore, we should carefully choose such 

objects, taking into account the knowledge and personal experience of the participants. The 

practitioners can give the object further human features, leading a group discussion. For example, 
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the manner of spending free time by the boss's desk should be determined by reporting ideas to the 

next person and ending the process with a group agreement. The discussion ends only when the 

chosen object is completely human in its hypothetical features, experiences and preferences. We 

can encourage the group to an especially insightful revival of dead objects, if we treat the entire task 

as a kind of riddle. For this purpose, each participant chooses an object (or it is imposed on him) 

and tries to identify with it. Identification with the object is the highest degree of impersonation. It 

is about blurring the boundaries between the object and the person, i.e. the person's personal 

identification with an external object (e.g. a ball, an ashtray, a mug, a pot, etc.). At the same time, it 

maintains typically human abilities to survive and experience. These experiences should reach a 

high level of intensity. At the moment when this happens, it should be expressed in the form of 

reflections, denominations and words signifying emotions experienced. During all the time, the 

trainee remains in a kind of trance, at the same time experiencing and externalizing their 

experiences, so that they are available to other participants of the class. Indices of real identification: 

- behavioural and physiological symptoms of experiencing emotions (e.g. tremor, especially 

voice, sweating, changes in breath); 

- vividness and colour of the description indicating that the description concerns matters 

lived at a given moment; 

- quite a long duration of the "session", no tendency to quickly fill in the introductory 

instructions for this exercise. 

Avoid identification should be avoided. The most important indicators of apparent 

identification with the object: 

- using phrases like: "I think I should feel right now that ..."; 

- using the past tense (e.g. "At first I felt the pain and then ..."), which proves that 

experiencing (if it happened at all) has already given way to cool reminding of past events; 

- describing features, especially physical ones, of the identification object; 

- lack of explicit emotional involvement, the use of "dry" and logical language, even in the 

attempts of allegedly experienced emotions. 

To facilitate the participants' actual identification with the object, they should be left to 

choose the object. They cannot be just animals or other people. It should also be ensured that the 

conditions in which this exercise is carried out are comfortable (isolation from noise, lack of 
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unexpected obstacles, warm emotional climate). Then he presents to the participants a short story 

about how he feels as an object, what thoughts he has or what kind of feelings he has, of course not 

mentioning the name of the subject itself. On this basis, the rest of the group guesses "what" is 

involved. A special variation of impersonation consists in giving human characteristics to the 

elements of the problem being solved. For example, if we solve the problem of freezing of wagons 

with ore during transport to a steel plant, then we can speculate on the human characteristics of such 

a wagon. In this case, it is not only what our wagon is all about, but how it feels at the moment when 

the frozen ore is full of it. The personification typical for this variation is that it strongly emphasizes 

current states, and especially feelings experienced at a given moment. Such a treatment may go into 

speculation as to how our object could solve its problem by itself. If we give human traits to a 

wagon, then we should expect that it will behave in a manner typical for a human being, namely, it 

will try to free itself from what causes him to be unhappy. Reflecting on what our wagon can do, 

endowed with human experience and human intelligence, to get rid of the arduousness of frozen ore 

by ourselves, we can come across valuable ideas. In this way we apply the heuristic principle of 

inventing self-defeating problems. Or more strictly on reformulating the problems so that they 

become capable of independent solving, seemingly without active human interference. A question 

for the heuristics: "what can I do to solve the problem myself and not cause me more trouble?" 

Implies tacitly previous personification of the problem or the most important elements and objects 

for him. In this sense, giving human traits to coaches or bicycle gears becomes a direct tool that 

makes it possible to make a discovery or invention. 
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8. Motivational communication 

8.1. Effective communication. 

Communicating about which was already written above, which is the basic tool of the 

motivational system, also contains barriers that we use more or less consciously in the 

communication process. Unstructured communication, too arbitrary, interferes with the 

organization's goals, distracts attention, takes time, overlaps with messages necessary for the proper 

functioning of the organization, creating information noises. Also, the quality of communication in 

the organization determines which style of communication is dominant in the group. It is largely 

from it that communication problems can arise. We distinguish five basic communication styles. 

Introvert, extroversive, defensive, bidding style and style of effective communication. 

The "introvert" style is used by people who seek to limit communication with other people. 

They are closed persons, not interested in the opinions, attitudes and emotions of other members of 

the organization. The manager presenting this style of communication - he has an autocratic style 

of leadership. When there are several such introverts in the task force, we can expect little creativity 

of subordinates and low work efficiency. 

The "extrovert" style, in turn, demonstrates individuals focusing on their own ideas and 

feelings, wanting to pass them on to others, but they are not open to the suggestions of others. 

Managers about this style of communication focus on themselves, they cannot listen to what the 

subordinates say they do not like criticism. This style of communication can lead to uncertainty and 

danger to subordinates. 

The defensive style is used by people who try to study and evaluate others, but do not allow 

them to get to know their feelings and views. This style arouses distrust among employees. 

The "bargaining" style is the style of people who receive feedback, they open to others but 

expect reciprocity. This style can cause anxiety, can limit co-workers. 

Finally, the style of "effective communication". It is a style of flexible people, open to others 

and using feedback. Such persons are able to accept the criticism of their own activities, they can 

learn from feedback. They are great team employees as well as great leaders. 

The reasons for communication disturbances can be seen in the emotional, personality and 

erudite features of people involved in the communication process. We can include language 

differences, differences in the perception of reality, an information filter or a projection of the 

emotional relation to the sender. The next group is the possession or lack of communication skills. 
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The reason for this may be the contextual context, that is, the wrong place and time of passing the 

subordinate's criticism message, admonition, lack of a favourable climate in the group, i.e. lack of 

willingness to engage in the exchange of communication. They may also flow from the features of 

the formal communication structure in the organization (too extensive chain of communication 

links, too high standardization of communication limiting the possibility of providing non-standard 

information). They may also be more technical reasons, which are included in the defects of the 

media (inefficient telephony system of document circulation). 

We can overcome barriers, communication disturbances by following the following rules: 

• Formulate messages rather descriptive rather than evaluative. 

• Avoid speaking more than the recipient of a message can listen to at once. 

• Ask directly about how the other side understands your statements and ideas. 

• Select the time and place where the recipient provides feedback that is convenient 

for him. 

• Provide feedback in relation to the sender's statements when the other party expects 

them and when we think that they will change his behaviour or the courts. 

• We prefer "face to face" communication. 

• We listen to the other side. 

• We maintain a favourable communication climate. 

• We avoid the mechanism of inference known in psychology about the intentions of 

the other party based on their own fears19. 

In order for communication to be orderly, it is necessary to create means and communication 

channels as well as a system of incentives encouraging members of the organization to use them. 

Maintain the cultural code of each organization (asking or invoking a partner). If the organization 

does not have, one should create and cultivate a hierarchy system in communication relations. An 

important predicate of communication is the style of communication between employees and 

superiors. Typology of basic communication styles based on two dimensions: 

• openness to people with whom we communicate; 

• the scope of use of feedback. 

                                                 

19 P. Anderson, Explaing Intercultural Differences in Nonverbal Communication, w: Intercultural Communication: A 

Reader, red. L. Samovar, R. Porter, Wadsworth, Belmont 1991, p. 288 
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Openness in communication assumes that we respond positively to communication activities 

of other people, allowing them to freely broaden their knowledge about our feelings, interests and 

meanings, which we use, however, it carries a risk for participants of communication especially in 

a situation of competition between people or a rigorous control their actions. That is why we talk 

about the relative openness of communication. The use of feedback involves providing information 

to other people about how we understand their messages, how we perceive them as interlocutors. 

8.2. Communication exercises  

1. Exercise Sneak-Peek  

To do the exercise, you need several sets of children's blocks or other materials from which 

you can build any structure. The trainer or one of the participants in a given team builds something 

from blocks, not showing what he has built for the others. People who are allowed to see the building 

are liaisons, chosen from among the team members. The teams' task is to reconstruct the building 

on the basis of information provided by the connectors. The time of looking at the building and 

providing information can be freely modified by the trainer depending on the conditions in which 

he works. 

2. Exercise Flying egg 

This well-known exercise never loses popularity. It involves building such a package, in 

which the egg safely defeats the height (or distance) of ten meters without breaking. Depending on 

the inventiveness of the trainer, the teams have various materials at their disposal. Balloons, paper, 

adhesive tape, scissors are the most basic ones. After securing the egg, the teams must come up with 

a 30-second presentation showing the principles of operation and the features that distinguish their 

packaging, and then test them together. The idea of this exercise lies in the fact that in addition to 

communication and team collaboration, participants learn healthy competition and integrate to 

achieve success together. 

3. Assertiveness map. 

The test will allow you to specify in which situations you use your right to assertive 

behaviour and in which you have trouble. How do you deal with expressing yourself and taking into 

account the rights of others in different situations. The idea is to find situations that worsen your 

mood, reduce your faith in yourself, you are afraid, you avoid in which you feel your own 

helplessness. 
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Put the cross in the appropriate box, assuming that the first means: "Yes - rather, yes" and the 

other "Not-rather-not". 
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Lp. DEFENSE YOUR RIGHTS OUTSIDE A PERSONAL SPHERE YES NO 

                Do you happen to buy an item that you do not really want, just because 

it was difficult for you to refuse the seller? 

 

    

                Do you hesitate to return the goods to the store, even if it is defective 

and unusable? 

 

    

                If someone talks loudly during a movie, art or concert - do you ask him 

to be quiet? 

 

    

                If someone is knocking or knocking on your chair in the cinema or 

theatre, do you ask that person to stop? 

 

    

                If it bothers you that someone is smoking a cigarette near you - can 

you say that? 

 

    

                If the seller wrongly handles someone without a queue - do you pay 

attention? 

 

    

                In the event of a failure in your apartment - do you insist that the 

administration employee make the repair to which he is obliged? 

 

    

                If the taxi driver - against your intentions - treats the rest as a tip - will 

you ask for your money, even if it is a small sum? 

 

    

  DEFENSE YOUR RIGHTS IN PERSONAL CONTACTS YES NO 

                If someone behaves in an unjust or hurtful way towards you - do you 

pay attention to it? 

 

    

             If someone has borrowed money or something from you, and 

hesitantly, do you tell him about it? 

 

    

             If someone asks you for a favour that you find difficult or 

uncomfortable - do you refuse 

 

    

             Do you have the impression that other people tend to use you or rule 

you? 
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             Do you often do something you do not want to do, just because you 

cannot stand up to your surroundings? 

 

    

  INITIATIVE AND SOCIAL CONTACTS YES NO 

             Are you are able to start a conversation with a stranger? 

  

 

    

             Do you often experience difficulty in maintaining social conversation? 

 

    

             Do you find it difficult to maintain eye contact with the person you are 

talking to? 

 

    

             Do you freely participate in a social event where you do not know 

anyone but the host 

 

    

  EXPRESSION AND ACCEPTANCE OF CRITICISM AND 

CLAIMS 

YES NO 

             When someone praises you, do you know how to behave? 

  

    

             Do you sometimes praise friends, family members? 

  

    

             When someone criticizes you, do you know how to behave? 

  

    

             Do you have difficulties in criticizing your friends, family members?     

  EXPRESSION OF NEED FOR  ASSISTANCE  YES NO 

             Can you ask a stranger for help? 

  

    

             Can you ask friends, family members for favours or help?     

  EXPRESSION OF FEELING YES NO 

             Can you openly and honestly express warmth, sympathy, and 

commitment to men? 
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             Can you openly and honestly express dissatisfaction and anger towards 

men? 

    

             Can you openly and honestly express warmth, sympathy, and 

commitment to women? 

    

             Can you openly and honestly express dissatisfaction and anger towards 

women? 

    

             Do you often avoid certain people or situations for fear of being 

embarrassed? 

    

             Do you sometimes share your feelings with another person? 

  

    

  EXPRESSION OF OPINIONS YES NO 

             If you talk to someone, you realize that you have a different opinion, do 

you usually decide to express your opinion? 

    

             Do you often avoid making a real opinion about something for fear that 

your interlocutor will not get you wrong? 

    

             Do you often experience such a situation that others attack your opinion, 

and you have trouble defending it? 

    

             Do you have a habit of reacting with anxiety and tension when your 

interlocutor disagrees with yours? 

    

  PUBLIC CONCLUSIONS YES NO 

             Does it make it difficult for you to speak (ask a question, share your 

opinion) at a large auditorium? 

    

             Do you have any difficulties during public speaking (speech, talk) to a 

wider forum? 

    

  CONTACT WITH AUTHORITY YES NO 

             If you have a different opinion than someone who is your authority, do 

you express your position openly? 
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             When you contact a person who is your authority, do you often give up 

your interests and preferences in favour of the interests and preferences 

of that person? 

    

  INFRINGEMENT OF SHOOTING TERRITORY YES NO 

             Do you sometimes end sentences for other people? 

  

    

             Do you have a habit of using screaming as a way of forcing others to do 

what you want? 

    

             Do you have a habit of using insults and “bad” words? 

Do you keep arguing, even though the other person has had enough of it 

for a long time? 

    

             Do you have a habit of making decisions for other adults? 

  

    

 

Dark areas indicate the areas of your difficulties. Now go back to those points where your 

cross was in a shaded grid. Remind yourself of the situations in your life that you were thinking in 

answering the question. Write on a piece of those situations that you have trouble taking into account 

not only the circumstances, but above all the people who are in difficulty. Now plan the change. 
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4. Exercise “Brainstorming”. 

The word “ASSERTIVENESS" was written in the middle of a large sheet of paper.  

I am asking everyone to say all the words that come to mind that are associated with the word 

"assertiveness". One of the participants writes them on the board, even the most absurd ones. 

1.  Exercise “Definition”. 

Definitions. Divide everyone into 3 groups. Using the collected vocabulary, each group will 

create a definition of assertiveness.  From reading the resulting definitions. The definitions created 

are not inferior to those created by psychologists or trainers of assertiveness. Give exemplary 

definitions from the literature: Assertiveness "It's the ability to express yourself in contact with 

another person or people. Assertive behaviour means direct, honest and decisive expression towards 

another person's feelings, attitudes, opinions or desires, in a way that respects the feelings, attitudes, 

opinions, rights and desires of the other person. "Assertiveness", assertive behaviour means 

accepting one's own feelings, attitudes, wishes, opinions and rights and the ability to express them 

in a direct, honest and decisive manner towards the other person while respecting feelings, attitudes, 

wishes, opinions and opinions of the interlocutor." 

A bit of assertiveness theory. Assertiveness is a word only a few years ago known only to a 

narrow group of recipients associated, for example, with psychology. At present, almost every 

human knows it. The concept of assertive behaviour is based on several assumptions whose roots 

lie in psychotherapy and in the values developed in democratic societies, such as having and 

respecting individual, individual, social and political rights. Everyone has the right to them and the 

right to use them. Most people associate assertiveness with the art of saying "No". However, those 

who want to delve deeper into the "assertiveness philosophy" will find more noble there the slogans 

about respect, human dignity, the defence of human rights, the integrity of the person and many 

more. No wonder that many people consider assertiveness a deeply humanistic or even a Christian 

product. The origins of the idea of assertive behaviour date back to the 1950s, when two American 

psychologists SALTER and WOLPE noticed that the basis of mental and emotional problems and 

the social functioning of some patients is that they are not aware of their own rights or lack the 

ability to use them. These rights concerned basic matters, such as the right to rest or express one's 

own opinion. The Americans decided to use the idea of human rights and use them in the process 

of restoring the health and satisfying life of their patients. Through an arduous search, psychology 

has found the path between aggressive and submissive behaviour. In the 1970s and 1980s, courses 

and training of assertive behaviour were widespread in various countries. It turned out that the way 

to treat the inhibited patients became a great tool for training professionals in areas where contact 
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with other people is important, such as managers, traders, teachers, and librarians. Assertiveness is 

becoming more and more popular in pedagogy. Research shows that an assertive person is 

characterized by vivid emotional expression, well-being, energy, optimism and joy of life. At the 

same time, she is affectionate and sensitive, balanced and controlled, strong, persistent, and 

industrious. He is friendly, considerate, can show care and feelings. It also has a feeling of self-

worth. Ability to assertive behaviour is not a congenital feature of the chosen ones. Assertiveness is 

an acquired ability to make contact and co-exist with people who can - just like other skills - learn. 

In order to achieve proficiency in assertive behaviour, one should first of all realize what it is and 

know how to distinguish it from non - partisan behaviours, and aggressive and submissive 

behaviours. How to distinguish assertive behaviour from other behaviours, non - partisan 

behaviours. It is important that my verbal messages (35%) are consistent with non-verbal messages 

(the remaining 65%). Non-verbal signals: expressive, calm and determined, but not commanding 

style of speaking, looking at the speaker in the eyes and returning you towards the interlocutor. As 

you can see, assertiveness is on the one hand a denial of submission, on the other hand, it is an 

aggression of food. Joint finding, resulting in a lack of assertiveness. 

Lack of assertiveness results from: 

 fear 

 passivity 

 receipts from childhood, etc. 

The risk associated with being assertive. In addition to many benefits, assertiveness carries 

with it a certain risk. Some people can turn away from us. If it happens, it means that these people 

should have done it for a long time. They simply are not and have never been our friends. Someone 

will regard us as egoistic, offend us or laugh at us.  

Making the participants aware of the essence of assertiveness, that is the right to establish 

and defend their own rights. The theory of assertiveness results from the assumption that each 

individual has basic rights. We do not have to earn it or earn it. The definitions of assertiveness you 

create refer to basic human rights. Recognizing that we have the right to express our needs, 

intentions and feelings towards others is of fundamental importance in changing behaviour to being 

assertive, this is the first step towards assertiveness - recognizing one's rights. In every situation, 

whether personal or official, a person has the right to be treated in such a way that his or her personal 

dignity is not violated.  
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Lack of awareness of your rights means that many people feel about being outside of their 

home. „Assertive man knows, respects his rights and observes others.” Awareness of your assertive 

rights helps you deal with guilt. Every man can sometimes behave in a wrong way. Then we are 

unhappy, we feel guilty. 

In recent years, psychologists have formulated many laws. Here are some of them:  

YOUR RIGHTS: 

 for privacy, 

 to dispose of your time, 

 to express your own opinions, 

 to own political beliefs, 

 to profess any religion, 

 to cry, 

 to laugh, 

 to ignorance, 

 to misunderstanding, 

 to refuse, 

 for loneliness, 

 for lazing, 

 to change, 

 for vegetarianism, 

 to not drink alcohol when you give it to you. 

HUMAN RIGHTS: 

 You have the right to express yourself, your opinions, needs, feelings - as long as you do 

not hurt others; 

 You have the right to express yourself - even if it hurts someone else - until your intentions 

are aggressive; 

 You have the right to present your requests to others - as long as you acknowledge that 

they have the right to refuse; 

 There are situations in which the issue of the rights of individuals is not clear; However, 

you always have the right to discuss this situation with another person; 

 You have the right to exercise your rights. 
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YOU HAVE THE RIGHT TO: 

 Ask for what you want - but do not require it;  

 have and express your opinion;  

 act illogically and do not justify it;  

 make decisions and bear their consequences;  

 decide if you want to get involved with other people's problems;  

 do not know, do not know, do not understand; 

 to make mistakes achieve successes change your mind; 

 to your privacy; 

 for loneliness and independence; 

 change and use your rights. 

IF YOU KNOW that you have rights and you want to follow them, that you are on the right path. 
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5. Exercise personal rights: 

Divide the group into pairs. Each pair receives a card with equal rights. Each person from 

the pair first one, then the other reads their rights. The listener is to confirm that the one who 

speaks has such a right. He can do it in a verbal or non-verbal way, eg by nodding his head. This 

exercise is to give participants a positive boost. Realize that she has her rights. Personal rights 

card. I have the right: 

 Set your goals and make decisions yourself 

 Be treated with respect 

 Answer "no" to your requests 

 Change your mind 

 To make mistakes 

 Ask for different things 

 Do not like some people 

 Take care of yourself 

 Long sleep on Sunday 

 Have a good mood 

 Do not borrow money 

 Defend my own dignity even when I make a mistake 

 Do not look after your friend's dog 

After exercise you may ask how they felt the participants by reading aloud the law. It is 

never too late to be assertive. Assertive behaviours have a great property - you can start using them 

at any time and that assertiveness is contagious. Through consistent assertive behaviour, you can 

teach others. First of all, some mental habits should be changed: 

Start speaking positively about yourself. How to do it? You need to change anti-trend 

messages to pro- assertive, and so, for example, the American assertiveness trainers ALBERTI 

and EMMONS suggest that pro-assertive texts, not only to repeat in thought, but to read, and 

many times during the day. You can put these sentences on the fridge, in the toilet and regularly 

remind you. 

They can be spoken loudly in front of a mirror, recorded on a cassette tape and played on 

every occasion. These are sentences like: I'm brave. I’m alright. I have many strengths. I'm just as 

important as other people. There is a lot of goodness in me. 
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Instead of saying I'm good for nothing - I have many advantages; I will always ruin 

everything - I have the right to make mistakes; I cannot ski - I do not have to be perfect, etc. We 

learn to substitute for anti - corporative messages – for pro-assertive. 

Self-esteem should be as natural as breathing. Man has the value of himself that is why he 

is. Even the great religions of the world talk about it. And how many people there are, who cannot 

say even one thing about a good word about themselves. To those who are afraid that self-love will 

lead them to self-love and egoism, let us recall the advice of Rabbi Bunam. He ordered his students 

to carry a piece of paper with the words "I am dust and dust" in the right pocket, and in the left "For 

me, the world was created". 

The second step towards assertiveness is: 

 an attempt to talk to each other 

 self-acceptance ("stroking") 

 like yourself 

To strengthen our own value, we will now speak well about ourselves. 
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7. Exercise “Quick questions”. 

In pairs one of the people asks questions, the other answers, and then the change. The 

answers are to be short, sincere. 

What natural features of your body or mind do you particularly like? 

What kind of things do you do better than others? 

What skills do you have that you are proud of? 

What’s the hardest thing you've done in your life? 

What do you like in your personality? 

What are you most proud of in your life? 

After the exercise, willing people can say loud about their positive strengths. The next 

exercise is also intended to strengthen our perception of values.  

 

8. Exercise “Compliments”. 

Speaking of compliments to the other person (also in pairs). Willing people can demonstrate 

to the whole group. The rest assess whether the behaviour of the person who was the recipient of 

the compliment is assertive. 

DISCUSSION: How did your friends react to compliments? Generally, people cannot accept 

praise, just like criticism. Criticism - acceptance and expression. 

Criticism, negative assessment hits our sense of value. Hearing criticism, we react 

defensively or justify ourselves. We apologize and then wait for the next mistake of our neighbour 

to balance the bills with a sharp remark. This causes a worsening relationship with the other person. 

Assertive behaviour coaches suggest treating opinions as opinions and responding to them 

with their own feelings. Agree or not. Assertiveness is applicable in many areas of our lives, not 

only in expressing and accepting criticism and praise. These areas include: protection of their rights 

in social situations, defence of their rights in personal contacts, initiative and social contacts, 

expressing requests, expressing feelings, expressing opinions, public appearances, contact with 

authority, violation of someone else's territory. It is worth to see what we have a problem with - 

refusing, expressing opium and perhaps public speaking. In this way, you can recognize your 

weaknesses and start working on strengthening them. 
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Expressing feelings 

Probably we all have problems expressing feelings. It's easier for us to talk about what we 

think than what we feel. Some people think that not showing off emotions is virtue (do not cry, do 

not be afraid, and do not be sad). Feelings can be expressed in an aggressive way (we then give pain 

to someone), passive (we suppress our feelings, eg anger under cover of contentment) or assertive 

(we verbalize our feelings, we talk about what we feel). 

Do not be afraid to speak: 

 I'm scared when you yell at me. 

 I do not like it when you talk to me like that. 

 I like how you talk to me baby. 

 I get nervous when you do not come at the appointed time. 

 I am touched when you bring me flowers. 

Informing about feelings improves communication. The popularity of Goleman's book 

"Emotional Intelligence" testifies to the importance of information about one's feelings. 

Assertive refusal: it pays to learn to say "no". What is your "yes" worth when you never say 

"no"? The defence of their rights, which is often an assertive refusal, both in social and social 

contacts, does not contain any claims, no rights, and no translations. We can say "NO" without 

arguing our answer, do not justify it. Such an attitude is an essential skill in resisting pressure tests 

related to drinking alcohol, smoking cigarettes, taking drugs, etc. 

NO + I CAN NOT + EXPLANATION (no excuse)  

No, I'm sorry.  

No. Forgive me, this time you will not ... (I will borrow, I will do, I will look after the dog, etc.)  
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   10. Exercise “Library”  

The library is a public place, a place where social situations arise. For the librarian he is a 

workplace, for the reader a place of searching for important information, a place of learning, 

entertainment and relaxation. Difficult and conflicting situations may also appear here. We create 

in three groups a card of rights (student, teacher, librarian, reader, etc. Depending on what group are 

the workshops)?  Remember that it has no hundred percent assertive. Even assertiveness coaches 

with many years of experience in teaching other assertiveness sometimes happen aggressively or 

submissively. Everyone has the right to assertive behaviour, but he also has the right to act non-

permanently. Please remember that assertiveness is also the ability to cultivate your own health, 

taking care of yourself and your own well-being.  

ASSESSMENT OF THE CLASSES: 

About what I MYS fly, returning to the house and what he wanted to do and say? 

The most boring (interesting) part of the meeting was.......... 

Today I discovered that....... 

I decided that from today......... 

What did you get from the group? ......... 
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11.  Exercise “Active listening” 

One of the exceptions to thinking together and communicating together is the difficulty of 

having to listen and produce ideas at the same time. Not everyone can concentrate on listening and 

at the same time create ideas or vice versa. The essence of this exercise lies in mastering the ability 

to produce ideas and listen at the same time, more - production based on information contained in 

the received message. The whole problem is the education of the ability to give up the attempt to 

constantly focus attention only on the course of the message being received. People think that they 

only listen well if they do not take their time away from the interlocutor's words. It turns out, 

however, that our attention spontaneously "changes the subject" and provides us with various 

"digressions". These changes are very short-lived and can be observed only in well-controlled 

experiments or in careful introspection. It is not entirely clear what is the basis of this mechanism, 

but it is a fact. So if the attention, anyway, spontaneously moves away from the subject, it is worth 

using this opportunity and dedicating "mental digression" to coming up with ideas based on the 

content of the message. In addition, one should realize that even a few seconds break (so many times 

longer than these few spontaneous spikes of attention) usually do not cause losses in terms of 

accurate understanding of the message, because a typical verbal message, especially spoken, but 

also written contains a lot of information overload, this is repetition, discussion or paraphrase. The 

text without redundancy receives with great difficulty and hence this excess of words, which are not 

really too much, since they are a condition for full understanding. In addition, the message is usually 

a logical whole, so any gaps can be complemented by deductive reasoning. For example, we 

understand a message in a foreign language, although we do not understand many individual words. 

Finally, the processing of information in the process of formulating and broadcasting a message 

probably requires more time than the processing of information in the process of receiving the same 

message. In other words, a man thinks faster than he says, so even focusing on all the elements of 

the received message leaves a certain "reserve of power" that can be used to produce an idea. It 

should also be noted that different situations require different attitudes of the listener. A participant 

in commercial or political negotiations should probably, to give up trying to listen and think at the 

same time, because the consequences of ignoring something important in the other person's 

statements could be dramatic. But a participant in a creative thinking group can afford longer or 

shorter breaks in listening, because what he says or does not say does not depend on important 

decisions. What's more, if thanks to such breaks, it will enrich the result of group thinking he will 

show that he can use other people's ideas, contribute to the cohesion of the group and improve the 

climate. 
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We practice active listening in the following way. First, the trainer makes the group aware 

that from a heuristic point of view, good listening does not necessarily mean a constant focus on the 

course of the partner's argument. He uses for this purpose arguments that have been [presented in 

the two previous paragraphs. Then the trainer or assistant gives a few minutes text about his work 

or his own interests. It is also possible to record such text earlier on the medium and reproduce it. It 

should be quite difficult, rich in content but stimulating to think, ask questions or comment. The 

participants' task is to think as much as possible of their own ideas, questions, comments and 

comments related to the text being listened to. They do not have to be ready ideas, but their seeds, 

even in the form of associations, doubts and the like. The point is for the participants not to listen 

passively, but to develop the text they receive in some way. 

A few technical notes: 

 Necessarily use the notebook preferably together with coloured markers;       

 It is not worth noting the content of the statement, it is about registering your own associations 

and ideas;       

 Each participant can divide a piece of paper into two columns; one is meant to briefly quote the 

content of the statement (facts caught), and the second column, to write your own associations or 

ideas (this technique exposes the conflict between acceptance and production, but also helps to 

overcome it);       

 it is not worth trying to write down these ideas in a complex form, because there is no time for 

this, you need to use symbols, shortcuts, schematic drawings, single words, which will then be 

easily deciphered if we do not delay;       

 you need to create (internal) focus on activity during listening; the realization that from the first 

words one can and even need to add, supplement and invent something, it helps in fulfilling this 

condition. 

The last element of the exercise is to discuss the results, both regarding the subject and the 

ideas created, as well as related to the rules of active listening and difficulties in complying with 

these rules. You can also do this exercise in pairs so that one participant speaks and the other 

participates actively; then there has to be a change of roles. Like many others, the principle of 

active listening becomes a habit, although at the beginning it can be a very difficult exercise. 

Therefore, do not start with a text that is too long or too difficult. It is also important to take care 

of the intellectual activity of the participants while listening. Later, ideas also appear but there are 
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far fewer of them. In addition, the later ones are usually "censored", while the ones written can be 

very unusual and surprising. 

   12. Exercise “Relay” 

The condition for common thinking is undertaking and developing ideas reported by co-

partners. In this exercise, the participant is required to necessarily and even forcefully if he cannot 

spontaneously, he accepts, supplements, transforms and improves the ideas of other group members. 

We put one of the problems and set a rigid order in which the participants of the training are to try 

to solve this problem. After announcing the first idea by the person starting the exercise (it can be a 

trainer) the next person turns on. Its task is to add some new elements to the first concept, but retain 

some of the old fragments. Putting it figuratively, let's say that the other person leaves 50% of the 

elements from the previous proposal, and introduces 50% of the new elements. It comes about the 

fact that it is not allowed to repeat (eg in another language form) the previous idea, or to propose 

something completely different. We practice cooperation, so you have to take care of compliance 

with this standard, although for many participants it may seem artificial and forced. The meaning 

of this exercise lies in the fact that after a while, a well-functioning group begins to follow this norm 

spontaneously, not always realizing it. The introduced norm becomes a habit, beneficial from the 

point of view of creativity training and group problem solving. For this purpose, we strive not to 

allow the 50% rule to be broken. When the second participant ends the third relay takes place and 

so on. Of course, each person should follow the principle of developing an idea based on his previous 

elements. We finish the relay when the next ideas show features of degeneration, for example they 

are overly surprised or not very original. This means that the group has already exploited the 

problem and the heuristic capabilities in it. This does not mean, however, that we are to interrupt 

the exercise. You can take a different problem and train the relay at will. A good rule is that everyone 

in the group have the opportunity to participate in the exercise. It is also recommended to repeat this 

exercise in different phases of the training, when the group tends to deviate from the rules of 

cooperation. 

13. Exercise “Killing ideas” 

Participants receive a list of language phrases commonly used to explicitly or camouflaged 

criticizing someone else's ideas for ownership: 

- Yes, but...          

- Hmmm, yeah...          
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- We've never done that before          

- We've already worked on it          

- It will not work          

- We are not ready yet          

- In theory, this is correct, but whether it will work in practice          

- Too theoretical          

- What will the "top" think? (Board? parents? teaching council, trade unions?)          

- If it was good, someone would have to come up earlier          

- Too modern (avant-garde, original)          

- Too outdated          

- You will have to think about it on another occasion          

- You do not understand the situation in which we are!          

- We're too small for that          

- We are too big for it          

- We are a beginner, we cannot get carried away          

- We have a lot of different programs at the moment (projects, plans)          

„It worked for twenty years, so it must be good          

- Who has invented it?          

- I just know it will not work!          

- We will call a special commission          

- Let's have someone write a report about it          

- We will not convince the commander          

- Lets not fight windmills          

- Lets be realists          

- Let's be practical          

- We'll wait, we'll see          
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- I do not see any relationship          

- It will not work in our environment          

- We do not have rules          

- The boss will probably pass out          

- We are not answering for that          

- It's not our department          

- It's not our business          

- We're not here for this          

- This will be just a problem          

- I bet it was invented by some egghead professor!          

- This is not in the plan          

- We've always done well without it          

- That means more work for us          

- Too early for that          

- It's too late for that          

- We must be careful not to touch your mistress X          

- What do you think, X          

- Our people will not accept this          

- Did you check it with department Y (Mr. X)?          

- You just do not understand what our problem is!          

- You cannot teach the old dog new tricks          

- No youngsters will teach me what to do!          

- No, I cannot!          

That they would know what to avoid. This exercise is designed to teach participants to avoid 

only a certain category of "murderous" phrases, namely those that threaten groups of creative 

thinking and which rely on too categorical and authoritative criticism. The basic mistake, which we 



Leadership, Motivation and Influence 

 

 

 

88 

 

  

often commit, criticizing other people's ideas, consists in taking the position of an infallible and 

omniscient authority. Then we choose words to indicate that the idea is bad, while in the meantime, 

it seems to us that it is bad. Here are the most important and the most common manifestations of 

categorical and authoritative criticism. 

a) Treating an idea as an undifferentiated whole that is worth nothing, while in the meantime almost 

every idea has its own good and bad sides. So we say, "That's a bad, stupid, unreal idea," instead of 

saying, "I do not like this or that in this idea. We do not necessarily need to distinguish three aspects 

of the idea right away, before we get into the flaws; it is enough if we mention defects, we do not 

reject the idea and block it, but only selected fragments of it.      

b) Unjustified or apparent justification of criticism. For example, we say: "It is known that it will 

not work: while in the meantime it is not known, or at least it is not self-evident. Often, we refer to 

unspecified specialists ("this has already been examined") or generically treated people with 

authority (e.g. Americans have long ago withdrawn from this).      

c) Piling. This procedure involves using magic formulas or specialist terms to discredit a new idea. 

For example, we say: "This is obvious reductionism!", And in this way we achieve two goals 

immediately (1) we draw an idea into a not too serious category, and (2) we show its poor originality. 

If someone does not know what reductionism is and why he is so bad, he will not have the courage 

to admit it; in particular, the author of the criticized idea will not do it.      

d) Impersonality of criticism. Too often, we find that something is just wrong, instead of saying 

that we do not like it. In this way, we commit an abuse based on justifying our own courts on the 

basis of some allegedly existing and binding general court. The objections should therefore be 

expressed with the phrases: "I do not like that ... ", "I do not understand why ...", "I would check if 

you ..." and so on.     

Low harmful criticism (if it can no longer be constructive) should therefore avoid placing 

words, and also use language phrases that emphasize its detail, legitimacy and personal character. 

Someone can say that it's just words and not the essence of things. But words have magical power, 

shape their own and partner's behaviour, and sometimes even affect our way of thinking about the 

problem. Also, the habitual use of quoted phrases is aimed at changing the attitude of criticizing one 

that is less harmful to group processes and creative processes, and perhaps even helps. The essence 

of this exercise is to show what n language languages are fire desired by the deliberate use of the 

creative force inherent in properly applied criticism. Critical thinking is essential in creativity, it's 

all about helping and not bothering. The criticized idea should first be distinguished by saying three 
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reasons why it seems that this is a useful and valuable idea and then choose one most important 

reason, which we do not like the idea from, and then express its reservation using one of the 

"murderous" terms. We carry out the exercise in pairs. One person devises a solution to the problem 

and the other expresses his negative attitude towards the idea. Then the roles are changed. After 

mastering these habits, language habits should become a group norm, and the trainer should always 

pay attention to breaking them after finishing these exercises. The minimum of what each training 

group should achieve is to avoid simple and categorical phrases such as "good, bad" etc. At the 

higher level, the words "defect" and "advantage" should be eliminated as too easily associated with 

an undifferentiated assessment and impersonal. An even higher level of initiation consists in 

applying to all the mentioned rules and using, for example, such a pattern of criticism: "For me, the 

problem is whether ... (here we mention the disadvantages of the idea), because ... (here we justify)". 

The highest level is the scientific application of the technique: "What would you do to ...?" Using a 

variety of natural equivalents. 

14.  Exercise “Constructive criticism”. 

It is impossible to hide that we can meet with criticism either by their boss or another person 

even completely alien. How to use this tool and what principles it can use. Here are 8 ways to use 

constructive criticism. 

Good criticism begins long before we give it. Never criticize unless you clearly instruct and 

illustrate values and expected behaviours. Values are the most important, behaviour is a natural 

result of well-instated values both in the company and in the family. Leaders teach first, then 

criticize. 

More encourage, less criticize. A good workplace is a positive workplace. A place where 

others are encouraged and their work is honoured. You are lazy, stupid or just ignorant - if you think 

that your negative criticism will create a productive and happy workplace. Critical bosses create 

workplaces that criticize others and themselves. 

Use critical thoughts as "self-timer" for praise. Try to explain to your critic your thought 

path, and employees will understand your intentions better. 

Make the pursuit of excellence a sport in your work. Enter the culture of frank discussions 

about how to improve the behaviour and culture. Start with value building and end with naturally 

flowing behaviour, never the other way around. It is worth to demonstrate in a simple way the 
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consistency and the process of repair after mistakes. There should never be any surprises when eg 

we enforce justice when the expected label is broken at work. 

Be nice while giving unpleasant information or really negative criticism. 

More compliment - as people, we usually embellish the criticism given to us and focus more on the 

negatives than the positive sides. 

Pointing out errors is 10% of the criticism process. Unfortunately, inaccurate criticism focuses on 

pointing out errors to a much greater extent than it should be. 

Good criticism is always constructive. Conducted in a good way can permanently change 

people. Criticism is a key issue in the process of improvement, but it is also a highly overrated 

method of achieving better results and repairing the spoiled. 
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9. Feedback methods  

During the course, students will often receive feedback and they will also give it, so they 

should know about the principles and rules.  

Sandwich method.  

Feedback is a central component of the leader – subordinate  relationship. Often, leaders 

are reluctant resent giving corrective (or negative) feedback. They assume subordinate  

defensiveness and fear that negative feedback will offend the leader and thus affect their rapport 

with the employee. Such leaders are likely to withhold criticism. They fail to provide timely, 

relevant feedback in various circumstances, from subordinates  tardiness to inappropriate attire 

(especially if the employee is of the opposite gender.) The sandwich feedback technique is a 

popular three-step procedure to help managers who are ill at ease with providing corrective 

feedback. The sandwich feedback method consists of praise followed by corrective feedback 

followed by more praise. In other words, the sandwich feedback method involves discussing 

corrective feedback that is “sandwiched” between two layers of praise. 

 

 

Figure 6. Sandwich feedback  

Source: http://groupvisual.io/feedback-sandwich/ (available 12.09.2018 ) 

 

The purported benefits of this technique are twofold: (1) it softens the impact of the criticism 

or corrective feedback, and, (2) given that a manager is probably more comfortable with praising 

the employee, the manager finds it easier to discuss problems with the employee’s behaviour if this 

http://groupvisual.io/feedback-sandwich/
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discussion begins and ends with praising the employee. The sandwich feedback technique enables 

leader to restructure feedback so it is easier to deliver. The technique also reinforces good behaviour 

and asks for improvements. 

FUKO 

UKO is an abbreviation of four Polish words: 

F- fakty - facts 

At the beginning, recall the facts and specific behaviour of the other person. Avoid generalities and 

give arguments and examples of the situation that you did not like. It is very important to evaluate 

the behaviour, not the person. For example, I noticed that once again you receive the phone during 

a shared dinner. 

 U- uczucia - feelings 

In the next step, talk about your feelings and emotions. Describe what effect your behaviour has had 

on you. For example, I am sad that a phone conversation is more important to you than talking to 

me. 

K- konsekwencje -  consequences 

Then focus on the consequences and present a vision of what can happen if the other person does 

not change their behaviour. Thanks to that the other side will know what reaction it might encounter 

in the future if it maintains its negative behaviour. For example, By behaving in this way, you make 

me move away from you. 

Oh – oczekiwanie - expectation 

Express clearly your expectations about what could happen differently. It is very important to finish 

the conversation so arranged with information about what you really expect from the other person. 

For example, I expect you next time you mute your phone before a meal and call you back after the 

dinner. 
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Figure 7 FUKO  

Source:http://www.agile247.pl/fuko-i-sbi-2-proste-narzedzia-do-dawania-informacji-zwrotnej/  

(available 12.10.18) 

Giving feedback is not easy at all if you do not practice this skill regularly. Have you 

happened to participate in a meeting during which there was a small discussion, and just after the 

departure began exciting conversations in smaller groups, largely regarding the criticism of 

solutions discussed a moment earlier? Or maybe during this type of meeting, after a long moment 

someone finally articulated feedback about the solution, which triggered comments in the style of 

"finally! someone said it. " Or maybe you have heard a negative opinion about someone's work or 

behaviour in trust, and the person who was interviewed did not have this opportunity? In each of 

these cases, one of the blockades that feedback does not keep up to potentially the most interested 

is that there is no idea how to do it. I do not know a better way to overcome this impasse than a 

regular exercise. 
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Summary 

The aim of the e-book is to familiarize YOU with the basic theories of motivating. The e-

book should be seen as a prelude to further seeking of knowledge in the field of motivation and 

leadership. Mastering the knowledge contained in the e-book will allow for active participation in 

practical classes and understanding of the processes taking place between the team and the leader. 

Each leader should have professional competence, moral character and serve as a role model. The 

leader is able and wants to act decisively, in the best interest of the organization. 

Everyone in the army is part of the team and acts as a leader and subordinate. Being a good 

subordinate is part of being a good leader. It is important to understand that leaders will not only 

lead subordinates - they also lead other leaders. Leaders are not always determined by position, rank 

or authority. The content contained in the textbook and further study of leadership should allow to 

act consciously to create organizational culture and not to act on the principle of a fire brigade which 

reacts to subsequent fires (catastrophes). 
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