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TOOL 1
Useful Approaches That Can Be Used By
Employers To Motivate Employees
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TOOL 1: Useful approaches that can be used by employers
to motivate employees
The aim of this tool is to highlight and help the reader understand different theories of
motivation in the workplace. Especially today, that the social reality globally is shaped
in the light of new conditions, accompanied by rapid change, uncertainty and insecurity,
the workplace is one of the primary fields in which the changes are reflected almost
directly. Undoubtedly, the challenge of effective employee motivation – amongst others
- contributes to the prosperity of practices that aim to achieve fruitful results in the
work environment.
There are many approaches to motivation: physiological, behavioural, cognitive, and
social. Each approach has been developed by theorists that examined/explored the
phenomenon of directed in different ways human action through the provision of
incentives.
Regardless of the reasoning or the deductions of each theorist, all agree that motivation
is the crucial element in setting and attaining goals —and research shows that each
person’s levels of motivation may be influenced (by the same person or others).
Expected outcomes
Upon the completion of this tool you will be able to:
⎯ Identify and understand the differences between the approaches to motivation
⎯ Connect the issue of effective motivational approach with the work environment
⎯ Effectively support the use of different approaches to motivate employees
⎯ Adapt to the special features of different approaches to motivate employees
⎯ Develop motivation skills with the aim to improve employee’s productivity

⎯Engage in critical reflection about the usage of motivation theories in everyday
practice
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A. EXPLORING THE ROLE OF EFFECTIVE MOTIVATION IN THE WORKPLACE
Motivation is applied in practice (consciously or unconsciously) for long time now.
Employees with high level of motivation may achieve a great increase in their
productivity, are satisfied from their work and have low rates of complains, less delays
in their time of arrival at work, less leave and time off requests etc. Hence, it is of great
importance to gain a deeper understanding on basic motivation theories so as to be
capable to consciously select and apply some of their features in practice in order to
increase the workforce’s productivity.
But how motivation concurs?
The process of motivation is based on the fact that unmet needs cause tensions which
produce motives that in their turn, initiate behaviours and activities in order to meet the
human need and consequently reduce tensions as shown in the following scheme.

When a person’s behaviour is driven by external factors then we talk about extrinsic
motivation while when the behaviour is driven by the desire for personal fulfilment or
satisfaction, then the motivation is intrinsic (Deci, 1971).
Motivation is initiated with the identification and activation
of strong drivers for engagement, retention and pride that
will stimulate one’s' interest in working towards specific
goals. Or as Robbins & Judge (2011) defined:

Motivation is the set of processes that explain the intensity,
direction and persistence of an individual's efforts to
achieve the goal.
With intensity they refer to the level of effort, i.e., how hard the person tries, with
direction, the direction toward which the effort is directed (e.g., business goals) and by
persistence to the period of persistence of the individual's effort.
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Many theories about motivation have been developed based on four general
approaches:
⎯ The behavioural approach (is based on the concept that each behaviour may be
explained through observation and the belief that the environment causes us to
behave in certain ways)
⎯ Humanistic approach (the emphasis is placed upon personal choices and needs
for self-actualization)
⎯ Cognitive and Social Cognitive approach (the expectation for success combined
with the individual’s value for the goal explain the motivation level)
⎯ Socio-cultural approach
Classification of Motivation approaches
Source
of
Motivation
Important
Influences

Behavioural
Extrinsic

Humanistic
Intrinsic

Cognitive
Intrinsic

Socio-cultural
Intrinsic

Reinforcers,
reward,
incentives
punishers

Need
for
selfesteem,
selffulfilment and selfdetermination

Beliefs, attributes
for success and
failure expectations

Engaged participation,
maintaining identity in
communities

and

B. MOTIVATION THEORIES

Only in the presence of an external reward
or in prospect of receiving an incentive are
people willing to adapt their behaviour in
order to reach a goal!
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Traditional motivation theory by FW Taylor, 1909
In the beginning of the 20th century, FW Taylor, founder of the Scientific Management
movement first formulated the traditional motivation theory, which is built upon the
hypothesis that the basic incentive for employees are monetary rewards and therefore,
once the wage is high enough the workers will produce more.
For Taylor performance and reword are correlated in a positive way, while money is
the only motive for workers.

Mayo’s Human Relations Motivation Theory, 1932
The Human Relations theory could be seen as a ripost or an extension to Taylor’s theory.
Through Human Relations Motivation theory G.E.
Mayo suggests that workers are not just interested in money so the wage is not their
unique source of incentive but could be better motivated by having their social needs
met whilst at work.
Mayo is most famous for his "Hawthorne experiments" (conducted in Hawthorne Works
of the Western Electric Company in Chicago) in which he initially aimed to study the
relationship between physical factors and production but actually documented a
relationship between human social factors and production as group norms affect
productivity.
He discovered that good physical working conditions alone are not enough to increase
productivity because also the informal relations among workers influence their
behaviour and performance. In addition, job satisfaction increases through employees’
participation in decisions affecting their interests rather than through short-term
incentives.
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Mayo’s suggestions for improving employees’ productivity based on the findings of
Hawthorne experiments:
⎯ A worker’s motivation can be increased by showing an interest in them. An
employer willing to fund the training of a group of employees gives them a feeling
of importance thus motivates them to better perform. It could be said that the
training doesn't necessarily need to take place, because the Hawthorne Effect will
produce the positive outcome.
⎯ Work is a group activity; team work can increase a worker’s motivation as it allows
people to form strong working relationships and increases trust between the
workers. Work groups are created formally by the employer but also occur
informally. Both informal and formal groups should be used to increase productivity
as informal groups influence the worker’s habits and attitudes.
⎯ The communication between workers and management influences workers’ morale
and productivity. Workers are motivated through a good working relationship with
management.
⎯ There is an unwritten understanding between the worker and employer regarding
what is expected from them; Mayo called this the psychological contract.
⎯ Workers are motivated by recognition, security and a sense of belonging.

Before moving to the next theories, it’s high time to take a test! It was developed by
Gordon Lippitt in the frame of his study on workplace motivators.
Factors that motivate me!

Select the six prominent factors from the list below that you consider as most important
for your motivation
1.

___________ Stable employment

2. ___________ Feeling respected
3. ___________ Adequate number of breaks for coffee
4. ___________Good wage
5. ___________ Good working conditions
6. ___________Opportunities to perform a work of quality
7. ___________ Good relationship with my colleagues
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8. ___________ Promotion opportunities
9. ___________ Opportunities to perform an interesting job
10. ___________ Additional pension and other insurance benefits
11. ___________ No need to work hard
12. ___________ To know what is happening in the organization
13. ___________ Feeling that my job is important
14. ___________ Being able to discuss with a labour consultant
15. ___________Having a written job description
16. ___________Job performance being recognized and fairly evaluated
17. ___________ Having a performance rating system
18. ___________Receiving coaching and training when necessary
19. ___________ Agreement with the company objectives
20. ___________ Participating in committees
21. ___________ Opportunities to perform a work of quality
22. ___________ Satisfactory leave programme
23. ___________Working under close supervision
24. ___________ Knowing that a bad performance has consequences
25. ___________Freedom to work without direct /close surveillance

Now think about the following:
⎯ Have the selections you made above been stable through time?
⎯ What are the reasons that determined your choices?
⎯ How your selections may affect your job performance?
⎯ How likely is it to share the same choices in the same order with your peers and
colleagues?
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Different people might be motivated by different
motives, or by more than one motive

Need Hierarchy Model by Abraham Maslow - 1943
Abraham Maslow introduced the "Hierarchy of needs" which is probably the most
popular of all motivation theories and its influence continues to hold fast. He suggested
that people are motivated to act so as to satisfy five need categories. Needs were
arranged by Maslow in order categories of increasing importance order and claimed
those needs that are not satisfied yet are motivators. Needs were categorized in five
levels and they determine our behaviour in total:
i.

Physiological needs

ii.

Safety or security needs

iii.

Love and belonging needs

iv.

Esteem needs

v.

Self -actualization needs

First in the hierarchy are placed the normal - biological needs (food, water, oxygen,
etc.) then the security needs (housing, security, care, pension, etc.) then the social
needs (friends, groups, social environment, etc.), after the esteem needs (recognition,
social recognition, etc.) and finally the needs of self-actualisation and completion
(fulfilment of dreams, life desires, etc.)
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As each of these needs are substantially satisfied in the hierarchy of needs pyramid,
the next need becomes dominant. The theory shows that although no need is ever fully
gratified, a substantially satisfied need no longer motivates a person.
So for an employer to motivate an employee, the employer needs to understand what
level of the hierarchy that person is on and focus on satisfying those needs or needs
above that level (Maslow, 1954). Of course, the fact that a certain need is once satisfied
does not necessarily mean that the same need will not emerge again in the future, it is
just that so long as this need remains satisfied, there is a decrease in the motivating
force that this need activates.
It must be noted that there was no evidence to support Maslow's theory which is a
surprise.
Maslow's contribution to the issue of motivating employees in the company is
considered remarkable. According to this theory, people work or generally engage in
activities aimed at meeting their needs. It is logical that the more satisfied their needs
are, the less motivation they have for action and self-action.
Based on this assumption, Maslow argued that leading executives should motivate their
associates in a way that meets their individual needs. In specific:
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⎯ Motivation is determined by many needs and the belief that only one factor matters
for motivation is oversimplified.
⎯ The leaders must be aware of /detect the needs that are motivators for each
employee and select the incentives that they provide employees/ associates with
so as to meet those needs and link performance, project implementation and
efficiency.
⎯ The notion that something that motivates one person may not motivate another
because different people have different desires is valuable for employers.
⎯ Employees' needs may change over time as well as depending on the situation, so
people will be at different levels of the hierarchy at different times.
⎯ As it is the responsibility of the manager / employer to create a climate in which
employees can maximize their potential, the manager/ employer must create
opportunities to meet several different needs

Motivation at work according to Maslow in a 5minutes video

Herzberg’s motivation – hygiene theory, 1959
1.

Think of a time when you felt especially good about your job. Why did you feel that
way?

2. Think of a time when you felt especially bad about your job. Why did you feel that
way?
These are the two pillar questions that formed the content of the interviews conducted
by Herzberg with employees and resulted in his motivation-hygiene theory.
Herzberg focused his research on the job and the environment in which the job is
performed and tried to explore the reasons, the causes of job satisfaction and
dissatisfaction. He concluded to differentiate the factors that result in satisfaction
(motivators) from those that result in dissatisfaction (dissatisfiers), accepting however
that the needs that affect the work are similar to those that Maslow indicated.
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Herzberg recognised as direct motivators only the needs that may be found on the
upper levels of Maslow’s pyramid (esteem needs and self-actualisation needs) while
he concluded that social needs are related to motivation but only due to the way they
affect the relationships at work. Motivators are factors such as:
⎯ Interest in the job
⎯ Achievement
⎯ Recognition
⎯ Responsibility
⎯ Advancement
⎯ Growth possibility
On the other hand, the needs found in the lower levels of Maslow’s hierarchy, especially
those related with survival and security, not only may not work as motives but, as
dissatisfiers that they are, may cause certain behaviours in the work environment and
may not be expected to improve the performance of workers once efficiently covered.
Their role is to work as key hygiene/ maintenance factors and once satisfied they
produce zero dissatisfaction but do not work as incentives according to Herzberg.
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What are these Hygiene Factors?
⎯ Working conditions
⎯ Job security
⎯ Salary
⎯ Status
⎯ Interpersonal relationships
⎯ Personal life
⎯ Company policy and administration
⎯ Supervision

Effective job performance depends on both the adequacy of incentives and the
satisfaction of basic needs. Potential failure to cover the Hygiene Factors (physiological
and safety needs) will result in major problems for a company as employees will feel
very dissatisfied and therefore will lose their focus on productivity.

https://opentextbc.ca/businessopenstax/chapter/herzbergs-motivator-hygienetheory/
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If you wish to measure your organisation’s performance in the area of job satisfaction,
just take a few minutes to complete the following self-assessment that is structured
around Herzberg’s theory

y

n

Company and administrative policies

Does the organisation have a policy manual?

□

□

Are the policies easy to understand?

□

□

Do employees perceive the policies as fair?

□

□

Are all persons in the organisation required to follow the policies?

□

□

Do employees have easy access to the policies?

□

□

Do employees have input into the policies?

□

□

Has the organisation revisited or revised its policies recently?

□

□

Are your policies reasonable compared with those of similar
organisations?

□

□

Do the organisation 's supervisors possess leadership skills?

□

□

Do they treat individuals fairly?

□

□

Do employees feel that they can trust their supervisors?

□

□

Supervision
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Do the organisation's supervisors use positive feedback with employees?

□

□

Does the organisation have a consistent, timely and fair method for
evaluating individual performance?

□

□

Are your organisation's salaries comparable to what other offices in your
area are paying?

□

□

Are your organisation's benefits comparable to what other offices in your
area are offering?

□

□

Do your employees perceive that they are being paid fairly?

□

□

Do your employees perceive that their benefits are sufficient?

□

□

Does the organisation have clear policies related to salaries, raises and
bonuses?

□

□

Do individuals have opportunities to socialize with one another during the
workday?

□

□

Do they have a sense of camaraderie and teamwork?

□

□

Does the organisation deal with individuals who are disruptive?

□

□

□

□

Salary

Interpersonal relations

Working conditions

Does your organisation's equipment (everything from computers to
scales) work properly?
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Is the facility clean and up to date?

□

□

Are office conditions comfortable?

□

□

Do individuals have adequate personal space?

□

□

Do employees perceive that their work is meaningful?

□

□

Do you communicate to individuals that their work is important?

□

□

Do you look for ways to streamline processes and make them more
efficient?

□

□

Do individuals have clear, achievable goals and standards for their
positions?

□

□

Do individuals receive regular, timely feedback on how they are doing?

□

□

Are individuals' talents being utilized?

□

□

Are individuals adequately challenged in their jobs?

□

□

Do you recognize individuals for their major accomplishments on the job?

□

□

Do you recognize individuals' small victories?

□

□

Work itself

Achievement

Recognition
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Do you give employees recognition in a timely, meaningful way?

□

□

Does the organisation have a formal program (such as “employee of the
month”) for recognizing staff members' achievements on the job?

□

□

Do individuals perceive that they have ownership of their work?

□

□

Do you give them sufficient freedom and authority?

□

□

Do you provide opportunities for added responsibility (not simply adding
more tasks)?

□

□

Do you reward individuals for their loyalty?

□

□

Do you reward individuals for their performance?

□

□

Do you promote from within, when appropriate?

□

□

Do you support continuing education and personal growth?

□

□

Responsibility

Advancement

Slightly adjusted questionnaire as retrieved from
https://www.aafp.org/fpm/1999/1000/p26.html

For those questions you answered “no”, consider addressing those areas within your
organisation. You may also seek input from your employees and colleagues.
In order to check your ideas and also get more suggestions on potential alternative
ways on how to apply this theory visit https://www.aafp.org/fpm/1999/1000/p26.html.
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Mc Gregor’s X&Y theory, 1960
McGregor highlighted the importance of the relationship between motivation and
behaviour. Manager or employers motivate employees by following two motifs: theory
X and Theory Y. The X Theory (the negative view) is based upon the assumptions that
(i) the majority of people tend to try to avoid work; (ii) because of this tendency
employers must adopt a repressive authoritarian style, of force, control, direct, threaten
or manipulate their employees in order to pursue and achieve the company objectives
and (iii) most people prefer to be directed, wish for no responsibilities and value
security very much. On the contrary theory Y (the positive view) is rather liberating and
developmental, built upon the following core assumptions: (i) people tend to like
working just as much as they like playing or resting, provided that the work
environment /conditions are controllable otherwise they will try to avoid the work; (ii)
control, achievement and continuous improvement are accomplished by enabling
empowering and giving responsibility, (iii) employees are committed to the company
objectives and seek responsibilities, unless negative experiences avert such
behaviours .
If correlated with Maslow’s theory, Theory X is based on the assumption that the
employees emphasize on the physiological needs and the safety needs; while Theory Y
is based on the assumption that the social, esteem and self-actualization needs
dominate the employees. Theory Y is far more reasonable approach to reach high
performance for McGregor and this is why he encouraged cordial team relations,
responsible and stimulating jobs, and participation of all in decision-making process.
Managers are sometimes forced to exercise authority in order to achieve the company
goals, especially when employees do not demonstrate commitment to this goal. Of
course it is always preferable to have committed employees and this is what a
manager/employer should seek through participatory problem solving and decision
making. By engaging employees in such processes usually leads to more effective
outcomes than the authoritarian approach.

https://opentextbc.ca/businessopenstax/chapter/mcgregors-theories-x-and-y/
https://www.mindtools.com/pages/article/newLDR_74.htm
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Chris Argyris’ Immaturity Maturity theory, 1962
According to Argyris, formal hierarchical (pyramidal or bureaucratic) organisational
structure and leadership style creates immature human beings and hence is opposed
to the natural tendencies of people to move towards maturity. Argyris views maturity
in his theory as a continuum where all people at some point in their life will make steps
i.

From passivity to activity

ii.

From dependence to independence

iii.

From having few behaviours to having many

iv.

From shallow to deeper interests

v.

From short-term towards long term perspective

vi.

From a role of subordination to at least equal if not superior

vii.

From no self-awareness towards self-control.

So In order to achieve motivation, one must try to:
✓ Align organisational and individual goals
✓ Treat people as equals
✓ Provide autonomy and a sense of agency
✓ Encourage personal development
All this not based on assumptions that overlook the personality of the employee (How
does the employee perceive his personal development? What are his goals?)

Argyris suggested that managers should move from the approach of scientific
management that feeds immaturity, by becoming more open towards participative,
humanistic and people centred leadership styles that promote and support the natural
tendency of people towards (also professional) maturity.

https://www.youtube.com/watch?v=L_QqwdwE_LI
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Simon Likert’s Management Systems and styles, 1967
Rensis Likert developed 4 management systems (categories) to describe the roles,
involvement and relationships of managers and employees in the industrial workplace.
These systems are
1.

Primitive authoritarian,

2. Benevolent authoritarian,
3. Consultative and
4. Participative – group system.
The systems differ in terms of leadership, decision making, communication and control
processes, as well as motivational forces. According to Likert’s findings, the
departments or units that use management practices within Systems 1 and 2 were the
lease productive, and the departments or units employing management practices within
Systems 3 and 4 were the most productive. His concept of organizational climate has
similarities with McGregor’s, though it contains several differences, such as the fact
that Lickert completely distinct between the application of management systems and
an autocratic approach/ technique has no place in a constructive or participative system
under no circumstances or extreme situation.
"The participative program was in more stable state of equilibrium: Its increased
productivity

was

accompanied

by

favourable

changes

in

the

intervening

variables"(Likert, 1967)
The participative management theory in Likert's opinion was the best system for both
profit making and non-profit making organizations.
The nearer the behavioural characteristics of an organization approach System 4
(Participative), the more likely this will lead to long-term improvement in staff turnover
and high productivity, low scrap, low costs, and high earnings.
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Vroom’s theory of Expectancies 1964/ Porter & Lawler (1968)
Why do people work? Vroom claims that the reasons for working are
⎯ Salary
⎯ The release of energy
⎯ The production of goods and services
⎯ Social interaction
⎯ Status
Vroom’s expectancy theory suggests that behaviour may be explained from the goals
of the individual and his/her expectations regarding the accomplishment of these goals.
The theory is based upon the assumption that individuals are capable to define the
preferable results and make realistic estimates concerning the probability to achieve
them. Vroom emphasizes the need for the company to link the salary to performance
and to ensure that the salary is what employees deserve and want.

Source https://wikispaces.psu.edu/display/PSYCH484/4.+Expectancy+Theory
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https://www.ifm.eng.cam.ac.uk/research/dstools/vrooms-expectancy-theory/
https://www.linkedin.com/pulse/expectancy-theory-how-develop-people-motivationmind-nizhebetskiy/
When an employer sets challenging but achievable goals for his/her employees,
communicates these goals which are connected with rewards that employees actually
want and finally distributes the reward in a fair manner upon the completion of the
task/achievement of the goal, then we can talk about an effective motivation practice.

Deci and Ryan’s theory of Self Determination, 1985
In 1985 Edward Deci and Richard Ryan introduced the theory of Self Determination (SDT)
and suggested that intrinsic motivation is more important than extrinsic motivation, to
detail the different forms of extrinsic motivation and the contextual factors that either
promote or hinder internalization and integration of the regulation for these behaviours,
Deci and Ryan also introduced a second sub-theory, called organismic integration
theory (OIT). The following figure illustrates the OIT taxonomy of motivational types,
arranged from left to fight in terms of the degree to which the motivations emanate
from the self (i.e., are self-determined).

Source: https://selfdeterminationtheory.org/SDT/documents/2000_RyanDeci_SDT.pdf
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Example: if an extrinsic motivator was present such as a bonus for completing a task
the employee would lose focus on the task and turn his/her attention to the bonus
(extrinsic motivator) rather than the task that needs to be completed, therefore this
could have a negative impact on the quality of the work performed.

Overview of contexts that the theories /approaches may be applied

Provision of a good
working environment
Good
relationship
between
employees &
managers /
between
workers

FW Taylor
Traditional
motivation
theory
Mayo
Human
Relations
Motivation
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A Maslow
Need
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Model
Herzberg
Motivation –
hygiene
Theory
Mc Gregor
X&Y theory
Argyris
Immaturity
Maturity
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Likert
Management
Systems and
styles
Vroom
Theory of
Expectancies
Deci & Ryan
Theory of Self
Determination
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communication between
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Strategies to
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promotion

Improvement
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Suggested approaches for motivation in short
Provision of a good working environment
Promotion of a good relationship between
employees and managers and between
workers

Employees feeling part of the company
structure

⎯ Showing an interest in employees

⎯ Participatory management i.e.,
delegation of decision-making powers
to employees at all levels of the
organization.

⎯ Developing and keeping a clear
understanding of what is expected by
the employee
⎯ Implementation from the employer’s
side of actions that demonstrate
recognition, security and a sense of
belonging from employees

⎯ Engaging employees by being granted of
greater responsibility for planning,
implementing and controlling the
results of their decisions

⎯ employer must create opportunities to
meet several different needs of the
employees

Promotion of the communication between employer and employee
Creation of strategies to improve
communication between employees and
management

Creation of spaces for debate between
employees and entrepreneurs

⎯ Organisation of regular opportunities for
communication between workers and
management (in formal and informal
contexts)

⎯ team work

Recognition of one’s work
Job promotion

Recognition of the work of employees

⎯ Job enrichment - Vertical expansion of
an employee’s work

⎯ Extension of the work related to the
horizontal expansion of the work, that
is, the increase in the number and
variety of tasks performed by the
employee.
⎯ Cross-training or job rotation, and
relates to the transfer of employees
from one job to another
⎯ Creation of a range of different
incentives that will cover a wide range
of employee needs within the work
environment, which should lead to an
increase in the level of employee
motivation.
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Adaptation of functions and tasks according to the profile
⎯ Extension of the work related to the horizontal expansion of the work, that is, the
increase in the number and variety of tasks performed by the employee.
⎯ cross-training or job rotation, and relates to the transfer of employees from one job to
another

Improvement of contract conditions of the employee

Provision of proper working space
⎯ flexible working hours, a compressed or four-day working week, remote work and
work sharing, as a way for employees to focus on the job they need to do, without
compromising the quality of their private lives, which certainly leads to greater
motivation for work

On Coursera you may find a very interesting discussion on how HR specialists analyse
a given company and choose among different approaches concerning the application of
motivation theories. If interested, click here!

C. FOOD FOR FURTHER THOUGHT
Several approaches have prevailed over the years concerning motivation at work. As a
start it was suggested that an increase in extrinsic incentives (especially monetary)
would always result in an increase in performance. This was a general and large-scale
prediction about the outcome of motivated behaviour which however in time started to
decline in popularity as compelling evidence challenged it. Motivation theories moved a
step forward accepting that an increase in performance depends on the person, on the
context and the form of initial motivation (extrinsic or intrinsic). In other words, social,
cognitive, and emotional factors may affect motivation.
Extrinsic motives such as monetary and other rewards, and intrinsic motives as well
as personality and social preferences are now acknowledged as variables that
influence motivation.
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The puzzle of motivation
Do you remember the “Factors that motivate me!” questionnaire? Wouldn’t it be
interesting or even fun to compare your priorities with those of your colleagues, peers
or friends?
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TOOL 2
Good Practices In The EU Of Employers
In Encouraging Employees To Improve
Professionally
(Stories Of Success And How To Implement Them)
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TOOL 2: Good practices in the EU of employers in
encouraging employees to improve professionally
(Stories of Success and how to implement them)
Tool 2 has focused on the importance of the organization to motivate employees to
improve professionally. For this, Good Practices have been compiled from European
companies and other multinational companies that show us clear examples of
employee motivation to improve professionally, showing what the employee and the
organization earn.
Practical and concrete exercises have also been included for trainers to use in showing
employers how to integrate these good practices into their organization's policy.
Based on previous research, where teachers from the countries participating in the
project determined the most relevant topics, good practices related to each of the
following topics have been compiled:
⎯ Good practices to promote a good relationship between employees and
managers and between workers, and their usefulness in increasing
productivity
⎯ Good practices used by employers so that employees feel integrated into the
structure of the company
⎯ Good practices of creating strategies to improve communication between
employees and management
⎯ Good practices for creation of spaces for debate between employees and
entrepreneurs
⎯ Good practices to improve the way you communicate with employees
⎯ Good practices related to job promotion
⎯ Good practices related of job recognition
The following issues have also been taken into account, although to a lesser extent:
⎯ Adaptation of functions and tasks according to the profile
⎯ Improve contract conditions of employees
⎯ Provide a proper working space
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1
FAMILY
CULTURE
GOOD PRACTICE

Mars Spain
Spain
How the organisation motivates employees?
Because Mars Incorporated is an independent, family-owned company, all employees share a strong, unique and
meaningful corporate culture. All employees are "Associates" of the group and are guided by "Five Principles"
(Quality, Responsibility, Mutuality, Efficiency and Freedom), which are the actual guidelines for daily decisions and
choices. The company offers networking and leadership opportunities to nurture its associates and give them the
freedom to run the business as if it were their own. The autonomy when working and in decision-making, is one of
the indicators that have made Mars number one. The possibilities for professional development and growth are
the most appreciated and values aspects. Mars identifies and develops the talent of its associates through
different tools in areas such as performance management, professional projection, bonuses, among others.

What is earned by the employee and by the organisation?
Employees have the opportunity to make a difference professionally and personally, while also contributing to the
communities where they live and work. They are truly honoured to be a part of Mars and they are very proud of
this achievement. Employees also highlight the role of communication. The company's employees are also very
interested in it, which they describe as informative and transparent, as it allows them to feel an important part of
the company. An example of this are the monthly meetings in which the results and initiatives of each department
are shared among all workers or the welcome of new employees, training them to understand the Mars
philosophy through a course called The Essence of Mars and the extensive integration program during the first
weeks, favouring the integration of all associates.
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2
GALLUP Q12
GOOD PRACTICE

LHV GROUP
Estonia

How the organisation motivates employees?
The company has developed various measures to receive feedback from employees and encourage internal
communication. From autumn 2020, a new employee involvement survey is conducted twice a year (Gallup Q12
questionnaire). The company aims to keep employee satisfaction high and understand what people need to be
happy and involved.
The Gallup Q12 process also includes individual and team discussions and provides a great opportunity for everyone
to have their say. Employee suggestions are taken seriously and integrated into management decisions. Employees
can make suggestions about management and talk about business development at pile meetings and strategy days.
Feedback from new employees is collected at the end of the probationary period and is taken into account in their
future work.
LHV has created a flat and non-hierarchical organizational structure to emphasize the importance of individual
responsibility of employees. Focus is on involvement and collaboration.

What is earned by the employee and by the organisation?
Executives often cite employee engagement as one of their top business strategies. Engaged employees are less
likely to have safety incidents on the job, are more loyal and productive, and are willing to do more than just the
bare minimum in their roles. When employees have the opportunity for career development, they are more likely to
get involved in the day-to-day operations more actively. They become more optimistic about their ability to succeed,
and that optimism turns into improved engagement with the company. Engaged employees feel a strong sense of
urgency in their work, and they become more focused on the job. This all adds up to an improved overall
performance for your business. When employees know that they can trust their company to invest in them, they
respond with increased job satisfaction. When employees are happy in their work, they show it through improved
productivity and output.
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3
DIGITAL
CHALLENGE
GOOD PRACTICE

Mapfre
Spain
How the organisation motivates employees?
Within the framework of one of its strategic initiatives called Digital Challenge, MAPFRE set out to transform its
performance evaluation model in order to gain simplicity and agility, promote continuous feedback, incorporate new
points of view with 360º assessments into evaluations, and possibility of requesting feedback from other
colleagues.
All of this has led to a substantial change in one of the most important points of contact for all employees with the
company, its evaluation. That’s why the role of communication became fundamental in generating a vision and a
positive impact while promoting this cultural change. The pillar on which this plan was based was none other than
a change management approach, for which communication techniques from the methodology implemented in the
company in this area were applied.

What is earned by the employee and by the organisation?
Among the benefits for employees, we can highlight:
⎯ Workers feel they are part of the company.
⎯ They feel heard.
⎯ They feel valued.
⎯ Workers are motivated to improve, because they understand how their improvement contributes to the
improvement of the entity.
⎯ They have direct information on their performance, how this affects the company, how they can improve.
⎯ They have information on how to solve problems.
⎯ Workers can solve their doubts and problems in a direct way, applied to their specific case.
⎯ They make the most of their relationship with the entity.
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4
OWN YOUR
CAREER
GOOD PRACTICE

Siemens
Greece
How the organisation motivates employees?
Siemens defined the framework “own your career” to provide their people with useful tools and ideas able to
encourage them to be responsible for their own action plan for personal development. The company’s HR
employees work as other employees’ mentors. These mentors support the employees to identify the appropriate
tools and programs that will enable them to improve their skills.
Own your career initiative consists of seven freely accessible categories of interventions: A strength tool (this is an
online tool helping employees after having completed a testing process recognise their own strengths, the results
of the test are explicitly available to the employees); A brand builder (employees are provided with assistance in
order to build their own brand after a90 minutes individual session); Shadowing and mentoring (offers inspiration
for own development); People profile (with a LinkedIn import, every employee can create a profile in less than 30
seconds filled with skills and experiences from others); Job tagging(employees can use the organization chart to
find their position and also express their interest in positions that are not yet open); Open job market (more than
75% senior management vacancies are advertised and covered internally); Matching: The focus is always on people
so that people benefit from these services.

What is earned by the employee and by the organisation?
The whole process is a win-win situation for both parties. Employees are provided with digital tools to
communicate with other people inside and outside the company, build and improve their professional profile, gain a
deeper understanding of their skills and competences, declare their interests and aspirations for their professional
future. Hence the company gets to know them better and receives information about job interests that otherwise
would have not been documented.
Transparency in the communication of information about job vacancies, offers the opportunity to everyone
interested to apply for new positions, hence employees are very motivated as the open job market creates mobility
opportunities.
The “own your career” approach is a compilation of complementary Toolsthat may support both employers and
employees to react to and adjust in the changingprofessional environment by means of using more a personalised
approaches in professional improvement.
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5
EMOTIONAL
SALARY
GOOD PRACTICE

Repsol
Spain
How the organisation motivates employees?
Did you know that Repsol is one of the best companies to reconcile? For many families, the emotional salary
happens because the organizations in which they work offer them real possibilities to reconcile. Repsol's is a case
of good conciliation practices, which is based on flexible hours, efficient time management and teleworking.
Among other practical measures, it offers the possibility of working from home in different modalities, such as one
day, two days, 20% of the day or two more afternoons on Friday.

What is earned by the employee and by the organisation?
Repsol is committed to employees. They care about their well-being and professional development as a tool for
them to give the best of themselves in their work.
At Repsol they believe in meritocracy as the main way to reward performance and commitment. To be fairer to
employees, they have implemented an evaluation and compensation system based on individual, unit and company
achievements. Within its compensation and benefits model, employees know what is expected of them, how they
are performing, and what benefits they will receive. Repsol has developed a total compensation model that
includes fixed compensation, variable incentive compensation, social benefits and pension plans.
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6
ARE YOU A
SUPERHERO?
GOOD PRACTICE

Home Instead Senior Care
HQs in USA, business in EU

(Ireland, Italy, Germany, Netherlands)

How the organisation motivates employees?
Social care provider ‘Home Instead Senior Care’ actively targets older workers approaching or shortly after
retirement.
Their ‘’Are you a superhero?” advertising imagery challenged stereotypes around age, care work, and care
workers and emphasised job quality and making a difference. Home Instead Senior Care adopted different
recruitment techniques to target active and inactive jobseekers. An outreach approach took their campaign into
communities.
The business benefits are in terms of the quality and longevity of the appointments they can make, and their
reputation as an age friendly employer, by giving the opportunity to older employees to make their way into
employment.

What is earned by the employee and by the organisation?
The older – near or after retirement – employees find their way back to employment or retain their jobs using their
valuable expertise and showing their reliability and the organisation benefits from conducting age-positive
recruitment campaigns and/ or becoming an age-friendly employer respectively.
In this way, the work functions and tasks are adapted according to the profile of the employee. Flexible working
hours are offered, no experience is welcome, recognition of the ‘Superhero Caregiver’ is awarded to exceptional
workers, are some of the measures the employer is used to retain and inspire their employees (so much more for
the ageing ones) to feel more adapted to the work.
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7
WORKPLACE
GOOD PRACTICE

Heineken
Spain

How the organisation motivates employees?
HEINEKEN Spain's corporate social network has been awarded as the Best Internal Communication tool.
"Workplace" is a social platform that connects all employees in an agile and collaborative way and is part of the
company's digital transformation.
This corporate social network, created by and for employees, has made it possible to simplify work processes,
reduce the use of email, while sharing information and commenting on it in a multidirectional way by all of them.

What is earned by the employee and by the organisation?
"Workplace" is a corporate platform, similar to Facebook, designed to connect all teams so that they can work
together and share information freely and transparently, always under use policies in line with the company's
Code of Conduct.
This has increased the feeling of belonging in the company and the workers identify more with the values of the
company. It also allows them to easily participate in the solidarity campaigns launched by the company.
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8
PERSONALISED
TRAINING
GOOD PRACTICE

Kellogg’s
HQs in USA, presence in EU

(Austria, Belgium, Denmark, Spain, France, Germany,
Greece, Ireland, Italy, Netherlands, Norway, Portugal)

How the organisation motivates employees?
Kellogg’s went from a very traditional (“one-size-fits-all”) approach to learning to a new learning culture (“onesize-fits-one”). This shift in their learning culture included key tactics like, getting leaders to advocate for learning,
creating an internal marketing campaign called #IGotThis, and kicking off a friendly competition that included
prizes and recognition.
The company offered to its employees a reported 485 LinkedIn Learning videos and spent 24.675 hours learning on
the platform.
The new learning culture at Kellogg’s means that everyone has the opportunity to develop their skills.

What is earned by the employee and by the organisation?
There is a customised learning approach for each employee, thanks to the company’s cooperation with LinkedIn
Learning which offers them the opportunity to upskill themselves and immediately improve themselves and the
business.
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9
INVOLVE
EMPLOYEES
GOOD PRACTICE

SEB Eesti Pank
Estonia
How the organisation motivates employees?
SEB Bank involves its employees in essentially 6 different ways of developing both business and organization:
1. Presentation of business plans and business results - It is important for every employee to understand their role
in achieving the bank's business results.
2. Initiative groups - Both strengths and weaknesses are identified each year from the annual employee
commitment survey. Then, pan-bank initiative groups are set up to start making good places even better and
tackling bottlenecks.
3. Hot chair meetings and round tables - All teams can invite a top manager to a hot chair meeting, where all
participants can ask what they want.
4. Annual Conference - Every two years, a team of employees organizes an annual pan-bank conference that
focuses on an important topic at the moment and is fun and educational together.
5. Talent academy and training - Motivated and committed employees are also interested in self-development, and
this opportunity is offered through various training programs and scholarships.
6. LAB = self-employed laboratory - The Laboratory of Own Employees, or LAB, involves employees from different
fields across the company together to solve real business problems with the help of innovation tools.

What is earned by the employee and by the organisation?
When employees know how the business is running and what are the targets, it is easier for them to understand
what kind of contribution is expected of them. As for the initiative groups, employees see that what they are
thinking, actually matters. It raises their willingness to contribute their time in order to make things work better.
The same is with the hot chair meetings and round tables, where employees can pass on their ideas for improving
the company results. Annual conference will give the hint where the company together with its employees are
heading and what the next year can bring. Through the talent academy, training and LAB, employees will see and
also feel that the employer wants to contribute to their education and will get more motivated in learning.
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10
RENEW
SPACES

GOOD PRACTICE

Kyocera
Spain
How the organisation motivates employees?
The subsidiary in Spain of the Japanese multinational has increased the space of the offices and meeting and
training rooms, which have gone from eight to more than 20. On the other hand, the canteen has gone from being a
dining room for about 50 diners to become a multipurpose room for more than 150 people, where all kinds of
events can be organized.
In addition, employees can practice sports and relax in their rest periods, for which a relax center has been
installed which, together with the paddle tennis court built, will be freely used by the staff within certain hours.
Finally, the garden has been expanded and renovated to be in the Zen style.

What is earned by the employee and by the organisation?
Now it has common spaces so that employees can practice sports, rest, meet, eat or disconnect. In addition, the
company has expanded the range of social coverage for its workers, in a project to improve the motivation of the
workforce. This makes workers feel happier and more involved with the objectives of the company, which has a
positive impact on the productivity and growth of the company.
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11
CUSTOMISED
LEARNING
GOOD PRACTICE

Novartis
Switzerland
How the organisation motivates employees?
The company has identified two main business priorities:
1.

to attract and retain the best talent

2.

to build the capabilities needed to support the learning and training strategy.

To satisfy both, the company has embedded learning leads into their strategy teams so that they can identify the
skills needed after several years, and create a plan to choose them. Digital capabilities are a top priority in the
company; therefore, they have segmented their learning programmes to serve three audiences:
⎯ Leaders, with the use of ‘digital immersion’, so they create a digital culture on their teams
⎯ Digital practitioners, who are actively involved in projects that need deeper digital skills
⎯ Associate, who are learning the digital foundations – what they are, and why they are important. Once they
acquire the basic in digital transformation, the company focuses on making them more interested in being
upskilled.
Therefore, the company motivates employees to improve professionally through a number of learning
programmes customised to their existing skills and positions they hold.

What is earned by the employee and by the organisation?
The employee is getting not just learning, he is given the opportunity of more customised learning; the employee is
made sure to acquire the basic skills his position comes with, and then he is given incentives to explore more. The
employee, in this way, is getting engaged in the process of own learning.
The organisation makes sure that existing skills are covered by all, and then they offer the opportunity to all
employers, from the position they hold and the skills they have, to discover more; in this way, the organisation is
aligned with the European trends towards digitally upskilling EU employees.
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12
RESKILLING &
UPSKILLING
GOOD PRACTICE

Banco Santander
Spain
How the organisation motivates employees?
Santander’s main priorities include both to attract and recruit the most talented people, but also to continue
embed a common culture and keep employees as engaged as possible by retaining and developing the talent
already in its workforce, creating an engaging and inclusive workplace. To achieve these a careful talent
management approach has been adopted.
Banco Santander has decided to refocus its 2021 scholarships programme, broadening the profile and age range
for accessing them and paying special attention to new market needs in order to enhance and increase people's
employability and drive lifelong learning as a key factor in academic and professional development.
Santander is committed to programs focused on increasing people's employability and promoting lifelong learning.

What is earned by the employee and by the organisation?
The real profit for the organisation is the healthy co-existence of both younger, more tech-savvy employees and
veteran, more traditional banking experts, thanks to the integration of new profiles with the existing workforce. No
matter how critical this is to succeed, when it does there is active participation of both groups in the Bank’s
evolution and the latter thrives.
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13
RECOGNIZING
EMPLOYEES
GOOD PRACTICE

Mindvalley
Malaysia/Estonia
How the organisation motivates employees?
Mindvalley believes that J-O-B is an outdated word, so they designed a ground-breaking workplace that feels like a
second home. They want employees to be so excited that they jump out of bed each morning, eager to start the day
with them. They believe that work should be something that makes you grow professionally and personally. Their
secret, a focus on, in order, Happiness, Growth, Abundance and working towards a common Mission. Mindvalley sees
that in order to really be happy at work, you need day-to-day tasks to keep you excited. For that, they borrowed some
ideas from the computer game industry:
⎯ One of the ideas is the concept of the badge. In Mindvalley they give employees desk badges; icones that they
can place on their desk. For example, the Flask for doing speedy work.
⎯ A way to level up: the bell of awesomeness. When an employee does something bold (for example set a new
sales record or create a beautiful new website).
⎯ High scores. Every team and department submit their high score every Friday at five p.m. and every week
they seek to beat their high score, just like a computer game.
⎯ Leader board. You see a list of the people who're doing the best (in the game, but in this case at the work).
⎯ Mounting the puppy ritual. The top performers get to sit on a green fluorescent puppy and other employees in
the company for 3 minutes shower them with praise and appreciation and talk about why they won the award.

What is earned by the employee and by the organisation?
As a person and an employee, we need to divide the big goals into small intermediate goals. It gives us a clear target
that needs to be achieved at the moment, in pursuit of a greater goal. That makes it easier to focus on a certain task.
And most of all, it gives us enjoyment and happiness if we have achieved a small goal and makes us more motivated
for the next step and tasks. Through that, employees have a clear vision of the organisation mission and know exactly
which small steps need to be taken to achieve it. If the performance of the employees is getting better and they are
developing at a professional level, it will raise the organisation's efficiency and profit. When employees enjoy working
at the company, it will attract talent from all across the country and even around the world.
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14
ENHANCEMENT
OF SOFT SKILLS
GOOD PRACTICE

ING Greece
Greece
How the organisation motivates employees?
ING Greece in recognition of the importance of soft skills for the improvement not only of employees’ relations,
attitude and motivation but also of their productivity has developed a set of activities and interactive practises that
aim in the promotion of soft skills. These activities promote skills such as communication, teamwork, adaptability,
creativity, time management, problem solving and leadership.
- “Showing all that Matters” is an interactive platform created in order to enable dialogue.
- Learning academy called FYI -For Your Improvement-.
- “Breakfast with the C.E.O.” Every Friday 10 employees have the opportunity to meet with the CEO and have
breakfast without a specific agenda.
- “Talent council - Personal development through action”
The combination of all aforementioned initiatives fosters an overall culture of engagement based on a long-term
commitment of the top management who is seeking and considering employees’ feedback.

What is earned by the employee and by the organisation?
Employees gain confidence and increase their performance as they feel more engaged and trusted. They have the
opportunity to actually exchange knowledge and ideas by participating in activities and processes not necessarily
linked directly with their work but specially developed in order to enhance their soft skills.
In parallel, a true “open door” work environment is created, with friendly forms of working and communicating by
bringing executives, employees and peers together on a regular basis, facilitating their collaboration in a more
employee friendly and flexible way.
All described initiatives implemented by ING Greece result in creating less layering in hierarchy and a more
decentralized company structure.
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15
IMPROVING
COMMUNICATION
GOOD PRACTICE

Telia Eesti AS
Estonia
How the organisation motivates employees?
It is important for Telia to be in good contact with its people, to involve them, to support them and ask for their
feedback, both in regular one-to-one communication between employees and managers, and as a company by
conducting various broader surveys. Telia's new activity-based office taught that freedom and playfulness must be
enjoyed in working life as well, and there can and must be a lot of trust in the employment relationship. In an
activity-based office, people can do their jobs flexibly and in different ways - just the way it suits everyone. It has
also affected the company's internal culture.
The hierarchy of Telia as an organization has significantly decreased. Contact between employees and managers
has become more direct and dialogue has increased. The leader is one of us all, without standing out for his status.
People are more together in the new office and are also more active in work activities. This is evidenced by the
increase in the number of participants in several sports events and other in-house actions, the use of the
company's own health track has also become popular among employees and brings daily movement and
excitement to the office. The café has also become a place to work together, and the house hosts many exciting
events with external partners. However, in such a work environment, it must be taken into account that some
teams are less together and sometimes it is difficult for the manager to find where his people are in the house.

What is earned by the employee and by the organisation?
Employee - the activity-based office gives the employee the opportunity to choose a suitable job as well as the way
of working according to their work and well-being. As there are no fixed jobs in such an office, it frees up the work
atmosphere and dispels the hierarchical boundaries within the company. However, this makes the employee more
relaxed and encourages freer communication with both colleagues and superiors.
Organization - A freer work atmosphere reduces employee stress and increases motivation and willingness to
work. However, it also gives an impetus to the company's development and improvement of results. By working in a
more relaxed atmosphere, employees are open to more creative approaches and are able to find faster and better
solutions to problems that have arisen. As stress decreases, the health of employees also improves, which means
less absenteeism and less spending on improving the health of employees for the employer.
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16
HEROES

GOOD PRACTICE

BBVA
Spain
How the organisation motivates employees?
In 2019, the Microfinances department of the Spanish bank BBVA created the game “Heroes”, a place where
workers could experience from the screen the real-life work of the assessors working in BBVA. This allowed
superiors to show the new workers how their tasks were going to be, to explain them how to react in different
situations, while explaining them the values of the company and ensuring they are in line with them, and know how
to carry their work following them.
The Heroes game has received several awards because it is not only useful as an internal communication tool, but
also as training tool. It helps to make employees feel part of the structure of the company, while training them on
how to work according to the company’s objectives.

What is earned by the employee and by the organisation?
The retributions for the employee include:
⎯ Access to direct communication with their superiors
⎯ Access to informal training on soft skills
⎯ Better understanding on how to carry out daily work
⎯ Closeness to the company’s values
The retributions for the organisation include:
⎯ Direct control over the training of the employee
⎯ Ensuring the employee works in line with the company’s values
⎯ Direct communication with the employee
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17
ENCOURAGING
EMPLOYEES
GOOD PRACTICE

ABB AS
Estonia
How the organisation motivates employees?
ABB encourages leadership at all levels and employees to show initiative, come up with ideas and advance their
careers. Managers expect employees not only to take active responsibility, but also to use their talents to work
together to create something even better. This results in happier employees and more satisfied customers.
As talents are one of ABB’s greatest assets, ABB attaches much importance to education. Company supports
employees to fulfil their dreams by contributing employees' studies and paying half the tuition fee. And not only
skills that are related to the person's job tasks. It can be connected with an area or field that is personally
important to the employee and where he needs and wants to develop and improve. The only criterion is that it
must be higher education. Company offers e-learning online courses and face to face training. ABB launched its
Integrity Awareness portal, a one-stop-shop for employees. The portal is full of interesting and engaging content
(short animations, ethical moments, quizzes, videos, and infographics etc) on the company's five integrity
principles and 16 integrity focus areas.
When new job positions are opened, searches are first started in-house. For this purpose, a career portal has
been created, where all ABB vacancies are available and where the employee can leave their CV and apply for
each position. The general practice is that if an internal candidate applies, he or she will automatically advance to
the second round of interviews.

What is earned by the employee and by the organisation?
Employee get the opportunity and freedom to get more educated. From the company point of view, it will give them
the possibility to improve their skills and troughs that apply for higher positions. From the independent point of
view, it will give the opportunity to develop and learn new skills in an area which may otherwise not be acquired
due to lack of motivation or financial resources. Working in an environment, where the co-workers, managers and
leaders value growing on both personal and professional level, makes employees feel more positive and wants to
be successful in their job position.
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18
SANITAS
SMILE

GOOD PRACTICE

Sanitas
Spain
How the organisation motivates employees?
To ensure the well-being of their work team, in addition to other social benefits, Sanitas provides gym service,
private medical insurance (it couldn't be left out!) and physiotherapist.
Sanitas offer their employees the Sanitas Smile program, which aims to promote health and the adoption of
healthy lifestyle habits. “Smile” offers employees a wide range of resources and specific activities to improve each
of these areas: assisted physical exercise programs, participation in races and popular tournaments, nutrition and
relaxation workshops, physiotherapy, psychological counseling, healthy menus, plans to quit smoking, information
campaigns etc.

What is earned by the employee and by the organisation?
Sanitas wants to offer employees a healthy work environment that inspires them and makes them healthier and
happier so that they love working there.
The Smile program is inspired by promoting healthy lifestyle habits at work (especially through physical activity
and nutrition) as it offers important physical, social and psychological benefits for employees, improving their
morale and performance in the workplace. , which has a positive impact for the organization.
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19
HR
"BOOTCAMPS"
GOOD PRACTICE

Papastratos S.A
Greece
How the organisation motivates employees?
How Subbuteo, the Musical Chairs, a renowned Greek singer, stand-up comedians and actors, the millefeuille, the
percussion lessons, and Samba, are connected with the process of Target setting, Success Plans, Benefits and the
Evaluation Process? The company Papastratos has the answer as it utilizes them in an educational activity that it
implements. This activity known as bootcamp programme combines, in an unconventional way, education and
entertainment. Participants have the opportunity to enrich their knowledge around career development, goal
setting, plan development and feedback in an interactive and entertaining way.
During the Bootcamp, the participants, divided into small groups, move to different rooms where parallel activities
"run" (eg a table game, a play, cooking, etc.). At the end of the day, all the participants gather and the speaker
connects the individual topics with the central idea of the training program.
This Bootcamp program has been awarded by the European Human Resources Management Team of Philip Morris
International (PMI) and has been adopted by the central Department of Education and Development and by almost
all PMI subsidiaries.

What is earned by the employee and by the organisation?
The idea of organizing Bootcamps arose to address the need for training in the company's Personnel Evaluation
methodology, so that all Team Leaders have the opportunity to recall the tools at their disposal and exchange
views, questions and experiences in applying them. To achieve that, the company created an alternative program
that combines theoretical training and practical training with a humorous approach to the incorrect application of
assessment tools.
Employees learn in an unconventional and joyful way how to properly use the tools that are available for the
evaluation of their peers and subordinates.
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20
ECOSYSTEM
GOOD PRACTICE

Leroy Merlin
Spain
How the organisation motivates employees?
A few years ago, Leroy Merlin launched a new Internal Communication Ecosystem, to ensure that all its members
had access to the information they need to carry out their work. This Ecosystem was at the base of the integration
process of Leroy Merlin with AKI (another entity related to their sector), to carry out a strategy of better approach
to the market.
It all started with a process of reordering information and creating new communication channels in the company
with the aim of breaking the work model that existed until then. The new Internal Communication Ecosystem
combines different interconnected channels equipped with technological tools, which allow to inform, collaborate,
train and break geographical, hierarchical and functional barriers.

What is earned by the employee and by the organisation?
Among the benefits for employees, we can highlight:
⎯ Until then, the communication was done in cascade and the efficiency was low. Only the bosses had
access to the information, despite the fact that the entity has more people with positions of responsibility
and direct customer service. The big change was to launch this corporate tool in which the work
processes and all the knowledge are located.
⎯ One of the biggest impacts of technology was on training. This new tool made it possible to optimize agility
in access to information, so that the boss was not a bottleneck. The situation was turned around, ensuring
that the information reached directly to the proper people.
⎯ It is a model with 3 concentric circles, one for business and processes, another for technology, and
another for people. In that way, employees and employers share the same vision, mission and point of
view when developing their work, which has a positive impact in the competitiveness of the entity.

Digital GURU Methodological toolkit

50

21
ONBOARDING
PROGRAM
GOOD PRACTICE

Pipedrive
Estonia
How the organisation motivates employees?
Onboarding is the basis for a successful employment relationship. Pipedrive is famous for its long recruitment
process - it is a 7-step process. It takes place in groups and every two weeks. However, once the recruitment
process is successful, onboarding will begin. Onboarding begins when the recruiter passes the new employee's
contact to HR Operations. Everything from sending a welcome email to dealing with aliens' documents is part of the
induction program. The new members will spend the first week and a half together to quickly develop their sense of
community and friends. After that, each person begins a personal program to help them play their role.
There is also a global bootcamp three times a year, where all new entrants are flown together to the home country
of the company – Estonia. It lasts two days, there are somewhere around 50-70 participants and once again its
most important goal is to create a team spirit globally. For example, if someone needs to communicate with
someone from another office, and they do not know exactly where or to whom to turn, they already have a
convenient contact there in the form of a friend.
The onboarding of foreigners at Pipedrive is also different from that of locals. It is important that in addition to the
company, they also feel good in Estonia. Therefore, there are many counselling, support and assistance activities
both before and after the arrival of the employees in Estonia. As the reason for many foreigners leaving Estonia is
often their partners -who do not find work here- they are also counselled if necessary.

What is earned by the employee and by the organisation?
A long onboarding program is especially necessary in order to determine whether a person, in addition to
professional skills, is also suitable for the company's culture. The more an employee is integrated into the
environment from the outset, and the earlier he or she makes good acquaintances and relationships with coworkers, the faster he/she adapts to the new work environment and can be focused and productive.
From the employee side, its aim is to try to give the person as much information as possible from the first moment,
which reduces ignorance and creates a safe and welcome feeling. However, humans are very social beings and
want to communicate with the people around him. Even during lunch breaks in order to get some thoughts to relax
and communicate with colleagues, for example about common interests. The employee is able to adapt much better
and faster to the new environment if he is connected to new colleagues from the beginning of the process and can
share new experiences.
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22
AFFINITY
WORK LIFE
GOOD PRACTICE

Affinity
Spain
How the organisation motivates employees?
The company has established a training curriculum offered to their employees; it includes hard skills, soft skills,
language courses… this way, Afinitty makes sure that their employees can access to training paths they consider
useful, motivating them to improve professionally.
Furthermore, the salary offered by the company is flexible, and depends on the work performance of the worker.
Workers who carry out an outstanding job receive compensations not only from a monetary point of view; they also
receive perks such as health or transport discounts.
On other terms, the company also carries out different techniques of talent retention that align with the values of
the company, such as allowing workers to bring their pets to the office.

What is earned by the employee and by the organisation?
The retributions for the employee include:
⎯ Access to free training that is useful for their professional growth
⎯ Higher salary in case of outstanding performance
⎯ Access to perks in case of good performance, such as transport discounts
The retributions for the organisation include:
⎯ Higher performance of workers, who feel motivated by perks.
⎯ Positive working environment, benefited by the facilities offered to employees to feel good inside the office
(such as bringing their pets).
⎯ Better trained workforce, as the training provision is dependent on the company. This allows to control the
training that the workforce is receiving, ensuring it is in line with the company’s needs.
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23
WORK
ENVIRONMENT
GOOD PRACTICE

Skroutz.gr
Greece
How the organisation motivates employees?
Skroutz SA is a price comparison engine in Greece that recognizes the importance of the working environment in
creating a good climate, for the efficiency of the employee, as well as the connection of an ergonomic working
environment with the friendly working atmosphere. The company’s premises include facilities such as a large
dining room (providing free breakfast for the staff), brainstorming room, space for relaxation with books, pingpong, nerf guns, board games and a lot more, a balcony that can also be used for morning fast meetings,
comfortable offices etc.
Though the working conditions have changed dramatically due to the social distancing restrictions that were
imposed by the pandemic, Skroutz SA managed to transfer this creative working space in the virtual eo-working
space by adopting the awesome factory remote edition. The company has kept office hours for working, breaks and
meeting schedule supporting this way its employees in adapting and managing their multiple roles in the lockdown
conditions.

What is earned by the employee and by the organisation?
This quality workspace design leads to a less stressful and more productive atmosphere that facilitates the
development of creative and innovative ideas, collaboration and cooperation.
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24
INET

GOOD PRACTICE

Inditex
Spain
How the organisation motivates employees?
Inditex has an internal mobile app called INET, which allows workers to access to different perks, such as social
benefits, transport benefits, training opportunities or internal networking.
Through this app, workers can talk among them and feel integrated inside the company. In an organisation as big as
Inditex, this is important, since the extension can alienate the individual stores and factories.
However, the app does not only work for socialising; INET includes a programme called InTransit, where two
employees from Inditex can ask for a work exchange and try out the work of the other person for a determined
period. This means they can not only try out new job positions, but they can also move to another country, as Inditex
is present all over the world.

What is earned by the employee and by the organisation?
The retributions for the employee include:
⎯ Feeling of belonging in the company
⎯ Access to perks such as transport benefits or training
⎯ Opportunity to network with other workers
⎯ Opportunity of doing work exchanges
⎯ Better understanding of the company structure
The retributions for the organisation include:
⎯ More satisfied employees
⎯ Opportunity of internal training and peer feedback
⎯ Facilities to promote inclusion in the workplace
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25
SATISFY YOUR
EMPLOYEES
GOOD PRACTICE

Mutua Madrileña
Spain
How the organisation motivates employees?
Mutua Madrileña is one of the best ranked employers in Spain because of their salary and internal promotion
benefits. The actions making Mutua Madrileña so well seen are:
⎯ Employees receive 6,000€ when they have a child
⎯ Employees have a health insurance for themselves, their partners and their children under 26 years old
⎯ Employees receive medical assistance and assistance if their partners are dependent
⎯ 10% of their salary goes to a private pension plan
Furthermore, and strongly related to promotion, the company has an Equality Plan since 2008 through which it is
intended to free the company of any direct or indirect discrimination. In fact, it is the first Insurance company in
Spain to certify a lack of salary gap.
Inside this plan there is a program called Female Leadership, focused on ensuring a professional development of
the women working in the company. This plan later on aims to ensure the internal promotion inside the company
work together with the aim of promoting equality. The plan is reinforced with different politics and procedures
surrounding internal promotion, guarantying the lack of discrimination in the process.

What is earned by the employee and by the organisation?
The retributions for the employee include:
⎯ Equality in the workplace
⎯ Equal access to internal promotion opportunities
The retributions for the organisation include:
⎯ Satisfied workforce
⎯ Ensuring the internal promotion openings are filled with the best candidates through an equal method
⎯ Control over the equality and lack of discrimination of the workforce
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TOOL 3
Techniques Used By Employers To Work
With Employees Motivating Them
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TOOL 3: Techniques used by employers to work with
employees motivating them
The goal of TOOL 3 is to showcase techniques and success stories on specific employee
motivation techniques and how to implement them in workspaces. More than 50 real
life cases and techniques of employee motivation used by organizations have been
collected and studied in order to provide possible ways of implementation in Elemental
Occupation workers.
The term “motivation” is used in so many different fields and situations, but what does
it mean in psychology? Motivation is that little part of us that spurs us to action.
Understanding the driving forces behind motivation has long been of interest to
psychologists and business people alike. But how do psychologists define motivation?
There are two main types of motivation, intrinsic and extrinsic:
⎯ Intrinsic motivation comes from within the individual "internal". When you are
intrinsically motivated, you do something for personal gratification. An example
of intrinsic motivation is completing a puzzle because you find it challenging.
⎯ In contrast, extrinsic motivation is when you do something to get a reward or to
avoid a punishment. In this case, the motivation for your behaviour comes from
something outside of yourself "external", such as a
salary award or praise. Particularly in this tool we will
study the second one, extrinsic motivation.
Work motivation constitutes the success of any company,
making employees feel aligned with the objectives of the
company, at the same time that they meet their personal
objectives, through the satisfaction of their needs and
expectations. Below there are some of the top benefits for
employers and employees:
1. Higher productivity: There is no doubt that a company with motivated
employees is a production machine, with the consequent benefits for the
company due to the work motivation of its workers.
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2. Employee engagement: Motivated employees often believe in the project and
get involved in a special way by contributing ideas and working towards common
goals.
3. Innovation: As a consequence of the above, work motivation produces an
atmosphere of innovation in employees. Innovation is breathed in and this is
contagious.
4. Reduction of problems: Motivated employees have fewer problems in the
company, complain less and see things differently. They are less revolutionary
and more peaceful.
5. Greater competitiveness of the company: Work motivation generates greater
productivity, more commitment and innovation, which results in a more
competitive company.
6. Better image of the company: Motivated employees are happy in the company,
speak wonders of their workplace and convey how good it is to work in your
business.
7. Talent retention: It goes without saying that motivated employees seldom
leave their job. On the contrary, they put on the company shirt and commit
themselves to the project.

Graphic 1. Phases to get motivated employees

PROVIDING A GOOD
WORKING ENVIRONMENT

COMMUNICATION
BETWEEN EMPLOYEES
AND EMPLOYERS

BEING RECOGNIZED FOR
THEIR WORK
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A. PROVIDING A GOOD WORKING ENVIRONMENT
Normally in our workplace we spend more than one third of the day, so it is essential
to have a good atmosphere among colleagues so that it has a positive impact on the
organization.
A good work environment directly affects the productivity of the team since it increases
motivation, reduces stress, generates greater commitment in the members and the
employees feel more comfortable and happier.
The quality of the work environment is extremely important for the satisfaction of
workers and therefore their productivity. When employees are satisfied, they perform
their work efficiently, and therefore, the productivity of the company increases.
In many cases, it is discussed how a work team can be more productive, better related
to each other and, in general, work more and improve as a group, and not as separate
individuals.
To do this, different techniques to take into account are presented below, which have
been organized into 2 blocks:
⎯ Techniques to promote a good relationship between employees and managers
and between workers, and their usefulness in increasing productivity.
⎯ Techniques used by employers so that employees feel integrated into the
structure of the company.
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Techniques to promote a good relationship between employees and managers and
between workers, and their usefulness in increasing productivity
For an employer it is very important to form a good work team, especially when it comes
to managing a good commitment to people. People are willing to work together when
the atmosphere in which they operate encourages them to share pleasant moments.
For many employers this is absolutely necessary for the business to be productive.
When all members respect each other, they can provide good customer service. They
all work together so that customers are satisfied and their smiles are sincere.
When implementing new work methodologies aimed at optimizing performance, there
are no magic recipes. But fortunately, there are a variety of techniques or rather
productivity hacks that are of great help to streamline daily tasks.
Start a “distracted” jar
There will be times when your team feels like they can’t possibly focus. Show them that
you understand (and have a sense of humor about it) by creating a “distracted jar.” Fill
it with activities, jokes and even things to Google when they feel like they can’t work for
another minute. Help them get the distractions out of their system so they can continue
on with an engaged workday.
Incorporate an On-Site Yoga Program
Stress and burnout are serious threats to the success of businesses, so supporting
your people in staying well in body and mind must be one of your team’s top objectives.
In addition, it helps improve productivity, increase everyone’s energy and generally
improve everyone’s mood.
Free office catering
Free meals at work boost workplace productivity because your staff will feel valued.
Furthermore, by providing employees with a free meal right at the office, you are
removing a major source of distraction because employees no longer leave your
premises to drive or walk to buy and eat food. When employees eat their meals at work,
they can quickly get back to work. In addition, by working with local office catering
companies to provide a range of nutritious meal options, you are helping your staff
make healthy food choices rather than rush out to the nearest fast-food restaurant for
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breakfast or lunch. When your staff are healthy, they are happier and more productive.
When employees are nourishing their bodies with healthy food, they're more energetic
and alert. Healthy employees also tend to have fewer medical issues.
Free 15-minute back massages for every employee
For many people at work there is a point in our day when our energy seems to drop. It’s
often after lunch, when our bellies are full and the impact of a relatively sedentary
lifestyle takes effect. We call it the afternoon slump, and often reach for more coffee,
sugar and carbohydrates to keep ourselves going. Studies show that this is the least
productive part of the day. It’s not a lack of calories that slows our thinking and makes
our eyelids droop; it’s a lack of blood flow to the cells of the body. As well as promoting
corporate wellness, classic massage techniques increase healthy blood flow
throughout the body, waking up all your cells and getting your brain back into action.
After a short 15-minute workplace massage, employees become more alert, attentive
to detail, and show increased rates of productivity.
In addition, when people are given the choice to receive massage at work, their intrinsic
motivation to perform well is being supported. When they take that choice, they
establish a habit of self-empowerment and state-change. Deciding to receive help,
kindness, skilled care puts you in a more optimistic, and therefore energized, openminded, problem-solving state of mind, helping to create more effective teams and
motivated employees.
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Techniques used by employers so that employees feel integrated into the structure of
the company
Employers who want to be successful in their companies have to take into account the
importance of creating a team, of planting in employees a feeling of belonging to the
company. Getting involvement is essential in the team building process. Involvement is
the basis of productivity, since if workers do not know the purpose of their tasks, they
do not share the same vision as the company.
But... how do we get this implication?
Show employees how their job advances the company’s vision
Your company has undoubtedly recorded its vision and goals for the year. Why not show
employees exactly how their jobs advance the vision? This will boost each employee’s
investment in the success of the company instead of just feeling like a cog in the wheel.
Here are some ideas for showing employees how they contribute to the company vision:
⎯ Sit down with a list of a specific employee’s responsibilities. Create a flowchart
that demonstrates how those duties ultimately lead to fulfilling the company
vision. For example, if the responsibility is “managing Instagram” and your
company vision is “changing the way the world purchases homes,” then highlight
how Instagram engagement creates long-term brand recognition and has the
potential to influence the way a younger generation purchases homes,
especially when they’re ready to take the plunge in a few years.
⎯ Ask your CEO for a quote that explains how the particular employee’s role
contributes to the company vision. Have the quote printed in a postcard format.
The employee can pin the postcard on the wall as a constant reminder and
motivator.
Allow employees to move laterally within the organization
There are times when employees (especially the younger ones) are still figuring out
their career paths. If a member of your team finds something else at your company that
they’re passionate about and want to pursue, create a roadmap to get them there. This
will help you retain some of your young talent when they might have otherwise
abandoned ship.
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Give your people “inside” information
Want to know some great team engagement ideas to get your staff more involved and
committed?
Keep them up with “inside” information. These are things like the direction of the
company and the challenges that the Leadership Team is facing.
Tim Sackett, HR Pro and President at HRU Technical Resources, explains this important
part of your employee engagement strategy:
“The one true fact in all workplaces is your people want to be in the know, they
want to be in the circle of trust. HR and leadership, in general, do a crappy job at
this, and it has a huge impact to engagement. Find ways to make this happen and
let your people know that it’s “inside” information. Trusting your employees can
handle it raises engagement.”
Epic new-hire intros
Rather than explain with words, here’s a video that shows how we do it:
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REAL LIFE CASES

GOOGLE
There are companies that have gone further when it comes to wellness and
have created a whole new world for their employees to discover. One of the
companies that most "pamper" their own is the almighty Google, which
although it was already famous for the high incentives it gave its workers, has
been crowned thanks to the "Googleplex" a small town that they have built in
California where they offer to its workers all kinds of services that they may
need: nursery, mobile libraries, massages, hairdressers, manicures, street
markets, capsules for napping or changing car oil, among others. They also
allow dogs to be brought to work and encourage visits by children and parents
to the offices.
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REAL LIFE CASES

MUTUA MADRILEÑA
Mutua Madrileña adopts universal measures, for all workers equally,
regardless of their professional level. They have a performance evaluation
system for each company employee, carried out at the same time by their
managers, colleagues and collaborators. Its result determines the amount of
salary increases for each professional and the amount of their variable
remuneration. All have life insurance of up to 500,000 euros in compensation,
and it is the same for the professional who has just been incorporated at the
lower level, as for the general manager. They are currently working on three
important projects: a mobile application to make life easier for employees
inside and outside the company and that will have multiple utilities, a new job
map and a new career path model that will allow them to follow the most
suitable career plan within the company.
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B. COMMUNICATION BETWEEN EMPLOYEES AND EMPLOYERS
Communication with employees is the exchange of information and ideas between the
management of an organization and the workforce. This is essential to the success of
a business.
Over the years, communication with employees has changed. Previously, it was a
process that was carried out face to face, now there are different platforms that
facilitate this process.
Organizations need to create an engaging and effective communication program so that
their employees are well informed and all areas of the organization run smoothly.
No one can deny the importance of communication in the workplace. However, many
limit themselves to establishing good communication with customers and forget that
this is of little use if there is something wrong within the company. That is why
communication at work is so important. When managers and colleagues interact
appropriately with each other and speak openly with each other, the entire company
moves forward. But how to ensure effective communication at work?
In work communication, several aspects must be taken
into account. On the one hand, it is necessary to consider
the interlocutors: does communication take place at the
same level, that is, between colleagues in the same
position or subject to a hierarchy? On the other hand, in
addition to being considered in the macroscopic scope of
the entire company, communication must also be
analyzed in relation to each individual.
To do this, different techniques to take into account are
presented below, which have been organized into 3 blocks:
⎯ Techniques of creating strategies to improve communication between
employees and management.
⎯ Techniques for creation of spaces for debate between employees and
employers.
⎯ Techniques to improve the way you communicate with employees.
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Techniques of creating strategies to improve communication between employees and
management
Good internal communication is key to improving the working environment of a
company. Employees who feel listened to and valued are more satisfied with their work.
This has a significant impact on increasing your productivity.
New technologies can help achieve business goals in the marketplace, but they also
help employers improve communication internally.
Many of the actions that are taken every day to promote communication can be
counterproductive. A lot of time is wasted with unproductive meetings that can be
replaced by an email or a conversation with the person in charge of a certain task.
What strategies help improve communication to have a united team capable of
collaborating effectively?
Have your employees play a company culture “Candy Crush”? Use gamification in your
internal communication!
This innovative way of improving internal communication may have left you a bit
surprised. Gamification can be the perfect way to improve internal communication.
Gamification consists of adding elements of games in areas that are not playful, such
as business, training or internal communication. In other words, making our work look
a little more like a game to motivate employees. And it works!
In the case of this “Candy Crush”, the company wanted a new methodology with two
objectives: for employees to better assimilate the company culture, and to know who
had more knowledge about the company culture. And they made up a game! Each level
was a minigame related to culture and good practices. When you beat a level, you
unlocked the next. The results? In one month, 75% of the training objective for a whole
year was met. The game allowed everyone to get involved in improving their corporate
culture and it was achieved in record time!
Gamification helps to make the objectives clear (which leads us to victory), provides
feedback (How close or far am I from reaching victory? Do I have to change my strategy
or am I still like this?) and generates an employee-company engagement very difficult
to achieve with other methodologies.
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Games motivate and excite us; this is no secret. Well, these tools allow you to motivate
employees and get excited about everything related to internal communication.
Open an online repository with documents or information of interest
When employees have any questions regarding a specific issue, they usually ask the
rest of their colleagues or superiors until someone provides the answer, but we will
not know if it is the correct one. How much time and effort would we save if employees
had access to a dashboard with the most important information and documents?
•

Vacation request document

•

Emergency guide

•

Telephone directory

•

Guide on company culture

Send an internal corporate newsletter
Newsletters can be a simple way to improve internal
communication. It's funny how we associate
newsletters with shipments to customers, but not to
our employees. When employees hear the news of your
company outside the company, they are left with the
following message: People on the outside are more important than those on the inside
for the company. We cannot allow this to happen because your employees are your
most important asset. If employees feel connected to the organization, they will be the
first to transmit that news and become your prescribers. Tools like Mailchimp can
help you easily create beautiful newsletters without the need for training in web
programming or graphic design.
Create a corporate manual
When a new employee arrives at a company, they are not always clear about what to
do or to whom to direct their questions. A good reception manual will give new
employees the keys to knowing how to act in each case and some advice on how to
integrate into the team.
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Social networks are not our enemies at work, quite the opposite.
They are a fantastic way to share content and relate to each other while escaping the
endless chains of emails. You can hire an exclusive social network for work issues, like
Yammer, or you can use a more extended network for these purposes, like Facebook.
Another less economical option is to create your own internal social network. There
are entities who need their own tools for privacy reasons. Although the cost is higher,
it can be a good solution since it can fits like a glove. In addition to improving
communication, it will influence the branding of your company. Employees will feel part
of it and their perception will improve.
Have your CEO and/or President host a monthly Q&A
Your CEO and/or President can take 1 company all-hands meeting each month and use
it to field any questions people have about the company.
Your team can submit questions via an anonymous Google form, or they can ask live
during the 30-minute Q&A. These Q&A’s are really valuable because they give leaders
the opportunity to be fully transparent with the team.
Let them experience a day in the life of…
Send out an Excel sheet with a list of positions in your company or department and
have employees vote for a position they would like to do for a day. Let the person
currently in that position give them a
day of training before they launch into
their day on the job.
Ban emails for a day
Pick one day every month to ban
emailing. If someone has a question,
they’ll have to talk to their coworkers
in person. Even if they only talk for a
few seconds, that face-to-face
interaction with coworkers makes
priceless employee engagement
moments.
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Techniques for creation of spaces for debate between employees and employers
Internal communication is essential for the proper functioning of the company. Without
it, it is not possible to coordinate tasks effectively, integrate employees and implement
the mission, vision and values of the organization.
Creating spaces for communication and debate within the company is important
because of the interaction and commitment of employees and employers, and because
it allows both to stay informed about company problems.
This makes it easier for employees to learn about business changes, new goals, or
situations that the company is facing at any one time, but it also helps employers to
understand the needs and difficulties that employees have in their work.
In addition, good internal communication also makes employees feel more integrated
into the business. When management is concerned with communicating with
employees, they automatically feel part of what is really important to the business.
How can we create spaces for debate and internal communication in the company?
What techniques can we use to encourage employee participation?
Brainstorming: what is it and how does it work?
Brainstorming is a popular technique used to find ideas based on unfiltered,
spontaneous creativity. The basis of this technique is to bring people together to trigger
a "brainstorm" and put them on uncensored paper. Brainstorming is a method that aims
to collect ideas quickly and without filters, asking participants to simply "toss ideas into
the air."
The 4 laws of brainstorming
⎯ Quantity before quality. Brainstorming consists of collecting as many ideas as
possible, in the hope that among them will be the definitive one for the project
or task in question. Therefore, it is important that the ideas flow freely, even if
there are many throwaways. Ideas that are perceived as bad at the outset are
also important to eliminate later by comparing them with those that are good.
Participants should make sure that each idea is recorded.
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⎯ No criticism, discussion or comments during the session. This rule must be
respected at all times, so that the flow of ideas is not disturbed or stopped. In
other words, a single intervention may contain one or more new ideas. All other
aspects or contents should be discussed in the subsequent evaluation.
⎯ Record all ideas. Only if all ideas are recorded, e.g., with the help of a whiteboard,
is it guaranteed that the brainstorming session can proceed to the next
evaluation phase without having been censored or filtered. Consequently, it is
necessary to appoint a moderator or minute taker who usually refrains from
making contributions during the brainstorming session. If ideas are ignored and
not noted, participants are discouraged from continuing to contribute to the
session.
⎯ Think outside the box and inspire each other. Brainstorming usually generates
a multitude of ideas independent of each other, although there is also the
possibility that new ones may be developed from one idea. Often, each session
develops its own dynamics, which leads to ideas moving in a particular direction
or even concentrating on a single line. Despite this, participants should not be
afraid to express ideas that go in a completely different direction. Both dynamics
reinforce brainstorming as a group technique and often lead to good results.
Phillips 66
Phillip 66 is a technique that aims to promote participation in a large group and that can
be very useful in a company. It consists of dividing the group into subgroups of six
people who interact for a few minutes (6-10) on previously posed questions. This
favours the participation of the largest number of people, avoiding that there are people
who do not express their opinions.
What is intended with the use of this technique is:
•

Allow or promote the contribution of all group members however big it is.

•

Obtain the opinions of all participants in a short space of time and grasp the
general arrangement in a group.

•

Make decisions, get information or opinions from many people on a specific
topic, question or problem.

•

Reinforce democratic practices within a large group.
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•

Find out the interests, opinions, wishes, problems or suggestions of a group of
these characteristics in a short space of time.

•

Amplify communication and interaction between the components of a group.

Some considerations that you should keep in mind in relation to the use of this
technique are as follows:
•

When it is not possible, for reasons of time or because some of the people have
difficulty expressing their opinion in a large group, it is convenient use this
technique to discuss any topic or to make decisions in a participatory way.

•

Should be used flexibly in relation to the formation of subgroups.

•

This technique is very suitable for encouraging people in the group to know and
to create an environment that encourages dialogue and learning mutual.

Seminar
The objective of the seminar is to discuss
intensively or in depth on a topic through
previously planned work meetings.
Therefore, a seminar is a small group of
workers who discuss around a previously
detailed topic. The discussion is usually
induced by one of the participants, who
makes an introduction on the issues that
will be addressed during the sessions that
the seminar lasts. The seminar is
constituted as an active learning group,
since the participants do not receive the
information and knowledge already
developed, but rather they investigate by
their own means in a climate of reciprocal
collaboration. At present, seminars have
been intensified but in online format,
giving rise to the so-called "webinars".
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The main characteristics of the seminar technique are the following:
•

The components have common interests related to the topic and a similar
information level about it.

•

The topic or material requires research or specific search of different sources.
A topic previously elaborated or exposed in another source it does not justify
work in a seminar.

•

The development of competences, as well as the topics and subtopics to be
worked on, are planned by all the components in the first session of the group.

•

The results or conclusions are the responsibility of the whole group.

•

Every seminar concludes with a session to summarize and evaluate the work
done.

•

The seminar can work for a few days until its assignment is completed. The
sessions revolve around a time of two or three hours.

Start a “vent” box
A vent box is the evil twin of the suggestion box. Encourage employees to fill the box
with their complaints, but be sure to keep anonymity sacred. Your employees’ deepest
frustrations might also be excellent opportunities for learning.
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Techniques to improve the way you communicate with employees
Achieving effective communication at work can be one of the most important challenges
and one of the keys to the success of a company. Taking into account the opinion of
employees and facilitating internal communication channels between them and
managers has a positive impact. It increases the degree of commitment, motivation and
the feeling of belonging to the entity.
For all this to occur, it is essential to carry out a strategy: an internal communication
plan, that is, specific guidelines to inform workers of the general objectives or a specific
initiative and allow them to make the most beneficial decisions based on circumstances
or changes.
Taking care of corporate communication is so important that there are already experts
dedicated to developing the most appropriate strategies and implementing them.
How can we improve corporate communication?
What techniques can help us improve communication with employees?
Getting to know each other activities
These are icebreaker activities for team members. For
example, everyone can write 3 adjectives that define them
or 3 hobbies that they like and distribute the cards among
the team so that everyone can guess who they are. The
goal is for all staff to meet and interact in a more relaxed
environment than day-to-day at the office. This helps to
create a communicative habit in the company.
Scape room
Increasingly popular, this activity can provide a lot of fun
and can involve your entire company. The winner is the one
who manages to leave the room first. These types of
activities help to improve the relationship of the company's employees and managers,
creating relationships outside the work environment, which generates greater trust.
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Confidence games
In pairs, one person must blindfold him/herself and follow a route based on his/her
partner's indications until reaching the goal. Trust will be the key.
Sports activities
The physical contact involved in some sports helps to create emotional bonds with the
other person. It also involves decision making, self-improvement... the benefits are
multiple and the options you have at your
disposal are endless: paintball
competition, gymkhana, basketball or
soccer games, etc.
Competitions
Cooking, dancing, singing... Television can
inspire you to create a fun and original
contest for your employees. You can also
draw on traditional games and adapt them
to the world of work, so that employees
get to know each other better. For
example, the classic trivial game with
questions about the company, employees
or projects.
A getaway
It doesn't have to be a big trip, but a day that includes an escape from the routine and
disconnect. It can be an outing to a winery, including a wine tasting, or even an excursion
in the mountains. Whatever the activity, it is sure to increase the camaraderie and good
vibes among the company's employees.
Volunteering
Although a company can collaborate in solidarity campaigns at a general level, there
are very few cases that involve employees. What is essential is that it is a cooperative
volunteering that involves employees in the Corporate Social Responsibility strategy
and identifies with the company's values.
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Team building dynamics within the office
Team building should not be interpreted as something occasional or external to the
company. Team building activities can (and should) be applied on a day-to-day basis in
the office. For example, once a month you can bring the whole team together to bring
all projects up to date and create a space for discussion where doubts are solved and
ideas are generated. You can also take advantage of special dates or when a business
objective is reached and have a small snack among employees. All activities add up!
Play “musical chairs”
In many modern offices, employees don’t technically need a permanent place to sit.
Sure, everyone needs a home base when they come into work each day, but do they
really need to sit in the same space for years? Consider moving employees around on
a comfortable, regular basis so everyone gets the chance to sit in different parts of the
office and truly get to know all their coworkers. (Let’s face it: a few kitchen interactions
will not bring employees closer, but six months as desk neighbors can solidify lasting
bonds.)
In addition to exposing employees to people, they may not have worked with before,
playing “musical chairs” also keeps employees engaged and excited for work simply by
introducing change. By shaking things up, you just might give employees the shake-up
they need to think of a new idea or solve a problem they’ve been chipping at for months.
Put someone in the hot seat
Engage your employees with a quick bonding event at the beginning of your weekly
meetings. Pick one employee and tape a “hot seat” sign to their chair. For the first
minute of the meeting, other employees will shout out their favorite things about the
person in the hot seat.
Have a weekly food day
Pick a day of the week where one employee brings in treats to share with the team.
Eventually, looking forward to food day will be a major bonding moment for the whole
team. Not to mention some employees will even love the chance to show off their baking
prowess.
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REAL LIFE CASES

MONZO
In order to get their new and existing employees to maintain the illusion of
building a new banking experience, MONZO used their employee engagement
survey to ask questions about the environment, work and the wishes of their
employees.
Since then, MONZO has offered free lunches, remote work, free subscriptions
to Headspace (a digital platform that provides meditation sessions), has
separated the roles of managers and leaders, and has opened a healthy
dialogue about mental health.
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REAL LIFE CASES

BANKINTER
The project "Social Intranet: Transformation of channels 2.0", is a digital
platform that integrates all kinds of content and social tools that represent a
new exchange channel for the employee.
This intranet promotes a different perspective when it comes to understanding
communication in the company, providing a new way to convey corporate
messages to workers, but also a space to share news of interest, and manage
feedback in the organization.
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C. BEING RECOGNISED FOR THEIR WORK
The most successful companies are those that really know how to put the employee at
the center. These employers understand what it means to think about people's wellbeing and they understand the benefits of recognizing their employees' achievements.
In Human Resources, you have to focus on what matters: people.
People seek recognition of what we do, it is something innate. And when that happens,
it is true that it is like a match that ignites the spark of happiness. Therefore, recognizing
the work of employees is to improve the climate and happiness within the company,
which will undoubtedly generate great benefits in the long term.
Prioritizing job recognition is one of the most valuable practices an employer can focus
on. This activity can improve employee engagement, reduce turnover, increase
productivity, and help achieve business purposes.
Strengthening employee commitment is essential to ensure the success of a company,
and job recognition is one of the keys to achieving that goal. For job recognition to be
successful, it must be done personally, since each of the employees has different skills
and achievements that must be valued.
When it comes to implementing recognition
for an employee, honesty is vital, since
people can detect when an acknowledgment
is not genuine. The employer has to be very
specific and emphasize why the compliment
is being made. This will help employees know
what they are doing well and continue to do
it the same way.
To do this, different techniques to take into
account are presented below, which have
been organized into 2 blocks:
⎯ Techniques related to job recognition.
⎯ Techniques related to job promotion.
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Techniques related to job recognition
One of the greatest challenges of any company is the retention of talent, and for this,
job recognition is considered key.
Recognizing the work of the professional constitutes one of the main sources of
personal and work satisfaction for the individual. Exercising it favours the feeling of
satisfaction and well-being of the employees, stimulating them towards the common
goal of achieving the success of the company.
Managers and employers must understand the importance of job recognition.
Encouraging and admitting the good individual actions of workers will activate a chain
reaction, spreading optimism throughout the team while fostering a good work
environment.
To do this, it is important to take into account some of the following techniques and
activities:
Give Thanks
Verbally acknowledge employees' outstanding work verbally. Point out how your efforts
help the company, or help your customers.
Write it down
Prepare a handwritten thank you note or copy to managers or directors in an email
about a worker's achievement.
Advertise achievements
Highlight outstanding employees in the company
newsletter or acknowledge them at a staff
meeting.
Record Achievements
Keep reminders of each worker's contribution so
you have that information handy and can refer to it
during performance reviews.

Digital GURU Methodological toolkit

80

Get the word out
Share messages sent by customers or vendors praising the work of a staff member.
Let them show themselves
Have team members present the results of a project to company leaders.
Get together for lunch
Invite your direct reporters to discuss your personal goals and company goals in a
relaxed atmosphere.
Show your appreciation in a tangible way
Present personalized and signed certificates or plaques or
other mementos of your employees' accomplishments.
Spoil them
Bring candy or other treats for the team to enjoy.
Celebrate milestones
Organize lunches with your team or outings outside of your company to recognize
special events (such as work anniversaries) or successful project completion.
Give them time
Offer time off or extra vacation days as a reward for a job well done.
Present them to managers or directors
Reward workers with a coffee or lunch meeting with company executives.
Let them choose
Give the best employees the option of spending time in their workday on self-devised
projects that they believe may be beneficial to the company.
Develop Leaders
Recognize an employee's skills by asking them to mentor new employees.
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Techniques related to job promotion
Promotion in the company is a very useful method to improve the work environment
and motivate workers, since instead of looking for talent outside, it seeks to restructure
the company by promoting those professionals who have demonstrated greater worth
or training. In other words, it is a promotion.
Different types of promotion can be defined in the company:
⎯ Vertical internal promotion is called the one in
which a company worker takes on a higher
position than the one they previously held.
Typically, these promotions come with increased
responsibility and increased pay.
⎯ Horizontal internal promotion involves the
transfer of the worker to another department
different from the company, not directly related to
the previous one, and in which they occupy a
higher category.
The implementation of promotion processes has several advantages for companies:
⎯ The candidates are members of the company themselves and, therefore,
already know how it works. This implies that the period of adaptation to the
new job will be shorter.
⎯ It is an important loyalty tool. The absence of growth expectations is one of the
main talent leaks in companies. Promotion helps to retain employees and
reduce turnover in the company.
⎯ The selection processes are cheaper and allow the company to save costs. But
not only money is saved, but also time in publication of offers, reception and
selection of curriculum, personal interviews, etc.
On the other hand, employees also benefit in different aspects:
⎯ Increase motivation and the feeling of having the support of the company.
Promotions send the message to employees that rewards come with effort.
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⎯ It allows workers to face new challenges. Moving up in the company not only
means charging more money, but also setting new goals to grow as a
professional and as a person.
All of this results in greater confidence in the company, a better work environment and
increased productivity. All employees will feel an active part of a growing company and
with the potential to become an even more important member.
To promote employees, in addition to a promotion, the following actions can be
integrated into the company policy:
Give monetary rewards
If your budget allows, at the end of the year or after completing a project or winning an
important client, consider one-off bonuses or salary increases based on achievement.
Give rewards in spices
Offer gift cards, movie tickets or sporting events for employees who stand out.
Encourage professional development
Reimburse staff for their participation in industry
conferences and congresses. Give them subscriptions
to work-related publications.
Support continuing education
Offer assistance for courses to assist employees in
their jobs, and / or for exams required to obtain
professional certifications.
Reward Them
Select employees for external or internal awards for
personal performance or successful projects, such as
employee of the month or awards within your area of
activity. Company prizes can come with additional
prizes, monetary or not.

Digital GURU Methodological toolkit

83

REAL LIFE CASES

KYOCERA
Kyocera encourages teamwork among employees. To achieve this, among other
things, it holds events outside the offices. Every June, the company organizes
a barbecue to welcome summer. And, once a year, they hold conventions
outside Madrid. They have recently been to Lisbon, Malaga and Granada, and
what they do is spend a couple of days all together organizing gymkhanas and
other types of games.
Finally, the company sporadically holds competitions among employees, to
promote competitiveness. For example, there are frequent paddle tennis
tournaments and the subsidy of the soccer team in the league of companies in
the area.
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REAL LIFE CASES

INDITEX
The fashion empire in Spain has a name and it is Inditex. The work team can
access an exclusive application called INET, which offers different benefits to
Inditex employees: transportation, social benefits, training, job opportunities or
relationships with their colleagues.
From the In Transit program, they can request an exchange with another person
who works at Inditex and enjoy the experience of working for a time in another
part of the world. Inditex has more than 6,000 stores in 96 countries!
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TOOL 4
Importance Of Creation Of An
Encouragement Environment
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TOOL 4: Importance of creation of an encouragement
environment
Work environment is used to refer to a workplace where a person or a group of people
work for a company, firm, enterprise or the government. It also includes other factors
like co-workers, quality of air, ergonomic seating, management, parking, noise level
and even the size of cabin or desk place. There has

The final conclusion was that

never been any classification about the working

matching the right person with the

environment that was accepted widely by all

right work environment would

enthusiasts because there can be no rules or

lead to better performance and

parameters to define it. The idea is that the work

work satisfaction as well.

environment is different for different types of jobs and there cannot be any comparison
of work environments between two different jobs.
Gone are times when candidates used to consider only the salary at the time of joining
a company or an organization. These days apart from the job scope itself, one factor
that is significantly influencing how

A positive work environment is something

employees feel about work is the

that makes employees feel good about

environment being provided by the

coming to work every day, and also

employer.

The

work

environment

includes everything that forms part of

motivates them constantly to sustain them
throughout the day and give their best effort.

employees’ involvement with work itself, such as the relationship with co-workers and
supervisors, organizational culture, room for personal development, café, furniture etc.
Employee morale and happiness at work are crucial factors to any company’s success.
Emphasizing a healthy workplace culture can increase retention as well as employee
engagement. If employee cannot fully realize his talents, if there are many disruptions
in the workflow, no information flows, no recognition, no
confidence, no cooperation or other problems, they will
not be able to realize their full potential and the result
that the organization will eventually get is mediocre.

Digital GURU Methodological toolkit

87

A. PROVIDING A GOOD WORKING ENVIRONMENT
Based on that, there are eight different factors that are affecting the working
environment the most.
I.

Manager and management style

II.

Relationship and communication between employees

III.

Organizational culture

IV.

Showing appreciation

V.

Employee’s personal growth

VI.

Work instructions and flexibility

VII.

Stressed working environment

VIII.

Physical working environment

All these aspects will be analyzed during the tool 4. Most of them will be focused on
this section, except:
➢ III. will be on focus on the B.2 section, where the discussion is on the
importance of employees feeling integrated within the company structure
➢ IV. will be focused on the B section, where the discussion is on the importance
of recognition.
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Strategies to promote a good relationship between employees and managers and
between workers, and their usefulness in increasing productivity
In 2008, Google carried out a project named “Oxygen”. It was started with the mean of
trying to prove that manager quality does not have an impact on performance. To prove
this point they hired a group of statisticians to evaluate the differences between the
highest and lowest rated managers. Data was collected using past performance
appraisals, employee surveys, interviews and other

Based on it can be said that

sources of employee feedback. However, instead they

the manager and the leader

proved that good management actually makes a

are the foundation of

difference. Addition to that, one of Gallup's - a global

providing an encouraging

analytics and advice firm that helps leaders and

working environment.

organizations solve their most pressing problem - biggest discoveries is that the
manager or team leader alone accounts for 70% of the variance in team engagement.
All the parts of the work environment are to some extent led and managed by the leader
and the management.

I. Leader and the management style
Managers are in charge of ensuring that employees know what work needs to be done,
supporting and advocating for them when necessary, and explaining how their work
connects to organizational success. To succeed in that responsibility, managers need
to be equipped to have ongoing coaching conversations with employees.
Employee engagement should be a manager's primary role responsibility. How leaders
manage

their

employees

can

substantially

affect

When a company asks its

engagement levels in the workplace, in turn influencing

employees for their

the company's bottom line. Employees are familiar with

opinions, those employees

the company's processes, systems, products, and

expect action to follow.

customers. They are also experts on themselves and their teams. So, it makes sense
that they will have the best ideas to maximize these elements and deliver improved
performance, business innovation, and better workplace experiences. To bring
engagement to life, leaders must make engagement goals meaningful to employees'
day-to-day experiences. Describing what success looks like using powerful
descriptions and motive language helps give meaning to goals and builds commitment
within a team.
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During the Oxygen project, in order to better define what makes a good manager, they
came up with a list of 8 qualities based on the data received.
A good manager is a good coach
Be open to input and innovation
Once Your employees are given freedom to explore their work, you might be surprised by the
insight they gain. Encourage employees to be open with their ideas about problem-solving
methods, processes, and solutions. You’ll find that their innovation and creativity is directly
informed by their unique “ground-level” perspective. Innovative thinking is a key trait of a good
leader. You must encourage your employees to explore their potential and think out of the
box. It unlocks the opportunity for business innovation and growth. Creative thinking boosts
problem-solving, a quality that any future leader must have. It improves the overall workflow.
It helps in finding alternative solutions to problems and break assumptions. The catch here is
that the problem is not lack of creativity but the fact that the ideas are not heard. As managers,
you should promote a work environment where employees proactively participate in idea
sharing.
Offer support
Top management needs to be committed to supporting an employee empowered culture. This
includes developing an organizational definition of empowerment that may include well
defined boundaries and management training on how to coach empowered employees.
Trust Your employee
Delegating decision making can be difficult, particularly for new managers. However,
managers need to have trust and confidence that their employees will make the right decision.
A manager that second-guesses an employee’s decisions can impact an employee’s
confidence in their decision-making ability. Fact is employees won’t make the right call all of
the time. When they miss the mark, take the opportunity to coach and mentor them on a more
appropriate response. Foster a culture at work where employees feel respected and trusted.
Attitude is an important part of the environment. It requires nurturing and grooming of
employees from the very beginning. Trust provides a secure place for people to share their
struggles and achievements. It helps them unlock their full potential and thrive as individuals
and teams.
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A good manager empowers the team and does not micromanage
Include employees in special projects
Employees who feel a sense of belonging at work are more likely to feel empowered to give
their best performance. Including employees in special projects is a fantastic way to help
them feel appreciated and that their insight is invaluable. It also rejuvenates work ethic by
introducing employees to new people and ideas.
Giving front line employees right for decision making
They deal with the day-to-day issues and know what customers want. Eliminate the “let me
ask my boss” barrier by handing over a level of the decision-making power to front-line
employees. This act of delegation may be something as simple as allowing an employee to
make service recovery decisions. When employees are empowered to make decisions that
help the customer, they are contributing to the strategy and business objectives of the
organization. For instance, if an employee is dealing with an angry customer, they should have
the tools and authority to make things right.
Expresses interest in and concern for team members’ success and personal well-being
Ensure employees have proper resources
Develop a well of resources and tools—and show them how to use those resources—for your
employees to access whenever they need it. Additionally, you should always encourage open
communication and let your team know that you’re available for brainstorming sessions. Give
employees the tools and equipment they need to do their job. Fix broken equipment as soon
as possible and look for ways to improve what the employee has to work with. A commitment
to assessing changing technology and equipment should be part of an organization’s strategy
to support empowered employees.
Be flexible
When you’ve delegated work and established ground rules, you can begin cultivating a more
relaxed, casual workplace. If an employee needs to work from home or requires a more
flexible schedule, work with them to accommodate those needs. This helps your employees
feel that you value their lives outside work more than you value nitpicking the rules.
Consider social styles
There are people who are good with people, and there are people who are better behind the
scenes. Use social style testing and make sure you have the right personalities doing the right
jobs. Assess social styles to match natural employee strengths with job responsibilities. Use
the DISC or Myers Briggs assessment tool to help identify employee strengths. Then, put
employees in roles that complement their strengths.
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Is productive and results-oriented
Focus on the results, not the process
Nothing kills employee empowerment quite like micromanaging. If You’ve set the guidelines—
let your employees choose how to work within them. This will empower employees to work
in a way that’s ideal for the individual rather than following an impersonal process. The
finished product is more important than the steps it took to make it.
Delegate work and responsibility
- When an employee clearly understands what task they are responsible for, they take
ownership of their work. This allows you to manage their progress less because you’ve
already shown that you trust in their competency to get the job done. When You trust Your
team, it encourages them to trust You.
Set clear boundaries and expectations
Many employers hesitate because it can seem like giving employees free rein to do whatever
they want. To prevent this, make sure to clearly define project boundaries and the results you
expect your employees to produce. This will help reinforce your standard of
quality. Employees need to understand expectation and boundaries for decision making. They
should understand what that means in terms of their authority in any given situation.
Helps with career development
Provide cross-training and learning opportunities
People want to feel like they’re moving forward in their careers. Encourage your employees
to branch out and take an active interest in other departments. This enables employees to
develop and hone their skills—and gives you multifaceted team members who are eager to
utilize their talents in their work.
Offer ongoing training
Employees need to be trained to take on new focused responsibilities. The more tools you
give employees the more confident they will be with making those off the cuff decisions that
impact Your business.
Employees should have mentors
Mentors benefit everyone. Employees should be assigned a mentor to ask questions or give
direction. Mentors should be someone who has successfully done something that the
employee is learning to do. For example, if an employee is learning to be empowered to
perform service recovery, their mentor should be someone who has learned the critical
thinking skills to assess different situations and come to reasonable conclusions.
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Has a clear vision and strategy for the team
Great a plan for empowerment
As they say, if you fail to plan, you plan to fail. Creating an environment to empower employees
requires focus and planning. Create a plan to foster a culture of empowered employees.
Implementation should have a timeline and all aspects of the plan should be written so
everyone understands the timing and process of implementation.
Be consistent
While small adjustments are okay, your employees won’t feel truly empowered if they know
their autonomy might be revoked at any moment. And while exceptional performance should
be rewarded, every employee should enjoy the same basic privileges to maintain a sense of
unity and inclusivity in your workplace.
Be clear about company values and goals
Alignment is an important part of empowerment. The goals and objectives of the company
should be clearly spelt out to the employees. Your employee should be aware of what is
expected of them. They can then align their personal objectives with their job role. It will boost
their confidence in contributing to the ultimate goal of the company. Hence enhancing
empowerment.

Has key technical skills that help him advise the team
Give feedback
To facilitate empowerment, feedback should become a day-to-day affair in the workplace.
Empowerment is all about supporting and guiding employees in their journey. It includes
helping them in their growth and success. With frequent and timely feedback, you can tap into
their performance graph. Constructive feedback, offering suggestions and encouraging good
work are building blocks of a supportive work environment.
Recognize excellence
This is the most important part. A huge number of people who quit their jobs give “lack of
appreciation” as the reason for their resignations—this is extremely troubling because, in one
study, 65% of North Americans reported that they weren’t recognized even once in an entire
year. Don’t be shy about recognition. If you show your sincere appreciation for above-andbeyond work, your employees will repay you by repeating or even improving their
performance. They’ll also feel empowered because they were rewarded for achievements
they accomplished without heavy supervision.
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As it is one of the most important tools for creating an encoring working environment, it is
described in more detail in section 4.3.
Give them access to data
Data is king and employees who understand company data are more equipped to influence
those critical success factors. Empower employees by giving them access to information and
data that can be used in their decision-making process. This information might include
feedback from customer satisfaction surveys or customer comment cards that can help make
informed customer-focused decisions. For instance, if the comment cards share a consistent
message that customers perceive employees as being rude, sharing this information will
result in employees being more aware of how customers perceive their interactions.
Is a good communicator—listens and shares information

This is one of the most important skill that people need to have, both to managers and
employees. This skill is explained more detailed in the B section.
Why are these behaviors important? The benefit of incorporating these behaviors into
manager training helps with outcomes - turnover, satisfaction, and productivity
(engagement). The work environment is evolving and the way employees are managed
and developed must evolve. Employees want something much more from their
manager than they receive in regular development interviews. The leader is expected
to clarify their expectations and help them prioritize activities. Managers create the
conditions that promote the behaviors of engaged employees (or just the opposite) with
the relationships they establish.

II. Relationship and communication between employees
As social beings, humans naturally seek

One of the basic human qualities is that

support from peers and there is a very

when we belong to something bigger

important need to belong to a group. A team

than ourselves, we tend to have an

is something that comes together to deal

energetic feeling to do something big,

with whatever problems are out there. A

and for many people that need is met by

sense of unity is evoked in the team member

being part of a supportive work group.

at the time of problem and employees will no longer just feel that they’re working for
themselves.
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Mental Health America’s “Mind the Workplace” study found that 35% of respondents felt
isolated by a hostile or unhelpful workplace. In contrast, a Gallup study in 1999, focusing
on what describes a great workgroup, found that people who have work friendships
tend to feel more supported and encouraged and that their co-workers will help them
during times of stress and challenge. Employees who have best friends at work identify
significantly higher levels of healthy stress management, even though they experience
the same levels of stress.
The internal culture of a team is not shaped by numerical achievements, but by the
collective behavior of people. There are a number of successful teams with very good
overall financial results, but the indoor climate
often leaves much to be desired. Since the team
is nothing more than a group of people, both end
up falling back on people - there may be people
in the team who successfully fulfill their
personal goals, but their behavior and attitude
(to work, employer, other colleagues, etc.) may
be completely unacceptable.
When something goes wrong, we often
immediately shift into problem-solving and
damage control. Loving workplaces
understand that when a mistake has been

In the wake of a crisis, it is frequently more

made, when conflict is brewing, or when a

powerful to focus on restoring and healing

problem arises, relationships between

relationships

over

dwelling

on

the

human beings are almost always affected.
- Marissa Badgley

problem itself. This means shifting from blame, fear and competition to empathy,
compassion, and forgiveness, from “I’m writing you up because you were insubordinate”
to “When you spoke to me in that tone in front of the client, I felt disrespectful and
embarrassed. What can we do to ensure that we aren’t in this situation again?”
Tensions in the team are generally caused by the following sources:
External factors create tensions - the relationship between employees and the
manager is good, agreements are maintained and cooperation works. However, the
source of tension can be another department, which has to be contacted on a daily
basis, and there is a problematic person or the principles/rules of cooperation have not
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been agreed at the level of the department heads. Leader must definitely take the lead
and responsibility for the situation. Often the manager leaves the solution finding to the
staff. But this is not always possible, as the staff of the other department is in turn
influenced by their instructions. Therefore, the manager should never place this kind of
responsibility on the employees in the hope that they will be able to avoid awkward
conversations with the leader of another department. Even if the other department
leader is not interested in improving the situation, manager should go to common
manager - the head of the other department is more interested in the success of your
team/department than the common success of interdepartmental cooperation.
The leader's behavior creates tensions - In everyday work, the leader's negative
behavior usually remains in his blind spot, but still has a constant effect on cooperation
with the team. Until the manager has asked the staff for feedback, there may be a large
" elephant in the room”, which everyone is aware of, but to which no one draws attention
(read: topics that are not discussed).
The behavior of certain workers is stressful - Not every employee in the team is
creating tension, only a few. This is also confirmed by the research of Gallup and others,
that in each team there are on average 10% of employees who sabotage relationships
and cooperation by creating tensions. It is these people that need to be addressed.
Employee relations are tangled or relationship between employees and the manager is
tangled - Manager and employee relations is an important aspect of day-to-day
business operations. Poor relationships in the workplace can directly impact employee
performance and retention.
Employees / managers take their personal life problems to the work - It may be a
diligent and well-meaning employee or manager, who, however, is in a mess with his
personal life, which will influence behavior at work.
The manager / employee, who has a low EQ and a weak relationship with himself, lives
on his emotional burden on the team - Nice leader-type manager or employee who
simply can't cope with his inner world without knowing his behavior (and thus others in
the team) is affecting all the team - fluctuations in mood, dissatisfaction with oneself
and others, impulsive unexpected reactions to situations and situations, etc.
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V. Employee (personal) growth
MHA’s Work Health Survey findings show that the majority of employees feel stagnant,
confined, or controlled in their workplaces. According to the most modern career
paradigm, people want a career without borders,
employers who help them realize their dreams
and who support their lifestyle. If the work culture
is not open, if people do not perceive themselves

Professional growth opportunities
allow employees to develop new
skills, diversify their work, and
experience work autonomy

as equal partners, if they are afraid to talk about
their expectations and needs, there is no hope that something will get better soon.
Ever-growing modernization is day by day creating demand for new products and
services, hence at a time when change is more rampant than ever before, it is
necessary for organizations to keep at par with the changes and regularly train their
employees according to the demand and needs. Adapting to change is very crucial as
there is so much competition today. This applies to both the individual and the
organization itself. Hence it is advisable to be on pace and regular training and
development become a part of the work environment. A training and developmentfocused organization has a very clear roadmap for training their employees to sustain
and enhance the productivity of the organization as a whole and to be on par with
competitors.
There can be two kinds of skills that can be developed:
Hard Skills
Those which impact work productivity
directly. These skills are not related to any
kind of production, but these are related to
official matters in the terms of planning and
control.
Some examples:
- knowledge of a new database
management system

Soft Skills
Those which can be utilized directly in
production activities '.They may include
anything which may be related to providing
a service or in production.
Some examples:

- operating a machine
- learning about developing software

It is an age-old question who is responsible for the development of the employee - the
employee himself or the manager? Of course, the answer is the employee, but his
development is supported by the environment in which he works, and the environment
is directly influenced by the manager's behavior. At the same time, many managers
have said during the training that their employees are not interested in their
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development, because they are only interested in earning a salary with the least
possible effort. This is partly because managers view the "development" of employees
by acquiring new skills and taking on new tasks that are useful to the manager.
However, they may not be "developing" and exciting for the employee.
It is from this perspective that managers should also approach the development of their
employees. Experts in the field also say that it is useful
for a manager to assume that employees actually want

No matter what work a
person does, he likes to be

to develop. The question is whether today's work

successful in his work and

environment offers the employee enough excitement,

likes it if he can do it well, if

a successful experience and a desire to try new things

he is valued, recognized and

(in order to develop). It is in the manager's own

valued for it

interest that the employee is interested in his work and in the development of himself
and the organization. Therefore, the manager could also think about how to offer the
employee an experience of success, so that the employee would like to make more
efforts on behalf of the organization.
Thus, real loyalty and commitment is not brought by measuring and controlling hours,
but by supporting people in their development. Every adult working-age person wants
the employment relationship he has to increase competitiveness on the labor market.
As an equal partner with the employer, a person is more likely to be able to exercise
freely and such jobs and employment relationships are highly valued.

VI. Work instructions and flexibility
People work in dynamic environments, and their responsibilities are constantly
changing. Even the demands of people

When every team member knows what

working in similar positions often vary from

their roles and responsibilities are

person to person. It is important to clearly

within the company, they can work with

define job roles. Mismanagement job roles

purpose and feel accountable for their

lead to confusion, increased workload, job

contribution to the team’s successes

insecurity, blame culture, conflict within teams. Well-defined job roles give direction
and help to forge a path for career progression.
Stress can become unmanageable when targets and deadlines aren’t realistic. If
members of your team are regularly having to work overtime just to meet targets, this
can put them under increased stress. Adjusting targets or deadlines to realistic and
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achievable levels can help to reduce stress. Sharing the workload more evenly between
your team can help to ease the pressure on individuals and promote teamwork.
A lack of direction at work can be stressful, but
being micromanaged can have the same effect.
Giving employees increased responsibility
shows that you have confidence in their ability
and gives them the space to learn and grow.
When you provide positive reinforcement on
quality work, your team members feel more
satisfaction to bolster themselves against the
future pressures of your quest for fast growth.
Managers should feel comfortable enough to give
team members the opportunity to manage their
own

workload.

Research

suggests

that

employees become more independent and
competent when they’re allowed to face challenges by themselves. Studies by the
psychologist Sandy Lim suggest that helicopter managers, who hovers around their
employee or tries to stay too involved in day-to-day work, prevent recipients from
becoming independent and competent, disrupting their learning and confidence for
future tasks. In focusing on the short-term benefits of helping, helicopter managers
overlook the long-term costs.

A key piece of a successful and healthy work is work-life balance. Finding a
balance between work and personal life is sometimes challenging to accomplish. Many
modern employees are demanding more flexibility and control when it comes to
balancing their lives with their work structure. Work with your employees to find this
balance. The result will be happier, healthier and more productive employees.

Workplace flexibility is one of the hottest job trends according to a Forbes
article. In a 2020 Deloitte survey of 1,000
white-collar workers, 94% of respondents

Managers should think:

said they would benefit from one thing:
workplace flexibility, in the form of remote

a) How much autonomy does your workers

work and flexible hours. They cited the top

have when it comes to choosing shifts?
b) Do you give incentives for people to pick
unpopular shifts in your organization
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advantages of such flexibility as “less stress/improved mental health” (43%) and “better
integration of work and personal life” (38%). Flex work is becoming a more popular
benefit that employees are demanding. We hear more about it in-office environment,
but working-class employees need work/life balance too. Multiple studies have found
that workplace flexibility leads to reduced psychological distress, work-life conflict and
emotional exhaustion. It also contributes to a better night sleep and higher energy
levels. This means healthier, happier employees. And when employees have the
freedom to manage their work-life balance, they’ll be more focused when they are on
the job, because they have dedicated that as their time to complete work. Flexible
schedule reduces absences when people have conflicts like appointments, because
they can simply shift their hours around, rather than entirely missing those hours.
Employers that provide flexibility for workers are finding they actually get more out of
these employees. They’re creating an environment of trust – and when employees feel
trusted and valued, they’re happier, more loyal workers. Less stressed employees tend
to have a better perception of their position and company. Some organizations fear that
providing this flexibility is risky because certain employees won’t take initiative or have
the motivation to successfully work in this way. They also fear that investing in and
providing for employees is a waste of time if workers choose to eventually leave. The
first situation is valid because some people won’t be able to handle the flexibility with
maturity. However, this gives an opportunity to discover who dedicated employees
actually are. To the second situation: it’s far worse not to invest in your employees, as
this probably puts you at greater risk of them leaving. Today’s workforce wants to feel
appreciated and know that their company cares. Modern work policies, like flexible
schedules or BYOD (bring your own device), build trust and display to employees that
their preferences and opinions matter.

VII. Mental Health in working environment
Mental Health America (MHA) released Mind the Workplace Report in 2019 exploring
how company culture and supervisor-employee communications impact an employee’s
confidence, motivation, and pride in their workplace. Based on its findings, an
employee’s pride was most correlated to company culture and the managerial style of
a supervisor.
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A company culture with safe and open communication
is essential to employee engagement and wellbeing.
A culture where they do not feel safe to report unfair
practices

and

supervisors

disregard

employee

Employees who do not feel
comfortable talking about their
stress to a supervisor often
experience negative

feedback breeds an unhealthy work environment. In

consequences, including sleep

one survey, 54 percent of employees said that they

troubles, job. dissatisfaction,

would not report unfair practices. When employees

and lower levels of confidence,

don’t feel safe to report issues or don’t feel that their

motivation, and presenteeism

input

matters,

an

unhealthy

company

culture

perpetuates.
It’s important that managers in high-pressure workplaces understand how to deal with
stress and pressure in the work—both their own and their team’s. The Yerkes-Dodson
Law suggests that we need a healthy amount of pressure to prevent us from feeling
bored or unmotivated. When employees are faced with

High levels of pressure can

pressure in the workplace, it motivates them to do their

lead people to feel agitated,

best work and perform successfully. Pressure creates a

anxious and stressed

sense of urgency—to complete a task or hit a deadline.
Healthy amounts of pressure help your team to stay focused and productive. Too little
pressure and employees are more likely to procrastinate, get distracted, or struggle to
concentrate on the task at hand. The optimum level of pressure helps people to focus
and do their best work. It’s when the pressure becomes too much that problems
develop.
Stress results from too much pressure. It’s normal to feel stressed sometimes, like
when there’s a looming deadline, or need to work overtime in a last-minute push to get
it done. Short-term stress like this is easy to get out of your system with a little downtime, an early night, or a workout. It’s when stress becomes continuous that it can be
detrimental to team’s health and the company’s productivity. This can especially become
a problem when the entire team is going through the same challenging situation.
According to a report from Statistic Brain

Symptoms for burnout:

Research Institute, 77% of people regularly

- feeling physically, emotionally

experience physical symptoms caused by stress,

exhausted

and 73% regularly experience psychological

- feeling depressed

symptoms. According to Harvard Business

- suffering from sleep problems
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Review, one in five highly engaged employees is at risk of burnout. There are many
reasons teams might experience stress at work. It is important to be able to identify
the specific stress triggers in the office. Doing so means you can take steps to minimize
their impact.
Stress can be flared up by a combination of any of the following factors:

Difficult working
condition
(physical)

Poor
management

Unmanageable
workload

Long hours

III-defined
expectations and
responsibilities

Conflicting
priorities

Conflict between
team members

Low level of
trust

Lack of support

Lack of team
collaboration

Job uncertainty

Apart from affecting performance, this can also erode morale and team harmony. A
stressed employee might snap at their co-workers, or behave in other ways that can
cause the rest of the team to feel stressed too. So work-related stress can quickly
become a problem for the entire team if not dealt with quickly. The Mental Health
America Mind the Workplace study found that 33% of respondents had missed work due
to workplace stress at some point in their career.
Important part of the working environment is employees' mental health. People need to
know they are doing their job well. When your employees feel their work is valued, they
are more able to cope with fluctuations in pressure without feeling stressed. Team
members should feel comfortable approaching to discuss any work-related issues, and
confident their concerns will be taken seriously, managed and acted upon effectively.
High-pressure work environments can be challenging, but they shouldn’t be damaging
to employees’ mental health.
If employers make the mental and physical health of their employees a priority, staff
will feel more comfortable discussing it. Normalizing mental health at work is the first
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step to creating a mentally healthy workplace. Make sure that company has a detailed
guide on its policy for it. This should outline employee and managerial responsibilities
for managing mental health conditions at work and should be available for all
employees to access.

VIII. Physical working environment
One of the workplace stresses is connected with the physical environment. A study by
Juliet Hassard and Tom Cox of Birkbeck College found the physical environment of the
workplace had a measurable impact on worker well-being and behavior. The report
finds that stress to the team can be caused by:
Chemicals: there are always a number of nasty chemical compounds released by
synthetic furnishings (specially in offices). One of the most common is formaldehyde,
which can irritate the eyes, nose and throat. Eye irritation and damage to the upper
respiratory tract are the most common reported symptoms of exposure to
formaldehyde toxins. Critically, this chemical can also trigger headaches which will
exacerbate stress in the workplace.
High levels of carbon dioxide: it, breathed out by a roomful of colleagues, can give the
room that ‘stuffy’ feeling, particularly if there is no air conditioning.
Indoor plants offer you a simple and cost-effective solution. Plants will purify the air in
your workspace, reducing volatile organic compounds like formaldehyde. But it is
important to steer clear of flowering plants as these can cause allergic reactions or
irritation for some people.
Hours at work: all human beings are subject to circadian rhythms, which tell our bodies
when to eat and sleep. This rhythm is very difficult to establish for employees who work
very long hours or rotating shifts. These types of working hours cause fatigue and
increase the risk of accidents on the job.
Illumination: lighting has proven to impact an employee's attitude.
Temperature: considerable evidence shows that extreme temperatures (in either
direction) can affect both attitudes and decision making on the job.
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Music: it has been shown to improve mood and productivity. Employees tend to be in
much better mods when allowed access to a stereo at work.
Office and workspace design: other perks like a comfy break-out area, somewhere to
prepare and eat meals, and stylish decor are optional, but they will make the workplace
a much more pleasant place to be.
The importance of employees feeling integrated within the company structure
The good jobs of the future are going to look rather different from those of the past.
What is meant by “good” is well understood: the job provides a decent living. But in the
new economy it entails more than a generous wage; it involves sharing the company’s
success with employees. It’s also about more than money: people want to learn new
skills and to understand how their work contributes to that success. Those insights
have generally taken hold in high-end, knowledge-work settings, but a healthy freeenterprise society must offer promising employment opportunities to all and that
means figuring out how to make blue-collar jobs more engaging as well as better paid.
Employees make decisions and take actions every day that can affect workforce and
organization. The way a company treats employees and how employees treat one
another can positively affect their actions or can place organization at risk. Based on
Gallup’s over 50 years of employee engagement research, Gallup knows that engaged
employees produce better business outcomes than other employees - across industry,
company size and nationality, and in good economic times and bad.
Case study “Effective Employee Engagement in the
Workplace purpose was to explore strategies that some
communication business leaders use to engage their
employees. The target population consisted of four
communication business leaders, who possessed at least
1 year of successful employee engagement experience.
Based on the methodological triangulation of the data
collected, prominent themes emerged from thematically
analyzing the data: rewards and recognition, empowering
employees, and building a bond between leaders and
employees.
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Employee’s engagement
The majority of the global workforce is not engaged: most employees reluctantly head
to work, lacking energy and passion for their jobs. Converting this group of employees
into engaged workers is the most effective strategy that any organization can
implement to increase performance and sustainable long-term growth.
WHO drives employee engagement?
•
•

WHAT drives employee engagement?

Over all relationships (which is part of the

•

Purpose of their work

work culture)

•

Meaning of their work

Relationship with manager who can

•

Knowing what makes them unique

coach them to the next level

Gallup defines engaged employees as those who are involved in, enthusiastic about and
committed to their work and workplace. To figure out what's gone wrong with
employee’s engagement, leaders should study the behaviors and attitudes of their
highly engaged employees and ask: What are they doing that the others are not?

3 different engagement stages
ACTIVELY DISENGAGED
ENGAGED
NOT ENGAGED
Employees aren't just
Employees are highly
Employees are
unhappy at work - they
involved in and
psychologically
are resentful that their
enthusiastic about their unattached to their work
needs aren't being met
work and workplace.
and company. Because
and are acting out their
They are psychological their engagement needs
unhappiness. Every day,
"owners," drive high
are not being fully met,
these workers
performance and
they're putting time - but
potentially undermine
innovation, and move the not energy or passion what their engaged
organization forward.
into their work.
coworkers accomplish.
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Gallup finds there are several patterns of behavior unique to highly engaged employees,
including:

They are intentional about their engagement. They have a plan and
independently, proactively try to improve their engagement rather
than expecting someone else to engage them
Despite challenges and barriers, the engaged don't often let problems
become an excuse for inaction or destroy their ability to perform
They take accountability for their performance instead of blaming
others when things don't go as they want.
They seek ways to operate at their best, which means they focus on
their strengths and don't spend too much time trying to do what does
not come naturally to them

The apparent failure of employee engagement efforts is likely due to the way workplace
employee engagement programs are executed. Some common mistakes are:
➢ Too complicated: Leaders make engagement metrics far too complicated by
focusing on predictors that often are outside of managers' control and typically
don't relate to meeting employees' core psychological needs at work
➢ Incorrect engagement metrics: They use a low-bar "percent favorable" metric
that inflates scores and creates blind spots, resulting in the appearance of high
engagement without strong business outcomes
➢ Overuse of surveys: They overuse pulse surveys to get immediate feedback and
rarely take action on the results
Gallup has been tracking employee engagement in the USA since 2000. Less than 1/3 of
employees have been engaged in their jobs and workplaces during these 15 years and
worldwide research in 2016 showed that only 13% of employees were engaged. Global
research in 2015 studied 82,248 work units, including nearly 1,8 million employees. It
confirmed the well-established connection between employee engagement and key
performance outcomes:
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•

turnover (for high-turnover and low-turnover organizations)

•

customer ratings

•

profitability

•

productivity

•

safety incidents

•

shrinkage (theft)

•

absenteeism

•

patient safety incidents

•

quality (defects)

Employee engagement helps measure and manage employees' perspectives on the
crucial elements of workplace culture. It can find out if employees are actively engaged
with their work or if they're simply putting in their time. It can discover if team building
activities and human resources practices influence positive business outcomes or if
there's room to grow. And with the right approach, it can be learned what to do to
improve employees' connection to their work and company.
Gallup’s one survey was based on four levels of employees' performance development
needs. Meeting the needs in the three foundational levels creates an environment of
trust and support that enables managers and employees to get the most out of the top
level, personal growth. These levels
provide a roadmap for managers to
motivate
members

and
and

develop
improve

their

team

the

team

GROWTH
TEAMWORK

members' performance, with each one
building on the previous. The levels do not

INDIVIDUAL

represent phases and managers do not
"finish" the first level and then move on to

BASIC

the second level. They must ensure that
employees know what is expected of them and have the right materials and equipment
to do their work while meeting needs on the second, third and fourth levels. The best
way to sustain progress is using this hierarchy as a framework for understanding how
to best support employees, determine barriers to success and then adjust accordingly.
Managers should, with their team members, identify needs and obstacles on an ongoing
basis and ideally take action before challenges inhibit their employees' performance.
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For example, employees may feel connected to their team members, but if, among other
challenges, they don't know what's expected of them (a basic need), don't have the
appropriate materials and equipment (a basic need), or are not able to do what they do
best (an individual need), their comradery with their team members is unlikely to have
a positive impact on their performance.
Many of the results of the Google Oxygen project reflect the importance of leadership
in motivating and engaging employees. The vision, strategy, goals and expectations
cannot be seen separately from motivating employees, because without clarity about
them, it is difficult to motivate employees in any direction. However, if the vision and
support for the implementation of the strategy is unclear to the team, motivating
employees may be completely useless because they simply do not understand what is
expected of them.
Therefore, it is worth considering as a leader whether these 4 phenomena are clearly
formulated and also clearly communicated to the team:
VISION

Where do we want to go as an organization or team in the next 3-5
years?
What could be our biggest achievements and the biggest positive
impact on customers and society (mission) in the next 3-5 years?

STRATEGY

By definition, a strategy is an action plan designed to achieve the
most far-reaching goal (vision). In other words, strategy means a
specific team- or organization- based action plan on how to achieve
these greatest achievements and mission.

GOALS

Goals are part of a strategy. If the strategy has been prepared for 3
years, then there are probably a number of milestones for each
year, quarter and month, the achievement of which will enable the
implementation of the strategy. This is where specific cross-team
and internal metrics come into play, and creating coherence is also
one of the key tasks of a good leader.

EXPECTATIONS If the vision, strategy and goals are future-oriented, then
expectations are always present-oriented - I expect some specific
behavior from you today (do it more, avoid it and keep it up). Mutual
formulation of expectations is the foundation of communication
between a manager and an employee.
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Workplace culture
Connecting with others and belonging are basic human needs that are essential to being
our best selves. So where does belonging come

In an ideal situation, employees have

from in the workplace? A sense of belonging

work experience every day that

develops when identities align. Each company

confirms that their individual identity

has it and it's as unique as an individual's

aligns with the company's identity

identity. The alignment creates a feeling of
connection and an organization full of employees who believe they belong there is an
organization full of employees who feel purposeful, inspired and alive. And these
employees are more productive and better performers.
Culture is a critical part of an organization's identity. It is created through the
experiences that employees have with the corporation and with each other - everyday
interactions with peers, managers and executives.

Culture is created through the

Experiences of vulnerability reflect your culture

experiences that employees have

and, if managed well, creates identity alignment

with the corporation and, just as

that unleashes the best in employees. Or, if

importantly, with each other - the

mismanaged and not seen for what they are, the

everyday interactions with peers,

experiences can have just as negative an effect.

managers and executives

Culture refers to an organization’s shared beliefs and values. It is often established by
leaders and then communicated and reinforced through various methods. It impacts
everything from interactions with colleagues and customers to advancement, career
satisfaction, and mental health. Employees want to find a culture that aligns with their
values, or the ethics that guide them, fulfill them, and make them feel a sense of
purpose.
Gallup has chronicled main types of vulnerable interactions that influence employees'
sense of belonging. They refer to these interactions as "meaningful moments."

When You
propose a
new idea

When You
ask for
help

When You
push back
on
something

When You
ask for a
personal
favore
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In meaningful moments, how other people receive an employee's vulnerability is
critical. It creates a loop: a great culture allows an employee to take vulnerable risks,
and a positive response to vulnerability builds a great culture - and the opposite is just
as true.
A transparent and open form of communication addresses
the employee’s need to feel that what they have to say has
value and is being listened to. It is what makes employees
feel that they are part of the organization and they are being
valued there. Work only becomes meaningful when the
employees know that what they contribute affects the
organization that they are affiliated with.
Workplace culture is trending everywhere. In 2015, Deloitte
research listed culture as a top-three business challenge for
leaders. In 2016, 80 percent of executives rated employee experience as an important
issue they need to tackle. These explain why the culture-chasing trend has led to waves
of new initiatives. In 2017, O.C. Tanner institute talked to nearly 10,000 employees around
the world and discovered the 6 aspects of culture to which every organization should
be paying attention.
Those 6 aspects of culture are the ones that people look for in a great place to work:
• Purpose means connecting employees to your organization’s reason for being or the
difference you make in the world. The reality is that some organizations don’t have
purpose, other organizations have purpose that doesn’t inspire or reach high enough,
some organizations just don’t communicate their purpose very well, and a very small
minority have a strong, clear purpose that resonates with all employees. The good news
is, any organization can take the time to soul search and discover its essence and find
a way to articulate it in an inspiring, culture-building way.
• Opportunity means providing employees the ability to learn new skills, develop, and
contribute. Organizations can fulfill employees’ needs by simply giving them
opportunities to participate on cross-functional teams, learn, grow, provide input,
expand responsibilities, get exposure to other business functions regardless of their
actual title.
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• Success means giving employees the opportunity to innovate, do meaningful work,
and be on winning teams. Employees want to feel like they have all the tools (e.g.,
permission, tools, budget, etc.) necessary to accomplish something great. They want to
take pride in their work. They want to feel accomplished and contribute in meaningful
ways. They want to have some sense of control over not only what they do, but how
they do it. Whether or not the overall organization is successful, it is most important to
assure employees that they themselves are making a positive impact.
• Appreciation means acknowledging and recognizing employees’ outstanding work and
unique contributions. Often times employees associated respect with appreciation.
When employees feel appreciated for the work they put in, they feel as though the
organization respects them as a person and respects the quality of work they do.
• Wellbeing means paying attention to and constantly working to improve employees’
physical, social, emotional, financial health. In the end, employees want to be treated as
people and not just as a means for the organization to make a profit. Employees
appreciate environments where their wellbeing is considered and acknowledged. They
want to be trusted to have an honest relationship with work in an environment where
they are able to say, “I need a day off” and that is OK. Employees simply want employers
to recognize their physical, emotional, social, and financial needs equally.
• Leadership means connecting employees to purpose, empowering them to do great
work, and creating a sense of camaraderie.
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In the long run, a positive internal culture always beats short-term goals.

Some tips to improve the not so good internal situation for managers:
1) Clearly differentiate and become aware of expected behavior from expected
personal outcomes and set both as goals. Not only formulate numerical goals, but
also behavioral goals so that all people (including those who have a tendency to keep
the team under psychological terror) understand what behavior and communication
is okay (and what is not okay) in the team.
2) Dare to be an example as a leader and intervene quickly when someone on the
team commits psych terrorism to others. If this is not done quickly, tensions will arise
in the team, which will be even more difficult to resolve in the future. In this case, socalled relationship patterns develop between people, which become entrenched and
the patterns are much more difficult to change than short-term momentary behavior.
3) Together, create an open and genuine internal culture in the team that employees
themselves dare to remind each other in the team and say that this behavior is
hurting and not acceptable. Often, employees expect all such issues to be handled by
the manager, but in fact they should be handled by the entire team. Foster a closeknit, friendly working culture so that no team member feels isolated or singled out.
4) Organize regular social events outside of working hours and encourage your team
to take their lunch breaks at the same time.
5) Set up mentoring or buddy schemes so that new team members can integrate
easily and build positive working relationships.
6) Encourage communication and openness in the workplace and try to prevent
gossip, blame culture, or other negative attitudes which could cause stress to team.
7) Be supportive when team members ask for help.
8) Encourage your team to work together towards finding solutions to problems.
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B. COMMUNICATION BETWEEN EMPLOYEES AND EMPLOYERS
Human beings are very social and work is a social institution. Long-term
relationships are often formed at work - networking relationships, friendships, even
marriages. The evolution of quality relationships is
very normal and an important part of a healthy
workplace. In the best workplaces, employers
recognize that people want to forge quality
relationships with their coworkers, and that company
allegiance can be built from such relationships. While
companies often pay significant attention to loyalty
toward the organization, the best employers
recognize that loyalty also exists among employees
toward one another.
Strategies to improve communication between employees and management
For a healthy employee-employer relationship there is an important need for open and
transparent communication. In order to create a positive work environment, each
employee needs to feel valued. Everyone is equal because every job is equally
important in fulfilling the vision and mission of the organization. Having open
discussions and getting employees involved by allowing them to share their views and
perspectives on how to achieve company goals, and later the management side giving
their own perspectives on how to fulfil the organization’s mission, tends to create a
clear work relation where everyone has precise knowledge of how to proceed and a
feeling of trust.
Managers should also want their employees to feel heard. If they don’t see each other
for too long, even if messaging them and sending emails, they may start to do their own
thing. By maintaining regular communication, managers can help everyone share
knowledge, stay aligned and develop solid trusting relationships. Managers should also
try to have regular one-on-ones with every team member, if possible. This gives people
a chance to talk to the boss, and an opportunity to discuss issues or grievances before
they fester and impact the morale of the entire team.
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Most important part of the management job is to create a feeling of unity among the
staff. This unity will help team members feel valued and that they belong. As a result,
they will want to be at work, tardiness and absenteeism will be minimal, team will
function smoothly, employees may interact with each other and also help out if anyone
is facing problem doing their work or need some guidance or support and unit will be
better able to carry out the missions and goals of the organization.
One important aspect of communicating openly is to meet
with the staff and discuss the organization's philosophy,
values, mission and goals. It is better to ask employees
for their ideas and thoughts on how they individually and
as a team can help in achieving various organizational
goals. After the staff has shared their ideas, the
management can share their own vision of how they see
everyone working together. Management should share a
feeling that everyone is working together as a circle in
which everyone is equal and on the same level, rather
than a pyramid where the administrators are at the top,
and the staff is at the bottom creating a sense of different attitude.
Many managers expect employees to feel like a united team. In reality, they complain
that our-feeling in the team is low, that people strive for their work, but for personal
goals rather than team goals. In such a situation, managers start to search for team
training, in the worst case, they order an adventurous team training. The experience of
Shelley Smith, Forbes Councils Member, is that one-time training does not work. A
single training event will not change the behavior that has taken a lifetime to develop.
To be effective, training that addresses behaviors must be workforce-wide and include
managers at all levels. Include coaching and role-playing as additional components to
classroom-style training. Training should be set on the calendar, such as establishing
the first Friday of every month as a lunch-and-learn that can include a team-building
or community activity. There is always a worthwhile topic for training, such as new
initiatives, processes or policies.
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The creation of spaces for debate between employees and entrepreneurs and their
influence on business performance
Weak managers hope that disagreements between employees will be resolved by
employees themselves, and disagreements about the manager will go unnoticed by
employees. In reality, most of the tensions between employees are work-related, they
need managerial support or intervention here.
Criticism shuts us down and puts us on the defensive while feedback, when delivered
with compassion, helps people develop and improve. Good workplaces normalize the
experience of giving and receiving feedback, ensures that everyone has the tools,
mindsets, and buy-in to participate in the feedback culture. These workplaces have
strong norms around how feedback is given, systems for giving both positive and
constructive feedback, and have leaders who give feedback to support and enhance the
effectiveness, impact, and performance of others. Feedback gives team an opportunity
to share their thoughts and opinions on the workplace environment, management style,
and other areas that could be improved. Regularly scheduled anonymous feedback lets
team voice their opinions without judgment, shows that their input is valued and helps
manager to become better.
Without measurable feedback, it is very difficult to assess whether I am successful or
not. Regular feedback is needed to raise awareness

In order to measure and

of development and success. And this does not only

evaluate development and

mean giving feedback, but managers must start by

success in a modern work

asking for feedback, because only through that

environment, we need feedback

(showing that I am also interested in my own development) is it possible to make
feedback safe and exciting for employees.
The most effective way to create a feedback culture is to consciously take the time to
talk to your employees. If a manager starts holding regular 1-1 meetings with employees
in order to talk more about the personal and professional development in addition to
everyday work-related themes, it is easier, more interesting and acceptable for the
employee to feel successful and understand his development opportunities.
In order for an employee to acknowledge the usefulness of feedback, he must have the
courage to acknowledge his developmental points - weakness, error, deficiency or
typical mistake in which to get better. However, in order to be able to acknowledge his
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development, he must feel that he does not need to compete with anyone and he does
not need to prove to anyone that he is already "ideal" and can do it. On the contrary, he
must feel that all people (including colleagues, manager) wish him well and that the
feedback given is not an attack, but a sincere desire to help. Such an environment is
called a psychologically safe workplace in management, which means that the
employee is convinced that his value in the team does not diminish if he acknowledges
his development, but on the contrary - he can help himself and the team to succeed.
The creation of psychological security must be supported by a more deeply rooted team
culture – employees, and also manager, must believe that making mistakes is normal,
acknowledging their mistakes is normal and talking about them is normal. PhD Amy
Edmondson, the developer of the concept of psychological security, says that such an
environment in a team allows its members to put aside “shields and swords” because
they feel that no one is threatening each other, there is no need to compete with each
other and no need for protect against anybody else.
Objective feedback is safe for us because it is free of judgments - there is no one who
can "judge" us in the process. However, subjective feedback is always overshadowed
by someone's assessment and opinion of us and this makes the feedback situation
much more explosive, because there is a “blind spot” between the feedback provider
(manager) and the recipient (employee) - an area where the employee does not know
the employee's actual thoughts and intentions, but evaluates them based on the
employee's visible behavior and impact to other people. The feedback provider
(manager) sees the behavior of another person (employee) and its impact on the
situation, and in addition he has already had an opinion about this person from the past.
However, the recipient of the feedback (employee) knows the real reasons for his
behavior (intention, motives and related thoughts, feelings), which he has not been able
to express. And now when a manager begins to "give feedback" to an employee based
on his interpretation without knowing the real reasons and motives for the employee's
behavior, the employee gets easily defended - not because he does not agree with what
is heard, but because he perceives a "blind attack."
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There are
generally 3
types of
opposition
that
managers
often see in
feedback
situations

1) Content opposition
According to the recipient of the feedback (employee), the feedback is
not true, so he does not want to hear it. In a safe situation, the
employee could express it calmly, but since the manager gives
feedback only on his perception (without knowing the actual thoughts
and motives of the employee) and may not ask clarifying questions, the
employee has no choice but to defend or counterattack.
To avoid this, the manager should always base his feedback only on
facts and not on assumptions, interpretations and conclusions.

2) Opposition arising from the feedback provider (manager)
Sometimes the reason may not be the content of what is heard, but for
the employee, the manager is not reliable enough to accept what he or
she has heard. This is generally a problem for “boss” type managers
who have not gained the trust (and respect) of their employees as a
manager and therefore do not trust the real motives for giving their
feedback (they are thought to want to humiliate and elevate
themselves). To avoid this, it is worthwhile for a leader to work to grow
from a superior to a leader
3) Opposition from the recipient of the feedback (employee)
Even if the manager is a reliable leader for the employee, whose
motives for giving feedback he trusts, and the feedback heard himself
seems to be quite justified, the employee may not accept it as expected,
but fights against it. Why? Because what he hears doesn't fit with his
self-image.

Although we all want to be successful (for which we need feedback), we also want to
be loved (accepted) as we are. And if we ourselves feel that a certain behavior and the
results (and effects) that come with it are okay and sufficient for me, then we expect it
to be accepted by others (including the leader and colleagues). And if someone now
comes to say the opposite to us (to give feedback on our behavior or results), we take
it directly into our self-image as criticism and attack, so that we can quickly defend
ourselves. To avoid this, the manager should work to create a sense of psychological
security in a team where employees can and could admit their human shortcomings,
weaknesses and mistakes. However, as long as the environment is only achievementoriented, driven by the manager himself (he does not ask for feedback, he does not
admit his mistakes), it is also difficult for employees to admit their mistakes in a
competitive environment (accept feedback).
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Having become aware of the problem as a leader and have dared to deal with it together
with the team, it is possible to conclude agreements that could help to avoid similar
problems in the future.
Take a moment to meet with a team and set the following directions:
•

We continue with the column: 2 things that we do well as a team and that we
could definitely continue in the future;

•

Let's start with the column: 2 things we could pay more attention to in the
team and what we could start doing;

•

Let's end the column: 2 things we could / should do less in the team.

Next, put people in pairs/triplets and let them compare what they have written - do
they see the same things as solutions. In the last step, share suggestions in a circle
and agree on the 3-5 most useful suggestions.

Importance of the expressions, the whole, the form of communication of the
entrepreneurs with their employees to improve their performance
In 2016, 69% of managers were uncomfortable communicating with employees.
“Communication Barriers in the Modern Workplace” reveals that 86% of US leaders
experience communication breakdowns that lead to losses in productivity, missed
project deadlines and sales deals that don’t close. 42% cited different communication
styles as a leading cause of miscommunication at

No one communication style is

work. But it’s not as if we only want to work with

inherently better than another.

people who are just like us— 54% of respondents

But picking the wrong style for a

report enjoying communicating with people of

particular audience, whether it’s

different communication styles.

one person or a thousand, shuts
down listening and can spell

Author and leadership coach Mark Murphy defined

trouble. Learning to build

communication styles by: Analytical, Intuitive,

flexibility around your preferred

Functional, and Personal. It focuses on the key

style allows others to more

information each style is looking for in a
conversation and how you can best communicate

successfully hear the important
things you need to communicate

with them. Managers should be aware of these styles and how they affect internal and
external professional engagement.
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Analytical
Analytical communicators tend to focus heavily on statistics and figures. They enjoy
using those facts to drive their decisions and inform their communication. As a result,
they tend to be meticulous in researching the best way to do something. Conversely, if
someone on their team doesn’t use logical thought in decision-making, they tend to
become frustrated very quickly. They’re not very emotionally grounded, and some of
their peers may see them as heartless or motivated solely by logic. The positive side of
analytical communicators is that they can cut through emotions and get to the crux of
the matter. They’re efficient and effective in getting their messages across. Additionally,
based on how they present ideas, they can usually sway others by calm, measured
discussion.
One clear advantage of being analytical is that communication is largely logical and
unemotional, which can speed things up. However, the flip side is that you might come
across as cold and aggravated when someone wants to talk about anything beyond just
getting from A to B.
How to work with an analytical communication style?
Analytical communicators prefer to have data and facts to support what they say and
tend to use precise and specific language.

TRY TO

AVOID

•Provide as much detail upfront as
possible
•Set clear expectations
•Show them the numbers - Some people
might want a general idea of the
company’s progress, but with this group,
don’t be afraid to use more specific
language and data to show them value. If
you say “revenue has gone up,” they’ll
want to know by how much.
•Give them space to work independently
•Argue logic over emotions - Analytical
communicators often look at situations
logically and dispassionately, so you’re
going to have a hard time arguing that
you based a major business decision on a
gut feeling. Again, present this group with
the data to earn their trust—and also look
to them as a source of informational
expertise.

•Turning the conversation emotional (i.e.,
use “I know” or “I think” rather than “I
feel”)
•Framing feedback on their work
(especially data-heavy work) as
criticism
•Limit chatty conversation - Because
analytical communicators like less
emotional conversation, they’re typically
more interested in logical discussions
and hard numbers than in small talk or
what Murphy calls “warm and fuzzy
stuff.”
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Intuitive
Intuitive communicators use the final result of a discussion to guide their contributions.
They’re the opposite of analytical thinkers. Each contribution they make tries to center
on what the end goal of the project should be. They aren’t much concerned with details
and like to look at the big picture. They’re more goal-oriented than those with other
communication types. Their main objective is the bottom line and what it takes to
achieve that result. The downside of intuitive communicators is that they sometimes
tend to miss important details.
How to work with an intuitive communication style?
Intuitive communicators prefer to understand the big picture and quickly get to the
point. They avoid getting bogged down in too much detail.

TRY TO
•Stick to the main topic and keep it highlevel
•Be prepared to answer follow-up
questions
•Keep details to a minimum (you can
always follow up with these in an email
after the conversation so they can
reference back later on) - Intuitive
communicators prefer a broad overview
to a step-by-step walkthrough of a
process, so you should limit details to
what directly pertains to this person.
They will care about the big picture, or
the “why,” most of all.
•Take their ideas seriously - These team
members are more comfortable with big
ideas and, thus, unconventional thinking.
While you may have to reign these people
in occasionally, you should also give
them the opportunity to present their
unique take on business processes or
problems, whether in group meetings or
1:1s.
•Use visuals to show greater detail.
Although intuitive communicators may
want you to jump to the end point, they
may need more detail later to execute.
Visuals, such as process flowcharts, can
give your team members a quick
overview of the process and then the
ability to drill down when it’s pertinent to
their work.

AVOID
•Too many details (obviously)
•Taking their approach personally
(they’re just doing what feels right to
them)
•Making too big promises (they’ll latch
onto the big picture and ignore the
details of how hard it might be to pull
off)
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Functional
Functional communicators like processes. They enjoy step-by-step instructions and
seeing how things evolve into the final product. This inspires curiosity in the other
members of the team and helps everyone understand the incremental changes needed
to complete projects. Functional communicators like their information littered with
statistics and facts and enjoy using tools like Gantt charts and whiteboards. They also
share some of the traits of intuitive communicators, as they sometimes overlook details
within each step of a project. Their role is usually as the implementer, taking ideas and
turning them into a reality.
How to work with a functional communication style?
Functional communicators focus on process and carefully think through plans step by
step so nothing gets missed.

TRY TO
•Practice “active listening” by repeating what
they’ve said and asking follow-up questions
•Expect them to ask for details, even if you’re
just brainstorming - These communicators will
beg for more detail and they will have greater
faith in your leadership if you have the
answers. Beyond the main process, you should
consider due dates, contingency plans, etc.
•Lay out the entire process - Functional
communicators love well-thought-out plans
and want to implement the process exactly as
intended. If you don’t have time to review the
entire process with them, you can create
process maps with swimlanes to show their
specific responsibilities, timelines, and other
documentation to give them the information
they need.
•Invite feedback - If you aren’t a functional
communicator but some of your colleagues
are, ask these detail-oriented members of the
group to find any gaps or less efficient parts of
your process. With additional perspective, you
could stop issues before they even happen.

AVOID
•Rushing them to get to the end or
make a decision
•Assume they support an idea 100%
(their criticism or feedback will
often be on the steps, not the
overall strategy)
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Personal
Personal communicators may be considered the glue that holds the social fabric of an
office together. They’re skilled in seeing things from different perspectives and looking
at the reasoning behind how those ideas are formed. Because of this skill, they usually
mediate, ensuring that everyone understands what everyone else is thinking. They’re
the individuals who look for and inspire trust in others, an ability that gives them extra
leverage in situations where buy-in is required. The downside of this type of
communication is that more logical thinkers may consider the personal communicator’s
discussion style to be uncomfortable. Alternatively, personal communicators can
become upset or exasperated by lack of emotion in team communication. Unfortunately,
this doesn’t go over well with everyone. Other communication styles (like analytical)
become defensive or frustrated when a conversation turns into “feels.”
How to work with a personal communication style?
Personal communicators place emphasis on relationships and establishing personal
connections to understand what others are thinking.

TRY TO

AVOID

•Keep conversations light and casual
•Not get offended if they ask how something made
you “feel” or make a strictly work conversation
personal
•Follow up with important details and information
by email after the meeting (they probably won’t
focus on it too much during your initial
conversation)
•Explain directions in person as much as you can Personal communicators want to assess how
people feel as well as what people think, which is
a lot easier to do in a conversation than in an
email. These individuals often pick up “vibes”
others don’t because they’re tuned into the
emotional side of communication.
•Make your feelings known - These individuals
value personal relationships, so they’ll want to
know exactly where your relationship stands. Take
the time to compliment them in person and
express any pain points you think they could help
with. Ask these communicators about their
personal life or well-being before you jump into
assignments or directions.
•Use their positivity to influence the group According to Murphy’s research, personal
communicators succeed at listening and
smoothing over conflicts. If you announce
assignments or big changes in a group setting, you
can often rely on these individuals to diffuse
tension and bring the group together.

•Talking down to them or being
overly pessimistic (they pick up
on “vibes” more than others)
•Try to contain the conversation
to just stats and facts
•Pressure them to do a deep dive
into the details with you
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C. BEING RECOGNISED FOR THEIR WORK
Employee commitment does not depend form a salary. When employees feel that they
are measured, valued and recognized only through pay, it always ends with the feeling
that I am not valued at all. And for two reasons. First of all, no one will ever feel that
today's salary is worth his effort. There is always something missing compared to the
employee's expectations. Second, if employees do not see that the manager is working
for the well-being of the employees in addition to paying the salary, the manager will
never see the employees working for the well-being of the team or the manager.
Progress and job promotion and its effects on job motivation
Rewards and surprises always excite people.
When working hard everyone expects some
added bonus with that. Rewards are necessary
to encourage certain behaviors in employees. It
is used in organizational behavior management
as well: by rewarding employees who put in an

Simple gestures of
acknowledgment and
appreciation will promote a
positive working environment
and increase motivation

effort for their work, this will promote similar behaviors in the future. By rewarding a
hard worker, you actually promote the hard work spirit in other people also, and in turn,
everyone tries to raise their efficiency in order to be the one who gets appreciated.
Congratulate success, celebrate big wins, and even simply thank your team for their
hard work. Create a work environment where every team member feels valued and
involved by encouraging open communication.
The number one reason most Americans leave their jobs is that they don’t feel
appreciated, with 79% of employees who quit their jobs citing that lack of appreciation
was the reason they left. “Gratitude increases feelings of optimism, relaxation, joy, and
purpose and is shown to reduce unproductive, unpleasant or toxic emotions for
everyone at a company. Therefore, loving work environments have cultures, systems,
and policies that encourage and permit gratitude to be expressed regularly and
authentically, on individual and collective levels, and between workers at all levels of
the company hierarchy.” says Marissa Badgley, founder of Reloveution who has
developed leaders in the USA over a decade.
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Appreciation is certainly an essential human need that should never be discounted, as
employees will respond positively to any sort of appreciation that comes their way.
When their work is valued by others it means their satisfaction rises and productivity
increases too. According to a 2016 survey on employee recognition, 90% of workers
noted that a values-based, peer-to-peer recognition made them more satisfied with
their work.
Employee reward and recognition has been proven to improve organizational values,
enhance team efforts, increase customer satisfaction and motivate certain behaviors
amongst members of staff. In order to develop an efficient recognition program a
business owner or manager needs to separate this from the business’ reward systems,
cause this will ensure that the lines are not blurred when it comes to recognizing and
rewarding outstanding work and performance. The recognition process needs to
happen when the high-quality performance is still at the forefront of both your mind
and the employee’s mind. If high performance is continued amongst the same members
of the team, this should also increase the frequency of the recognition.
There are clearly many differences between recognition and rewards, but it doesn’t
mean they need to be considered as separate entities when you are planning out your
employee programs.

Some of the main differences between rewards and recognition
What are rewards:
Tangible and of a specific amount

What is Recognition:
Invisible in nature, yet priceless in
value

Transactional

Relational

Consumed

Experienced

Transferable and can be passed off

Non-transferrable

from one person to another

permanent

Conditional and based on certain

Unconditional and not part of a fixed

terms

result

Expected

Unexpected

Economical

Emotional

Impersonal

Personal

Fixed

Spontaneous

and

quite
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The differences are quite distinct, yet there is a fundamental message to be taken from
this - there simply cannot be a reward without recognition.
It could be said that rewards are slightly more costly to businesses as they often take
the form of bonuses and profit sharing. Financial rewards such as bonuses should be
used sparingly, so that the employee does not get to the point of entitlement. It might
also demotivate other members of staff to know that their colleague has received a
monetary reward over them. Merit pay increases shouldn’t be a part of the employee
reward program you plan to implement. It can be quite difficult to measure rewards as
people are often expected to work as a team nowadays. The performances often need
to be considered within the context of a group or within the business.
In any work environment it is very common for employees to feel ignored and
underappreciated. This is even when they have gone above and beyond expectations.
For many employees who don’t feel adequately recognized, they are more likely to quit
their job within a year. With this being said, employee reward and recognition is one of
the largest missed opportunities amongst managers and leaders. Not only does it
motivate your team, but it also provides them with a huge sense of accomplishment.
When employees feel truly valued for their work it will boost individual engagement and
improve their loyalty to the business. Retaining members of staff is one of the biggest
advantages to running a recognition and rewards program in your workplace.
The main impact of employee recognition is that it is an essential motivation factor.
This leads to a greater amount of staff retention. Although
many leaders consider this to be a considerable effort, it is
certainly worth investing time in. According To recent
research from Office Vibe “The number one reason why
most people leave their job is because they don’t feel
appreciated.” The importance of employee recognition is
often overlooked, but many managers and leaders aren’t
aware of this vital impact. The significance of employee
recognition cannot be ignored. There is a whole load of
opportunity to build employee engagement and get
employees excited about work.
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If you start to implement a consistent recognition program, you might expect to see the
following results:
➢

Increased productivity and motivation. The act of recognizing desired behavior
increases the repetition of the desired behavior, and therefore boosts productivity.

➢

Better employee satisfaction and enjoyment of work. There will be much more time
spent focusing on the job and less time complaining.

➢

A knock-on impact on customer experience, loyalty and satisfaction scores.

➢

Greater financial performance and business outcomes.

➢

Teamwork between employees is enhanced.

➢

Better safety records and fewer accidents on the job.

➢

Lower negative effects such as absenteeism and stress.

A lack of recognition leads to disengaged employees, who are more likely to:

Negatively influence
their co-workers

Steal from the
business

Deter potential
customers.

Miss work

When your employee is disengaged you are running the risk of losing them. The actual
cost of losing an employee is significant; you will have to front the cost of:
Hiring a new
employee
- advertising
- training

Prodouctivity
whil the new
person is trained
up

Lost
engagement as
other employees
lose productivity

Reduced
customer service
efficency

- interviewing

These overarching factors prove that you should never ignore your employee’s needs.
This will cost your business a significant amount of money overall. In a survey by
Psychometrics, they asked what leaders could do more to improve engagement. 58% of
respondents replied: “Give recognition.”
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Methods of recognition
Rewarding employees who are not top performers could adversely affect high
performers' motivation. As such, companies need

The criteria for recognition

to state specific standards for awards to avoid any

should align with the purpose,

backlash. In Maslow's hierarchy of needs, 2 of the

brand and culture of the company

most valuable psychological needs are the need to

and should reflect its aspirational

be appreciated and the need to "belong." These

identity to inspire others

needs are met through peer-to-peer thanks and recognition. You can see the
compensation and benefits support a fundamental need, but recognition and career
advancement support our higher-level psychological needs.
Recognition is an effective management tool and it must therefore be recognized that
it means not only praise but also simply noticing and giving thanks.
Recognition can be divided through 3 activities:

Noticing and
expressing the
employee's
contribution, praise
for actions taken

Attention (which is a
very strong
"currency" today)

Creating a sense
of worth and
thanking for the
work done.

Recognition is an effective management tool and it must therefore be recognized that
it means not only praise but also simply noticing and giving thanks.
3 types of recognition can be considered for the recognition of employees:
1) Formal recognition system (annual staff elections)
2) Informal recognition (joint team trips)
3) Daily recognition (personal attention/pat
on the shoulder which It is with the most
effective method)
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Based on Maslow’s hierarchy of leads, the recognition works following:

SELF ACTUALIZATION
Career

(challange,
opportunity,
learning,

Developmen
t

creativity)

Opportunitie
s
Modern

ESTEEM
(importance,
recognition, respect)

Recognition

LOVE & BELONGING
(social, love, family, team)
Compensatio

SAFETY
(economic and physical security)

n

SURVIVAL
(food, water, sleep)

Benefits

One specific method of recognition is the conscious use of internal motivation by
employees:

Developing stronger
relationships with
employees

Empowering
employees &
increasing decisionmaking

Creating meaning
and the feeling that
your work means
something to
someone

Creating a success
experience which
means giving
feedback

Creating a sense of
team
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When using personal recognition, you should keep in mind 6 golden rules of recognition:
The recognition must be a surprise
• When a person waits for a prize, his intrinsic motivation decreases and
attention goes for receiving the reward
Keep recognitions small
• If you can’t even keep it as a surprise, you’ve discovered that the higher
the expected reward, the more it hurts performance
Recognize regularly
• Don't expect a definite and "special" reason to recognize, but find those
reasons on a daily basis. Make recognition your habit.
Recognize publicly
• People need to know what is being recognized for and how. The more it
is known, the more it is "hunted"
Acknowledge the behavior, not the result
• Cheating can also lead to results, but behavior is always transparent.
Therefore, don’t acknowledge the results, instead acknowledge
someone's expected behavior
Encourage employees to recognize each other
• Employees often know better who deserves recognition. Therefore,
encourage recognition and feedback within the team

When recognizing, be sure to avoid:

Manipulation

Superficiality,
artificiality

Do not use and
create a sense of
indebtedness

Gallup data indicate that praising teams can encourage collaboration by deincentivizing self-protective behavior like information hoarding. Praising teams can
clarify organizational goals, which can enhance agility in the internal supply chain to
the customer. Recognition can reinforce a team's sense

Feeling that your company's

of meaning and purpose. Gallup finds that 74% of those

mission makes your job

who say their team receives praise also strongly agree

important is fundamental to

that they "have the feeling that what [they are] doing at

engagement

work is valuable and useful." Workers on praised teams are more likely to strongly
agree that their coworkers always do what's right for the customer. Team recognition
can inspire trust.

Digital GURU Methodological toolkit

130

Gallup data also show that group praise is more effective when it's:
Public rather than private. On an individual level, leaders and managers should give
praise that complements the person's preference. But leaders should highlight a
team's efforts to the biggest possible audience. Doing so fosters better cross-team
collaboration because it sends a strong message about what the organization values:
team sport!
Continuous and spontaneous. Feedback has a shelf life. If you wait too long, it loses
efficacy. So, use small opportunities in daily work to recognize teams with
personalized, authentic and honest praise. Though recognition at big corporate
events and team or department meetings bonds a team in a way nothing else can.
Encouraged on a peer-to-peer basis. In cultures that encourage employees to
celebrate each other, coworkers learn from each other's success. It improves
accountability and gives everyone's honest feedback more value.
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TOOL 5
Activities And Strategies Implemented
By Employers To Encourage Employees
In Obtaining Digital Skills
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TOOL 5: Activities and strategies implemented by
employers to encourage employees in obtaining digital
skills
This tool is focused on the main theme of the project (digital literacy) and provides
strategies for employers to incentivize employees to obtain digital skills to improve
their professional and personal situation, which will have a positive impact on the
company.

A. PROVIDE A GOOD WORKING ENVIRONMENT
Activities and strategies to promote a good relationship between employees and
managers and between workers, and their usefulness in increasing productivity
Activity to promote creativity
Divide your workforce in work groups, not necessarily the ones that usually work
together. The ideal number for each group would be of 5-6 people, but you can adapt it
to the number of employees you have.
Once they are in groups, provide each of them with a computer or a tablet with a blank
document open, and ask them to generate solutions and ideas for a topic you will
provide them. It would be better if the topic is indirectly related with your daily work;
for example, if you choose something directly related to
what they do daily, probably they will try to just answer their
usual approach instead of trying at being creative.
Once they have the topic, each participant will have to write
individually the creative ideas that come to mind; after five
minutes, they will have to send the document they are
working with to the worker on their right, and they will have
to continue with the idea that they will receive from the
worker on the left. They will not be allowed to change
computers; they will have to make sure they save the
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document, send it by email or any other adequate tool, and then receive the one of their
other colleague.
This way, you will end up with a series of creative options for the topic you proposed.
Through this activity:
⎯ You will promote a good working environment in which co-workers get to know
each other a bit better
⎯ You will encourage productivity through the creation of new working ideas
Activity to promote a positive working environment
The following activity will consist of three parts. You will need two computers, your
workers and an objective moderator.
First, you are going to ask your employees to look online a tool that works well for
making lists, pros and cons lists… an example of the tool they could use is Trello, but
you should avoid giving them any examples.
Let them find something themselves.
Secondly, you will divide them in two groups;
each of them will have a computer. Using the
online tool, they have selected in part one, one
of the groups will write down the negative
aspects of the working environment, while the
other group will write down the positive
aspects. They will have to make sure they are
using properly the tool, and that their ideas
are clearly structured and explained.
Thirdly,

each

group

will

provide

their

responses to the moderator. The moderator
will read out loud the different topics included
by each group, promoting a debate among colleagues on how the negative points could
be corrected, whether there are any additional positive points, and how to promote a
dialogue culture in the working environment.
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At the end, it would be interesting if the workers use that same online tool to produce
a dialogue decalogue, with specific actions they can carry out in their daily routine to
ensure a positive working environment.
Through this activity:
⎯ Your workers will practice their online research skills, and they will be forced
to learn how to use new online tools through “learning by doing”
⎯ You will gather specific input on the areas of improvement in your working
environment
⎯ You will encourage the provision of a proper working space

Activities and strategies used by employers so that employees feel integrated
into the structure of the company
Job mentorship
The following activity will consist of three parts. You will need two computers, your
workers and an objective moderator.
First, you are going to ask your employees to look online a tool that works well for
making lists, pros and cons lists… an example of the tool they could use is Trello, but
you should avoid giving them any examples. Let them find something themselves.
Secondly, you will divide them in two groups; each of them will have a computer. Using
the online tool, they have selected in part one, one of the groups will write down the
negative aspects of the working environment, while the other group will write down the
positive aspects. They will have to make sure they are using properly the tool, and that
their ideas are clearly structured and explained.
Thirdly, each group will provide their responses to the moderator. The moderator will
read out loud the different topics included by each group, promoting a debate among
colleagues on how the negative points could be corrected, whether there are any
additional positive points, and how to promote a dialogue culture in the working
environment.
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At the end, it would be interesting if the workers use that same online tool to produce
a dialogue decalogue, with specific actions they can carry out in their daily routine to
ensure a positive working environment.
Through this activity:
⎯ Your workers will practice their online research skills, and they will be forced
to learn how to use new online tools through “learning by doing”
⎯ You will gather specific input on the areas of improvement in your working
environment
⎯ You will encourage the provision of a proper working space

B. COMMUNICATION BETWEEN EMPLOYEES AND EMPLOYERS
Activities and strategies of creating strategies to improve communication between
employees and management
Digital shadowing
Many times, the upper positions in a company are filled with people with more soft and
digital skills. When this is the case, the knowledge owned by the managers can be
transferred to employees through a sort of training and job shadowing, which we will
call digital shadowing.
The idea of this activity is knowledge transferring through practical activities; a series
of digital skills that are owned by the managers and would be useful for the employees
will be chosen, and then employees will be trained by the managers on those activities
by showing them how they use them in their daily activities.
How to do it? Pair the manager with one employee. Provide them a specific calendar in
which the different activities to be carried out will be defined: for example, the specific
period of learning by observing, the specific period where the employee will attempt to
try using the digital tools with the manager by their side, helping them. Finally, the
employee will carry out a practical exercise with the digital tools, without the manager
being able to help them. Through this it will be possible to ensure the knowledge has
been appropriately retained!

Digital GURU Methodological toolkit

136

Through this activity:
⎯ You will provide training to your workers through the internal sources of your
company
⎯ Managers will practice their training provision skills
⎯ You will create a synergy between managers and workers, who will work more
closely
⎯ You will encourage an improvement on communication between workers and
managers
Activities and strategies for creation of spaces for debate between employees and
entrepreneurs
Digital debate
Promoting communication and debate among the different parts of your company and
the company owners, when done correctly, can be highly beneficial.
First, however, it should be considered that debating is something that needs to be
prepared: it cannot be done at any time or any place. Make sure the location is different
from the usual spots used in the company (working table, kitchen…); avoid noisy places,
and choose a time where participants will feel productive (right after lunch may not be
the best moment).
Now, looking at the debate, it will be good to
have a mediator who can not only manage the
debate, but will keep minutes of the conclusions
gathered by each part. As for the debate topic?
It would be good to discuss the digital skills that
each party believes necessary for working in
the company.
Through

the

debate,

employees

and

entrepreneurs will be able to talk about which
digital skills each of them believes to be
important or essential in their work. This
conversation will be useful not only because
each part will hear what the other thinks,
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forming among them a final list of digital skills that need to be boosted by the company
on their employees; it will also foment an environment of conversation and interchange
of ideas between the levels of the company.
Through this activity:
⎯ Improve the contract conditions of employees, by analysing which training could
be a good outcome for them
⎯ Promote the dialogue between employees and entrepreneurs
⎯ Analyse the digital skills requirements among EO workers

Activities and strategies to improve the way you communicate with employees
Periodic validation
Obtaining adequate feedback from your superiors is
usually a good way to validate the skills you own
and understand which areas you can improve in
your work. In this sense, digital skills can also be
evaluated,

and

managers

can

direct

their

employees on the aspects they could improve
regarding their digital competences.
The main aim of this strategy is to propose a
validation plan repeated every several months (for
example, every 6 months) in which the manager
communicates their vision to the employee, and at
the same time, it is aimed at encouraging the
obtention and improvement of digital skills among
employees. The validation plan should consist of
the following steps:
⎯ Evaluation of the employee through a template: using a template for the first
evaluation will help the employee carry out a certain track of their improvement.
⎯ Analysis of the filled template by the employee: the employee should analyse
the results obtained by the manager to gather any doubts, comments or
questions raised.
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⎯ In-depth evaluation of the employee current digital skills: through this step, a
face-to-face conversation will be carried out by both parts. This will allow the
manager to discuss more deeply the different aspects evaluated; it will also
allow the employee to ask any questions or doubts, and to comment the results.
⎯ Production of a plan for next period: once the results have been commented,
employee and manager will produce together a plan for improvement of digital
skills. This plan will be based on the results obtained and the expected
achievements.
Through this activity:
⎯ Your workers will practice their online research skills, and they will be forced
to learn how to use new online tools through “learning by doing”
⎯ You will gather specific input on the areas of improvement in your working
environment
⎯ You will encourage the provision of a proper working space

C. BEING RECOGNISED FOR THEIR WORK
Activities and strategies related to job promotion
Providing access to online courses for leaders
Usually, an aspect related to job promotion is the acquisition
if new skills related to the new position. In this line, a good
method to encourage employees in obtaining digital skills is
by making its obtention a must to get a job promotion.
In this line, there are many ways in which you can provide
access to these courses: depending on the national
opportunities in your country, there may be public courses
accessible for companies, or facilities to hire online training
services. There are also free option such as Google courses,
so the company just has to look for the option that better suits
the employee, the organisation and the job requirements.
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Through this activity:
⎯ You will be able to encourage workers to learn new digital skills adapted to the
functions and tasks they will have to implement
⎯ You will give the chance to improve the digital skills of workers
⎯ You will improve the conditions of employees by providing training content
updated to the current needs of the labour market
Activities and strategies related of job recognition
Certificate of digital achievement
The following strategy aims to promote recognition among workers who actively work
to improve their digital skills and ensure they are providing additional value to the team.
It will consist of creating an achievement for digital skills improvement; the
achievement should not be provided to the employee knowing the most about digital
skills, but to the one who has worked to improve the most compared to the last time
the achievement was awarded.
The certificate can be accompanied by certain perks, if you consider they will help
employees be more willing to attempt achieving the certificate. Also, it would be good
to align the certificate to a specific work of improvement plan, such as the one
presented in the previous activity “Periodic Validation”.
Through this activity:
⎯ Employees will feel their job is being recognised
⎯ You will provide an encouragement for employees to improve their digital skills
⎯ You will improve the contract conditions of employees through an improvement
of their digital skills and the working environment
⎯ You will provide a proper working space
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TOOL 6
Current Practices Related To
Professional Motivation In
Elementary Occupations
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TOOL 6: Current practices related to professional
motivation in Elementary Occupations
Concrete examples of real-life organisations working in this topic have been studied in
this tool, providing possible ways of using them by Toolkit users.

A. PROVIDE A GOOD WORKING ENVIRONMENT
A good working environment is the one that makes employees happy to go to work
every day, and at the same time inspires and motivates people to give their best effort.
It is a multi-factor environment where co-workers, quality of air, noise level, the layout
of the working space, even the ergonomic seating play a significant role in making
employees feel like being in a friendly and positive environment. Despite the different
types of working environments, either based on psychological factors, health factors,
or social factors, what all classifications agree on is that matching the right person with
the right work environment may probably lead to better performance and work
satisfaction which are strongly linked to progress in the employees’ career paths and
further personal development.
Especially this is the case for low-skilled
workers, workers in Elementary Occupations
who not only face issues such as inflation and
recession in a direct way, but also have to come
to terms with a more serious threat - erosion of
the job market.
There is a big discussion as to what consists a
good working environment; different answers
are coming from workers employed on different
kind of jobs. Having in mind all differentiations,
certain

elements

are

common,

such

as

relationship with co-workers and supervisors.
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Practices to promote a good relationship between employees and managers of
elementary occupations and between workers.
Several strategies to improve manager and employee relations have been adopted:
⎯ Offer positive feedback by scheduling regular one-to-one check-ins and
meetings right from the start, to build on mutual trust.
⎯ Offer Constructive feedback, as a two-way tool for personal development.
⎯ Recognise good traits in one’s employees.
⎯ Promote a healthy work-life balance, manifesting in this way that their quality
of life does matter.
⎯ Offer one’s employees career development opportunities.
Employers can use a variety of tools to help build a positive employee relationship, such
as follows in more detail:
Official communication of company’s expectations and internal rules through the
distribution of an employee handbook, as a written demonstration of company’s key
policies and rules into a manual which can be distributed at the time of initial hire. The
handbook should be easy-to-read and comprehensive. It should also cover the most
important issues from expected business conduct and use of company property to
discrimination and harassment and standards for lateness and absence. Then typically,
each employee should be expected to sign an acknowledgement and a compliance form
and keep a copy for himself. This (a) offers all necessary knowledge that an employee
should know, (b) gives him/her the opportunity to review and ask questions about it,
and (c) protects the company in case an employee later claims that he/she was not
aware of the company’s rules.
HR policies and Agreements and Contracts are other tools to establish a good
relationship between the employees and the employers. The former is essential to both
employers and employees so that they can handle certain issues properly. Policies,
such as grievance procedure, leave, employee privacy, reimbursement of travel
expenses, but also use of Internet, discipline and termination of employment should be
in place. In regard to the Agreements and Contracts, these are an essential tool to
ensure a common understanding about the employment relationship. Articles and
limitations as to the behaviour and obligations an employee has following the
termination of their employment should be secured and agreed beforehand.
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Training in certain areas consists of establishing strong management, which makes the
employees feel linked with their company. From the side of managers, they have to be
trained in communicating with their employees, providing constructive feedback, deal
with conflict among others. They also need to be trained in the company’s rules and
policies, as well as laws and regulations that govern the employment relationships so
as to avoid potential conflicts. Training in time management helps value managers in
the eyes of the employees, and also avoid them becoming cynical and disrespectful.
Training in conflict resolution, provision of performance feedback to one’s employees
in a constructive way, are obvious that help establish strong work groups and better
performing employees.
Having hired the right people for the job is as important as those hired to be able to
understand the organisation’s culture. Usual practices include:
⎯ New-hire training (within the first few weeks or months of employment)
⎯ Training of employees before they even start work
⎯ Mentoring programme (usually the first year of employment). The mentor is the
new employee’s ‘go-to’ person in the company. It is with this person that the
newcomer can ask questions, understand the company’s politics and feel
familiar within the company organisation.
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The establishment of a grievance system not only makes employees feel that they have
a say in any issues that may arise at work, but also diminishes the costs of a mediator
or arbitrator for the company. Among the most common practices used:
⎯ Open policies, where the employees are encouraged to arrange meetings with
their supervisor to resolve any work-related issues. This is usually seen as the
first step.
⎯ Senior Management review is considered the 2nd step when the conflict
resolution with the employee’s immediate supervisor has failed, and the next
higher level of management takes in.
⎯ Peer review takes place when a small panel of employees and supervisors
which have been trained in dispute resolution. This practice breaks down
barriers between employees and management.
⎯ Use of Facilitator: this is usually a neutral person in the company. This person
is not required to make judgements or take a final decision. It is his role to help
both sides to decide what is the best way to solve the dispute.
⎯ Use of internal Ombuds or Arbitration, are supposed to be more time- and
money-consuming methods of resolving conflicts.
Practices used by employers so that employees of elementary occupations feel
integrated into the structure of the company
In addition to the above-mentioned practices the offering of a comprehensive package
of benefits for the employee, not only makes the companies more competitive in
attracting employees, but also proves to the latter that the company values them
highland cares about their welfare. A great number of benefits may be added to the
basic welfare programme, such as dental care, vision coverage, accident and death
insurance, but also bonus reward schemes for the employees, profit-sharing and other
incentive plans.
Transparency is an effective way to establish a culture of trust among employees.
One practice, BUFFER does is to actually reveal the salaries of all their employees
within the organisation onto a publicly-available spreadsheet explaining the
experience and path that employees had to take to reach their current salary.
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Talking about transparency, PATAGONIA well known for its environmentally friendly
and sustainable values, informs people about their products; follow the origin of the
product through its entire journey, from the designers and the selection they made on
the fabrics, all through to purchasing this product.

B. COMMUNICATION BETWEEN EMPLOYEES AND EMPLOYERS
Frequent 2-way communication is necessary to establish one’s company as one that
respects and value its employees. Communication starts between employers and their
immediate supervisors, and both parts to send clear messages but also be good
listeners. The consistency in the communication will be ensured with the provision of a
meeting Agenda with topics to discuss, especially when more sensitive discussion
topics are included. Meetings between employees and their supervisors are organised
on a number of occasions:
⎯ When a new employee is welcomed in a company and receives his/her
orientation programme.
⎯ When employees meet their supervisors for various matters, professional or
personal, and even employee benefits.
⎯ When employees meet with each other to collaborate and exchange views and
best practices that relate to their specialisation.
⎯ When employees meet their supervisors for
their appraisal forms and assessment, and the
establishment of the goals and objectives for
the next year.
Talking about improved internal
communication, 1Hotels adopted the Beekeeper
communication platform to keep up the flow of
information and communication across all
hotel teams. Such an application offers
transparency in communication and promotes
an inclusive environment.
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Practices of creating strategies to improve communication between employees and
management of elementary occupations.
Building a positive relationship can become a difficult task within a company.
⎯ Starting with the managers themselves: they need to be
aware of all legal and policy issues, and also trained to
trace possible issues and solve conflicts as soon as
possible.
⎯ Treat all employees, without discrimination, and show them
the company cares about their wellbeing and happiness by
listening to them whenever they raise issues.
⎯ Be frank and fair with employees and let the information
flow within the company.
Practices for creation of spaces for debate between employees and entrepreneurs of
elementary occupations
The occasions on which employees can meet to speak and seek solutions on various
matters with their supervisors and managers are a great opportunity to establish,
maintain, amend and improve the relationship between them and their managers.
Especially the meetings for performance appraisal and
feedback systems aim to enable both parties to discuss
any differences in the assessment of the employees’
performance and also to set the foundations of a solid and
positive relationship between them. A new form of
performance system that is fairer and more unbiased is
‘360-degree rating system’. Based on this, an employee
receives feedback on own performance form three (3)
sources: his/her supervisor, his/her peers and his/her
subordinates attributing to the employee all three
dimensions of own employment levels.
Using this form, a more thorough feedback on the employees strong and weak points
will be achieved, seen from all levels of company organisational chart.
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The lack of any such appraisal system, or its non-frequent application leaves the
employees feeling weird and that no one cares about his work. Any such conditions
favour the lack of satisfaction and consistency from the side of employees, as they are
left without guidance, and also may escalate misunderstandings and cause conflicts.
Practices to improve the way you communicate with employees of elementary
occupations
There is a high need to strengthen the bond with one’s workforce.
What companies have done lately, and especially during the
pandemic is to use digital technology to stay close with employees
and inspire them with transparency and trust. A mobile team
communication application, such as SLACK, Microsoft Teams, or
even a viber or a WhatsApp group account can manage to keep the
group on the same track.
Intranet solutions have been very popular the last 20 years or so; it
connects employees and moves organisations into the digital
workplace. Not only it keeps employees connected creating a hub,
and drives communication, but it also facilitates the collaboration.
Along with employee social networks and video chat tools all fall under the category of
internal communication tools. Among the features they provide are file sharing, instant
messaging, user profile building, task distribution.
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C. BEING RECOGNISED FOR THEIR WORK
How employees and employers value one another is a key indicator of business
success. A strong positive relationship delivers better returns. No recognition program
reaches its target unless employees are given voice and choice.
Employers have to agree before putting a program in operation which types of
behaviours will be incentivised and rewarded. No matter the rewards, the praise should
be public since it can be a learning opportunity for the whole team. A tangible reward
is always welcome. The praise should be frequent and should come from, not only by
managers, but also from peers. The fact that peers know better the day-to-day
obstacles and challenges at work, makes their recognition particularly meaningful.
Peer recognition enhances company culture, strengthens connections among
teammates, does promote diversity and inclusion, enhances team morale, and
ultimately it does improve employee engagement and performance, which is then seen
as increase in the profitability.
Research has shown that employees want both the praise and recognition and the
monetary rewards, and they complement each other well.
Pulse surveys, brief interviews, feedback sessions and performance management
software can help gather data and execute analysis in order to adjust recognition
programs if necessary.
Same as in other situations in life, when a person feels recognised, accepted and loved
the oxytocin hormone is released. From the smallest demonstration of gratitude to the
largest award, this makes employees feel good, especially the low-skilled and low-paid
ones.
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A practice General Motors (GM) is using the one of frequent recognition. The company
has launched their platform to an enormous user base across 26 countries. It turned
out that the platform achieved a 97%activation rate, with 7 out of 10 employees being
active in the platform on a monthly basis. A
minimum of 1 recognition is sent to each
employee,

whereas

each

manager

at

the

company send approximately 4 recognitions per
month.
An indirect way of being recognised at work is
also through the corporate identity of the
company;

Corporate

Social

Responsibility

programs are becoming increasingly popular and
define the ‘way a company holds itself socially
accountable – to itself, its stakeholders, and to
the public’. This sense of accountability not only
creates a healthy company culture but also make
employees proud carriers of it.
Practices related to job promotion of the workers of elementary occupations
To encourage job promotion, employees need to be given incentives, need to be given
growth opportunities. Especially so for the workers in Elementary Occupations, that are
in need of upskilling and re-skilling in order to remain in the market. For example, a
project management course would teach workers leadership and soft skills for
supervising a construction site.
Once a company has put in place an evaluation system, they can use these evaluations
as a basis for granting promotions. A concrete record of employee performance gives
exactly what is needed to narrow down such a decision. On the other hand, it serves as
a good evidence to justify the decision to the rest in the company.
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