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2. Productivity 
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3. Entrepreneurship 
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4. Superiority 
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5. Uncertainty 
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6. Retention 
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7. Adaptive 
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8. Bureaucracy 
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9. Encoding 
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10. Refreezing 
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1) Use differential rewarding. Many managers try to treat all subordinates alike. Although this 

sounds noble, it tends to encourage mediocrity. When rewards are commensurate with 

performance, however, subordinates receive a quite different rnessage.  

2) Herzberg reasoned that motivator factors had the potential to motivate workers to higher levels 

of perfonnance because they provided opportunities for personal satisfaction. While the absence 

of these factors would not make employees unhappy, it would leave them feeling somewhat 

neutral toward their jobs.  

3) With a clear understanding of explicit goals or objectives, managers and employees can work 

together to achieve specific outcomes. Research on employee goals for performing a task 

suggests that several particular attributes of goals are especially important for improving 

performance: goal specificity, goal difficulty, and goal acceptance.  

4) Most researchers agree that knowledge of appraisal results can enhance employee performance 

and that the best forum for providing such information is the feedback interview. Although the 

goal of such a session is to establish a give-and-take atmosphere that will encourage corrective 

changes. The more frequent outcome is emotional tension and defensiveness.  

5) A common assumption is that leadership is a characteristic that some have and others do not, 

and that leaders are born, not made. An examination of successful leaders, however, indicates that 

they often have apparently little in common.  

 


