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Welcome to Session Two

• Two hours and includes; interactive discussion, handouts, Q&A, and a 
break!

• Questions or comments, please put them in the chat box.
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Course Goal

Learn How to Motivate Highway 

Maintenance Workers

to Perform at Their Very Best
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Course Overview

1. Introduction to Effective Motivation

2. Organizational Requirements
3. Individual Needs

4. Turning Effort into Performance
5. Steps to Improve Performance (Encourage)

6. Steps to Improve Performance (Communicate)
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The Department's mission is to provide a safe 

transportation system that ensures the mobility 

of people and goods, enhances economic 

prosperity, and preserves the quality of 

Florida's environment and communities. The 

Department's goal is to make travel in Florida 

safer and more efficient.

Why? – Mission Statement
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Worker With 
Several 
Needs

Worker
Develops Several 

Wants

Motivated to 
obtain Strongest 

Want

Obtains Want, 
Satisfies

Strongest Need?

Needs Cycle
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• Opportunities for overtime

• Explore advancement 
opportunities

• If not possible, make sure they 
know why

Addressing Basic Needs
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• Look for assignments that 
require a team effort

• Solitary activities should be 
avoided

• Is it work-related?

Addressing Social Needs
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• Learning new things

• Making decisions

• Developing skills

Provide opportunities for

Addressing Growth Needs
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• Awards

• Personal recognition

• Special Opportunities

Addressing Self-esteem Needs
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Course Overview

1. Introduction to Effective Motivation

2. Organizational Requirements
3. Individual Needs

4. Turning Effort into Performance
5. Steps to Improve Performance (Encourage)

6. Steps to Improve Performance (Communicate)
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Back to Nick

Video Presentation:

This Stuff Doesn’t Work!
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• Explain why some people exert more effort at a given task 
than others

• Understand how to motivate your crew to exert more effort

• Understand the factors that determine performance

Turning Effort Into Performance

Objectives
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Why People Work (A Quick Review)

• They have Needs

• They have developed Wants

• They exert Effort to get Wants
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Motivation

The ability to get employees to do 

what you want them to do,

When you want it done—

Because they want to do it.
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Rewards: What Are They?

• The real or perceived result of completing a task.

• Every task has them—whether we see them or not

20

Reward Types

• Compliments/“Pat-on-
the-back”

• Recognition/Award

• Opportunity for overtime

• Flexible hours

• Pride

• Completing an 
important task

• Visible signs of 
completion

• Use of new or 
unused skills

InternalExternal
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Effort Performance

Reward

Reward

Reward

Can I perform as 
expected?

If I perform, what 
is the result?

Is the reward 
desired?

Relationship Between Effort and Reward
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Effort

• Physical and mental activity required to complete a 
task

• A motivated person will exert more effort than one who 
is less motivated
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Expectation

• Perceived ease or difficulty in completing a task

• In general, the higher the expectation—the higher the 
level of motivation
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Performance Environment

• Support

• Past success/failure

• Crew morale

• Self-esteem
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Reward-Performance Connection

People must believe that 

exerting additional effort will 

lead to a reward.

Believability
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Desirability

• The reward offered must be of 
importance to the individual

• Importance depends on the 
strongest wants or needs
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So, What Went Wrong?

Effort Performance

Reward

Reward

Reward

Can I perform as 
expected?

If I perform, 
what is the 

result?

Is the reward 
desired?
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Let’s Try Again …

Exercise 4.1:

Choose An Acting

Crew Leader
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Exercise 4.2:

Selecting Rewards
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Performance Model

Direction Effort

Ability

Knowledge and Skills

Organizational
Problems

Performance
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Direction

• Who

• What

• Where

• When

• How

• Why
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Effort

Motivated people exert more 

effort than less motivated 

people
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3 Conditions For Extra Effort

• Task is reasonable—it can be achieved

• The reward is tied to performance

• Reward is desired
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Ability

Mental and physical power to 

do a task
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Knowledge and Skills

• Knowledge is taught

• Skill is acquired through 
practice
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Wrong or poorly maintained equipment

Materials or resources not provided

Organizational Problems

Things that hold up work:
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Performance

Viewed in terms of 

measurable quantities and 

quality completed within a 

specified time
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Communication

Must be a continuous two-way 

process to maintain motivation 

and productivity
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Key Points

• Valued rewards to performance of achievable tasks

• Assign crew members to tasks when they have the appropriate:
Abilities, Knowledge, and Skills

• Provide necessary resources and opportunities

• Organizational problems should not hold up the work 
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What You Have Learned

• Individuals can respond differently to the same reward

• How to motivate our crew to exert more effort
 All individuals can be rewarded
 How to match individual needs to rewards

• Identified and discussed the factors that influence performance.
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42

Direction
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Direction

Effort
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Direction

AbilityEffort



45

Direction

AbilityEffort

Skills

Knowledge
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Direction
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Skills

Knowledge
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Performance
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AbilityEffort

Organizational
Barriers
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Knowledge
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Course Overview

1. Introduction to Effective Motivation

2. Organizational Requirements
3. Individual Needs

4. Turning Effort into Performance
5. Steps to Improve Performance (Encourage)

6. Steps to Improve Performance (Communicate)
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Improved Performance

Abilities, know-
ledge, skills

Select: match 
workers to tasks

Supervisor’s 
Action

Necessary 
Condition

Instructions Direct: tell what is 
expected

Resources
Facilitate: remove 

constraints; provide 
resources 
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Improved Performance

Supervisor’s 
Action

Necessary 
Condition

Effort Encourage: provide 
desired rewards

Communications Communicate: 
transmit information 

and be a good 
listener
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• Understand the importance and learn the characteristics of 
effective evaluation

• Understand your role as a coach/mentor

• Learn how to employ the different forms
of encouragement as rewards for encouraging and 
acknowledging good performance

Objectives
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• Understand the other side of encouragement—
Correction

• Learn how to use employee involvement to increase 
motivation

Objectives
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Video Presentation

That’s 

Encouragement!
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Evaluating

How is it done?

How do you do it?
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Video Presentation

The Bad 

Performance 

Appraisal
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• Length of evaluation period is 1 year (+)

• More influenced by recent events

• May not be timely--no opportunity to correct problems

Annual Performance Evaluations

Three serious problems:

Conclusion:
Not the best way to improve workers’ 

motivation and performance
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• How well they did

• How they can improve

• What will happen as a result of their 
performance

Timely Evaluations

Should tell workers:
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Effort...Workers doing the right things the right way

Accomplishment…Workers completing what they are supposed 
to complete

Continuous Performance Evaluations
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• Learn much more about the work and understand better how well it’s 
being done

• Learn more about individual workers—
• how they are doing
• what is important to them
• how they get along with each other

• Learn more about work procedures and methods, and receive input 
from workers on how the work can be done better

Managing by Walking Around

Supervisors who tour work sites:
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Considerations in Coaching

Action StepQuestion If

1. Does employee know 
the performance 
expected of him or her?

NO
Reinforce applicable  
performance 
standards

2. Does employee know 
that actual performance 
can be improved? NO Let employee know
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Considerations in Coaching

Action StepQuestion If

3. Are there obstacles 
beyond employee’s 
control?

YES
Remove obstacles 
or revise standards

4. Does employee know 
how to improve?

NO

Train employee 
and/or provide 
practice or 
demonstration
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Considerations in Coaching

Performance Analysis Flowchart
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Considerations in Coaching

Action StepQuestion If

5. Do negative 
consequences follow 
good performance?

YES
Change the 
consequences

6. Do positive 
consequences follow 
poor performance?

YES

Change the 
consequences
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Considerations in Coaching

Action StepQuestion If

7. Can employee 
improve if he or she 
wants to?

YES
Redirect employee’s 
efforts through 
coaching

NO
Consider 
reassignment, 
transfer, or other 
required action
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Mentoring

• Shifts focus from organization to workers

• Requires a personal interest in the  advancement and 
development of workers

• Requires a much greater investment of time than does 
coaching

• Because of supervisor involvement, payoffs can be 
greater
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External Rewards

• Feedback
• Evaluations
• Praise
• Recognition
• Status Symbols
• Promotions
• Job Assignments
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Feedback

• People want to know how they are doing

• Positive feedback makes workers feel good about their job and 
the organization

• Negative feedback doesn’t make workers feel good, but lets them 
know where they stand and urges them to do better

• Even lukewarm feedback helps workers realize that their 
performance could be better
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Performance Evaluations

• Continuous evaluations are favored over annual ones

• Generally, good ones are not viewed as rewards, but they can lead to 
promotions and pay increases

• Evaluation sessions should be comfortable, not stiff and stuffy

• Conducting evaluations is made easier by giving workers regular 
feedback
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One Minute Praising

1. Tell workers up front that you are going to let them know how they 
are doing.

2. Praise them immediately.

3. Tell them what they did right -- be specific.

4. Tell them how good you feel about what they did right, and how it 
helps the organization and the other people who work there.
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One Minute Praising

5. Stop for a moment of silence to let them “feel” how good you feel.

6. Encourage them to do more of the same.

7. Shake hands to make it clear that you support their success in the 
organization.
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Activity

Role Play 
Demonstration

Praising
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Activity

Role Play 
Practice

Praising
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Recognition

• Workers should receive recognition for actions valued by the 
organization

• All types of performance should be recognized
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Forms of Recognition

• Spoken Compliment (Public or Private)

• Written Compliment (Private)

• Certificates or Plaques (Public)

• Newspaper or Newsletter (Public)
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Points on Recognition

• Recognition given as soon as possible after behavior

• Workers told specifically what recognition is for

• Recognition given at workplace or in a ceremony

• When desired behavior is consistent, praise should shift from 
continuous to variable
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Status Symbols

Important recognition given to a few workers,
such as:

• Parking space for “employee of the month”

• Hard hat stickers

• New truck

• Organization (agency, division, district, etc.) jacket or other visible 
item of clothing



79

Promotions

• Advancement to positions requiring greater skills

• Should be based on employees’:
+ performance
+ ability to perform in new position
+ desire to be promoted to new position

• Temporary assignments may help employees prepare for new 
positions
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Job Assignments

• Assign workers to their favorite job when they have 
performed well

• Job assignments are an inexpensive and very 
effective reward
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Frequency of Rewards

• Frequency should vary

• Higher frequency for new tasks

• Lower frequency for familiar tasks

• Do not stop rewarding
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Correcting Behavior/Performance

• Sometimes undesirable behavior or performance occurs.

• Progressive discipline procedures are most common, for example: 
1. oral reprimand, 
2. written reprimand           
3. suspension without pay 
4. discharge

• Supervisors are concerned with correcting undesirable 
behavior/performance.
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One Minute Correcting

1. Tell workers beforehand that you are going to let them know how they 
are doing.

The first half of the correcting:

1. Correct them immediately.

2. Tell them what they did wrong -- be specific.

3. Tell them how you feel about what they did wrong, and in no 
uncertain terms.

4. Stop for a few seconds of uncomfortable silence to let them “feel” 
how you feel.
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One Minute Correcting

The second half of the correcting:

5. Shake hands to let them know you are genuinely on their side. 

6. Remind them how much you value them.

7. Reaffirm that you think well of them, but not of their performance in 
this situation.

8. Realize that when the correcting is over, it’s over.
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Activity

Role Play 
Demonstration

Correcting
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Activity

Role Play
Practice

Correcting
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Employee Involvement

• Significant increases in performance have been obtained when 
workers are involved in all aspects of their work

• Introduces more experience in planning

• Generates more commitment

• Workers have more control over work
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Range of Employee Involvement

Performance Improvement Team II

Military, Authoritarian, Autocratic

Informal Suggestion System

Formal Suggestion System

Performance Improvement Team I

Quality Circles

Employee Survey Feedback

Job Enrichment

Self-Managing Work Teams

INCREASED INVOLVEMENT

Performance Improvement Team II
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Key Points

• Evaluate workers continuously.

• Feedback is important to both you and the crew

• Correct to improve bad/unacceptable performance or 
actions
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• The importance and characteristics of effective evaluation

• Your role as a coach/mentor

• To reward workers for good performance using feedback, 
evaluations, praise, recognition, status symbols, promotions, 
and/or job assignments.

What You Have Learned
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• How to use Correction to give workers the opportunity to 
change their unacceptable performance or behavior

• How to use employee involvement to increase motivation

What You Have Learned
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Course Goal

Learn How to Motivate Highway 

Maintenance Workers

to Perform at Their Very Best
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Course Overview

1. Introduction to Effective Motivation

2. Organizational Requirements
3. Individual Needs

4. Turning Effort into Performance
5. Steps to Improve Performance (Encourage)

6. Steps to Improve Performance (Communicate)
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End of Session Two


