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Motivation – what’s that? 
 

Definition of Motivation 
Motivation is a psychological process that initiates, guides, and sustains goal-oriented 
behaviors. It involves the forces that drive an individual to take action and persist in the 
face of obstacles (Ryan & Deci, 2000). Motivation can be intrinsic, driven by internal 
rewards like personal satisfaction, or extrinsic, driven by external rewards like money or 
praise. 
 

Biological Basis of Motivation 
o Sleep: Adequate sleep is crucial for cognitive function and emotional 

regulation, which are essential for maintaining motivation. Lack of sleep 
can impair decision-making and reduce the ability to pursue goals (Walker, 
2017). 

o Diet: Proper nutrition provides the energy necessary for physical and 
cognitive activities. Diets rich in essential nutrients support brain health 
and improve focus and motivation (Gomez-Pinilla, 2008). 

o Movement: Regular physical activity enhances mood, reduces anxiety, 
and increases energy levels, all of which contribute to higher motivation 
(Ratey & Hagerman, 2008). 

 
 

Psychological Basis of Motivation 
o Psychological Needs: According to Self-Determination Theory (SDT), 

there are three basic psychological needs: autonomy, competence, and 
relatedness. Fulfilling these needs enhances intrinsic motivation and well-
being (Ryan & Deci, 2000). 

o Goals: Setting clear and attainable goals provides direction and purpose, 
which are key to sustaining motivation. Goals should be specific, 
measurable, achievable, relevant, and time-bound (SMART) (Locke & 
Latham, 2002). 

o Values: Aligning actions with personal values increases motivation by 
providing a sense of meaning and purpose. When individuals feel that their 
efforts are congruent with their core beliefs, they are more likely to remain 
committed and motivated (Schwartz, 1992). 
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Why Motivation Matters 
1. Personal Growth: Motivation is essential for personal development and 

achieving one’s potential. It drives individuals to learn new skills, overcome 
challenges, and reach their goals (Bandura, 1997). 

2. Organizational Success: Motivated employees are more productive, engaged, 
and committed to their work. This leads to better performance, higher job 
satisfaction, and lower turnover rates, which are crucial for organizational 
success (Herzberg et al., 1959). 

3. Mental Health: High levels of motivation are associated with better mental health 
outcomes. Motivated individuals experience lower levels of stress, anxiety, and 
depression (Deci & Ryan, 2000). 

 
Exercise 1 – How not to motivate? 
 

1. How to motivate employees... so that they don't feel like doing anything? – 
generate as many examples as possible 

2. Consider why these actions might have the opposite effect of what is intended. 
3. Which principle does this example illustrate? 

 
Example: Paradox: My boss, to appreciate me, said: "You are really good at this. You wrote the report so 
quickly, so please help Anna with her report; you'll be a mentor for him."  

How might an employee perceive this: "Next time I won't be so fast." What principle could you 
formulate based on this example?  

Principle: A reward should be an expression of appreciation for the quality of work and the effort put in, not 
an additional burden that demotivates. A reward, to be motivating, must be a reward for the rewarded, not 
just for the rewarder. 
 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………….. 
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Motivation and Basic Psychological Needs 
Motivation is a fundamental concept in psychology, encompassing the processes that 
initiate, guide, and sustain goal-directed behaviors. It involves exploring the 
psychological needs that underlie human actions. Two prominent models in this field are 
Ryan and Deci’s Self-Determination Theory (SDT) and Carol Dweck's model on intrinsic 
needs. Motivation is intricately linked to one's goals, beliefs about their ability to achieve 
them, and perceived obstacles they may encounter along the way. Additionally, 
motivation is influenced by organizational culture, peer interactions, and personal 
values and beliefs. It can originate from external or internal sources, with internal 
motivation generally considered more robust and enduring. 

Ryan and Deci's Self-Determination Theory 
Ryan and Deci's Self-Determination Theory (SDT) is a comprehensive framework for 
understanding human motivation. According to SDT, there are three basic psychological 
needs that are essential for fostering motivation and well-being: autonomy, 
competence, and relatedness (Ryan & Deci, 2000). 

1. Autonomy: The need to feel in control of one's own behavior and goals. When 
individuals feel autonomous, they perceive their actions as self-endorsed and 
congruent with their true interests and values. 

2. Competence: The need to feel effective and capable of achieving desired 
outcomes. This involves mastering tasks and learning new skills. 

3. Relatedness: The need to feel connected to others, to love and be loved, and to 
care and be cared for. This encompasses developing meaningful relationships 
and a sense of belonging. 

These needs are universal and innate, playing a crucial role in psychological growth, 
integrity, and well-being. When these needs are satisfied, individuals experience 
enhanced self-motivation and mental health. 

Four Stages of Motivation in SDT 
SDT identifies four stages of motivation, which range from external to internal regulation 
(Ryan & Deci, 2000): 

1. External Regulation: Behavior is driven by external rewards and punishments. 
Motivation is entirely controlled by external factors. 

2. Introjected Regulation: Behavior is driven by internal pressures, such as guilt or 
anxiety. Although internally driven, it is not fully integrated into the self. 

3. Identified Regulation: Behavior is guided by personal goals and values. The 
individual accepts the behavior as personally important. 

4. Integrated Regulation: Behavior is fully integrated with the individual's values 
and needs. It is the most autonomous form of extrinsic motivation, akin to 
intrinsic motivation. 
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Carol Dweck's Model of Basic Needs 
Carol Dweck’s model, introduced in her 2017 article, focuses on three basic 
psychological needs: optimal predictability, competence, and belonging. 

1. Optimal Predictability: The need for a predictable environment where outcomes 
can be anticipated. This need helps individuals to feel secure and reduces 
anxiety. 

2. Competence: Similar to Ryan and Deci’s model, this refers to the need to feel 
effective and capable in one’s activities. 

3. Belonging: The need to feel part of a group, accepted, and valued by others. This 
fosters a sense of community and support. 

Dweck's model aligns with the concepts of SDT but places a particular emphasis on the 
importance of a predictable environment in fostering a growth mindset and resilience 
(Dweck, 2017). 

 
Integrating Basic Needs in Motivation 

Literature on basic psychological needs often highlights four key needs: autonomy, 
competence, relatedness, and belonging (Deci & Ryan, 2000; Dweck, 2017). These 
needs are interrelated and contribute to overall motivation and well-being. 

1. Autonomy: Feeling in control of one’s actions and decisions. 
2. Competence: Feeling effective and capable in one's activities. 
3. Relatedness: Feeling connected to others and forming meaningful relationships. 
4. Belonging: Feeling accepted and valued within a community. 
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Importance of Understanding Basic Needs 
 
Understanding these basic needs is crucial for several reasons: 
 

1. Enhanced Motivation: Satisfying these needs leads to greater intrinsic 
motivation and self-determination, resulting in more sustained and effective 
engagement in activities (Ryan & Deci, 2000). 

2. Improved Mental Health: Meeting these needs is associated with better mental 
health outcomes, including lower levels of anxiety and depression (Deci & Ryan, 
2000). 

3. Better Performance: When individuals feel autonomous, competent, related, 
and that they belong, they are more likely to perform well in various domains, 
including work, school, and sports (Dweck, 2017). 

4. Positive Social Relationships: Satisfying the need for relatedness and belonging 
fosters positive social relationships and a supportive community, which are 
essential for personal and collective well-being (Deci & Ryan, 2000). 

 
Conclusion 
 
Motivation and the satisfaction of basic psychological needs are integral to human 
functioning and well-being. Models by Ryan and Deci, and Dweck, provide valuable 
frameworks for understanding these needs and their impact on motivation. By 
addressing the needs for autonomy, competence, relatedness, and belonging, 
individuals and organizations can foster environments that support motivation, growth, 
and well-being. 
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Exercise 2 – Identify your needs 
This exercise is designed to help you reflect on and identify the basic needs that you aim to fulfill 
in your life, as well as recognize the needs that are currently unmet. The focus will be on four key 
areas: Belonging, Competence, Optimal Predictability and Autonomy. Take your time to think 
about each question and answer as honestly as possible. This self-reflection will provide 
valuable insights into your personal well-being and areas for growth. 
 
When trying to understand ourselves through the lens of psychological needs, two main 
questions are crucial: How am I fulfilling my psychological needs? And which psychological 
needs am I neglecting in my life? 

Belonging Competence 
Do you feel accepted and valued by the people 
around you? Why or why not? 
How often do you feel a sense of belonging in your 
social circles (family, friends, work)? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Do you feel confident in your abilities and skills in 
your personal and professional life? 
What accomplishments are you most proud of? 
How do they make you feel competent? 
Are there areas where you feel inadequate or 
lacking in skills? What are they? 

Optimal Predictability Autonomy 
Are there aspects of your life that feel chaotic or 
unpredictable? What are they? 
How do you cope with uncertainty or unexpected 
changes in your life? 
What can you do to increase your understanding 
and predictability in your environment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Do you feel in control of the decisions that affect 
your life? Why or why not? 
Are there situations where you feel your autonomy 
is restricted? What are they? 
How do you express your independence and 
personal choice in your daily activities? 
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Exercise 3 – Resources 
 
Please list the achievements and successes you have had in your research projects.  
Then, describe the skills you utilized to achieve these successes. 

Achievements / Successes Skills (Resources) 
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Goals: Definition and Importance  
Goals are specific, measurable, attainable, relevant, and time-bound (SMART) 
objectives that guide individuals and organizations toward desired outcomes. Setting 
clear and well-defined goals is crucial as it provides direction, enhances focus, and 
motivates individuals to achieve their desired results. Goals serve as a roadmap, helping 
to prioritize tasks and allocate resources efficiently (Locke & Latham, 2002). 

Why Goals Matter 
1. Enhanced Performance: Goals improve performance by providing clear 

benchmarks against which progress can be measured. They help individuals stay 
focused and committed to their objectives (Locke & Latham, 2002). 

2. Increased Motivation: Clear goals foster motivation by giving individuals a sense 
of purpose and direction. Achieving set goals can lead to a sense of 
accomplishment and boost self-efficacy (Bandura, 1997). 

3. Better Resource Allocation: Well-defined goals help in prioritizing tasks and 
managing resources effectively, ensuring that efforts are directed towards the 
most critical areas (Doran, 1981). 

4. Feedback and Adjustment: Goals provide a basis for feedback, allowing 
individuals to assess their progress and make necessary adjustments to stay on 
track (Hattie & Timperley, 2007). 
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GoalFinder Method 
The GoalFinder method is a coaching tool designed to help employees define their goals 
by addressing the challenges they face and understanding their needs. This method 
facilitates alignment with the goals set by the employer, fostering a sense of 
identification and integration. GoalFinder comprises three key stages: identifying 
challenges, identifying needs, and defining goals. 
Stages of GoalFinder 

1. Identify Challenges 
o Engage in a conversation with the coachee about the challenges they 

encounter. 
o Ask specific questions regarding who expects what from them. 
o Document these challenges in a table, listing them in the left column. 

2. Identify Needs 
o Discuss with the coachee what is important to them, what they feel they 

lack, and what they aim to achieve. 
o Write these needs in the right column of the table. 

3. Define Goals 
o Integrate the identified challenges and needs by asking the coachee what 

achieving each challenge will provide them. 
o Determine which needs can be linked to specific challenges and what 

actions are necessary to align all challenges with their needs. 
o Record these goals in the middle column of the table. 

 
Sample Questions for Each Stage 

• Identify Challenges: "Who and what expects from you?" 
• Identify Needs: "What is important to you? What do you lack? What do you want 

to achieve?" 
• Define Goals: "What will achieving each challenge give you? Which needs can be 

connected with specific challenges? What can you do to connect all challenges 
with needs?" 
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Exercise 4 – GoalFinder 
 

1. Identify Challenges - 
Think about your 
challenges. Who and 
what is expected of you. 

 
3. Define Goals - Combine the challenges 
with the needs. What achieving each 
challenge will give you? Which needs can 
be connected with specific challenges? 
What can you do to connect all challenges 
with needs? 

2. Identify Needs - Think 
about your needs. What 
is important to you, what 
you lack, what you want 
to achieve. 
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SMART Method of Goal Setting 
The SMART method is a widely used tool for setting clear and achievable goals. It ensures 
that goals are well-defined and realistic. 

• Specific: Goals should be clear and answer the questions: Who, What, Where, 
When, Why. 

• Measurable: Goals should include criteria to measure progress and achievement. 
• Achievable: Goals should be realistic and attainable, considering available 

resources and constraints. 
• Relevant: Goals should align with other relevant objectives and be worthwhile. 
• Time-bound: Goals should have a deadline or a defined timeframe to create 

urgency (Effron, 2018). 
Importance of SMART Goals 

• Goals improve performance. 
• Bigger goals lead to greater achievements. 
• Fewer, prioritized goals enhance focus and results. 
• Most leaders underperform in goal setting due to having too many small, 

unprioritized goals (Effron, 2018). 

SLIM Technique 
An alternative to SMART is the SLIM technique, focusing on: 

• Specific 
• Learning-Oriented 
• Impactful 
• Measurable 

 
Differences and Application While SMART goals are great for defining the specifics of 
what needs to be achieved, SLIM goals go a step further by ensuring that the goals align 
deeply with what is important to the individual. This alignment with personal values can 
keep motivation high and help manage larger projects effectively. 
When to Use Each Technique 

• SMART Goals: Use SMART for initial goal setting to ensure clarity and feasibility. 
This method is suitable for all types of goals and is particularly effective in 
professional and academic settings where specific outcomes and deadlines are 
crucial. 

• SLIM Goals: Transition to SLIM when the initial SMART goals are set or use SLIM 
independently for larger projects and long-term aspirations. SLIM is beneficial 
when personal motivation and the impact of the goals are critical. This technique 
requires thoughtful consideration of personal values and what is genuinely 
important to the individual, making it ideal for personal development and 
transformative projects. 
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By combining both SMART and SLIM techniques, one can start with a clear, actionable 
plan and then delve deeper into ensuring those goals are meaningful and motivating, 
thus balancing practicality with personal significance. 
 
Exercise 5 – SMART and SLIM 

1. Based on your goals from previous exercises, as well as your personal and 
professional projects, generate as many SMART goals as possible, starting with 
the most obvious ones. 

2. Next, review these goals (you can also refer back to your GoalFinder exercise) and 
select the ones that best align with the SLIM model. Aim to narrow your focus to 1 
to 3 major goals. 
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Hygiene and Motivation Factors: Herzberg's Two-Factor 
Theory of Motivation 
 
Introduction Herzberg's Two-Factor Theory, also known as the Motivation-Hygiene 
Theory, was developed by Frederick Herzberg in 1957. This theory identifies two distinct 
types of factors that influence job satisfaction and motivation: hygiene factors and 
motivation factors. Understanding these factors can help managers create a work 
environment that promotes employee satisfaction and productivity. 
 
 
Creation of the Two-Factor Theory Herzberg developed his theory based on a study that 
involved interviews with 203 accountants and engineers. During these interviews, 
participants were asked to describe situations where they felt exceptionally good or bad 
about their jobs. Herzberg analyzed these responses to identify patterns in job 
satisfaction and dissatisfaction. The result was the identification of two sets of factors 
that influence employee motivation and satisfaction in different ways (Herzberg, 
Mausner, & Snyderman, 1959). 
 

Hygiene Factors  
Hygiene factors, also referred to as extrinsic factors, are related to the job environment 
rather than the job itself. These factors do not necessarily motivate employees, but their 
absence can lead to dissatisfaction. Examples of hygiene factors include: 

• Company Policies: Clarity and fairness of company policies. 
• Supervision: Quality of supervision and relationships with supervisors. 
• Working Conditions: Physical work environment and conditions. 
• Salary: Pay and benefits. 
• Interpersonal Relationships: Relationships with colleagues and subordinates. 
• Job Security: Stability and security of employment. 

Hygiene factors are considered preventive measures. If they are inadequate or missing, 
they can cause dissatisfaction, but improving these factors alone does not lead to long-
term motivation (Herzberg et al., 1959). 
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Motivation Factors  
Motivation factors, also known as intrinsic factors, are related to the job content itself 
and have the potential to provide job satisfaction and motivate employees to perform 
better. These factors include: 

• Achievement: Recognition of accomplishments and success. 
• Recognition: Acknowledgment and appreciation of one’s work. 
• Work Itself: The nature of the job and the tasks involved. 
• Responsibility: The level of responsibility given to the employee. 
• Advancement: Opportunities for career progression and growth. 
• Personal Growth: Opportunities for personal development and learning. 

Motivation factors lead to higher levels of job satisfaction and motivation when present. 
They are essential for fostering an environment where employees feel fulfilled and 
motivated to excel (Herzberg et al., 1959). 
Identifying Hygiene and Motivation Factors To identify hygiene and motivation factors 
within an organization, one can conduct employee surveys, interviews, and feedback 
sessions. By asking employees to describe aspects of their job that they find satisfying or 
dissatisfying, managers can categorize these responses into hygiene and motivation 
factors. Regularly assessing these factors helps in understanding the current state of 
employee satisfaction and areas that need improvement (Robbins & Judge, 2017). 
 
Importance of Herzberg’s Two-Factor Theory Understanding and applying Herzberg’s 
Two-Factor Theory is important for several reasons: 

1. Improving Job Satisfaction: By addressing hygiene factors, organizations can 
prevent job dissatisfaction, which is crucial for maintaining a stable and content 
workforce. 

2. Enhancing Motivation: Introducing and enhancing motivation factors can lead to 
higher levels of job satisfaction, encouraging employees to perform at their best. 

3. Employee Retention: Satisfied and motivated employees are more likely to stay 
with the organization, reducing turnover rates. 

4. Productivity and Performance: A motivated workforce is generally more 
productive and committed to achieving organizational goals. 

5. Holistic Approach: The theory provides a comprehensive framework for 
understanding both the extrinsic and intrinsic aspects of job satisfaction and 
motivation (Robbins & Judge, 2017; Herzberg et al., 1959). 

Conclusion Herzberg's Two-Factor Theory provides valuable insights into the factors 
that influence job satisfaction and motivation. By understanding and addressing both 
hygiene and motivation factors, managers can create a work environment that not only 
prevents dissatisfaction but also promotes motivation and high performance. 
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Exercise 6 – Hygene and Motivators 
This exercise is designed to help you identify the hygiene (extrinsic) and motivator (intrinsic) 
factors in your work environment. Understanding these factors can provide insights into what 
might be causing job dissatisfaction and what can enhance job satisfaction and motivation. Be 
as detailed and honest as possible. This will help you gain a clearer understanding of what 
influences your job satisfaction and motivation. 

Hygiene Factors Motivator Factors 
Are the company policies clear and fair? How do 
they impact your satisfaction? 
 
 
 
 

Are your accomplishments and successes 
recognized and celebrated? How does this make 
you feel? 
 

How would you describe the quality of supervision 
and your relationship with your supervisor? 
 
 
 
 

Do you receive acknowledgment and appreciation 
for your work? How often does this occur? 
 

What is your physical work environment like? Are 
there any conditions that negatively affect your job 
satisfaction? 
 
 
 
 

Do you find the nature of your job and the tasks 
involved engaging and fulfilling? What aspects of 
your job do you enjoy the most? 
 

Do you feel your pay and benefits are fair and 
competitive? How does this impact your overall 
job satisfaction? 
 
 
 
 
 

Do you have a significant level of responsibility in 
your role? How does this responsibility impact 
your motivation? 
 

How are your relationships with colleagues and 
subordinates? Are there any conflicts or issues? 
 
 
 
 

Are there opportunities for career progression and 
growth? How important are these opportunities to 
you? 
 

Do you feel stable and secure in your job? How 
does job security (or lack thereof) affect your 
attitude towards work? 
 
 
 
 

Other factors? What drives you? What is important 
for the way you feel motivated at work? 

Other factors? What aspects of work are making 
you satisfied? Without which aspects you would 
feel really annoyed? What annoys you (in your 
work)? 
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Constructive Feedback: Importance, Impact, and 
Techniques 
Constructive feedback is essential for personal and professional growth. Unlike negative 
criticism, which only highlights what someone did wrong, constructive feedback offers a 
balanced critique by acknowledging both positive and negative aspects of performance 
and suggesting actionable steps for improvement (Ovando, 1994; Carless & Boud, 2018). 
This type of feedback is specific, encouraging, and designed to support development, 
making it a powerful tool in enhancing overall performance. 
Importance and Impact of Constructive Feedback 
Constructive feedback plays a crucial role in supporting growth, boosting morale, and 
improving performance. By helping individuals understand their strengths and areas for 
improvement, feedback fosters a culture of continuous learning and development. 
Kluger and DeNisi (1996) highlight that effective feedback interventions can significantly 
enhance performance by clarifying expectations and providing guidance on how to meet 
them. Additionally, feedback that is timely and relevant can boost employee morale, 
making them feel valued and appreciated, which in turn enhances their motivation and 
engagement (Shute, 2008). 
Effective feedback also improves organizational performance. When employees 
understand how they can better their roles, it leads to higher productivity and efficiency, 
benefiting the entire organization (Hattie & Timperley, 2007). For feedback to be effective, 
it must be delivered in a structured manner, ensuring it is specific, objective, and focused 
on behaviors rather than personal attributes. 

Constructing Effective Constructive Feedback 
To construct effective feedback, it is essential to ensure that it is: 

1. Relevant and Timely: Feedback should be given as close to the event as possible 
to ensure it is fresh and actionable (Ovando, 1994; Hattie & Timperley, 2007). 

2. Objective and Specific: Feedback should focus on specific behaviors and 
actions rather than personal traits, using "I" language to avoid sounding 
accusatory (Carless & Boud, 2018). 

3. Confidential and Respectful: Feedback should be given in a private setting to 
respect the recipient's dignity and encourage open dialogue (Shute, 2008). 
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Techniques for Giving Constructive Feedback 
Several techniques can be employed to provide constructive feedback effectively. Here 
are a few notable methods: 

1. The SBI Model (Situation-Behavior-Impact): 
o Description: This model focuses on specific situations and behaviors, and 

their impact. It helps in delivering clear and objective feedback. 
o Components: 

§ Situation: Describe the specific situation where the behavior 
occurred. 

§ Behavior: Explain the observed behavior in objective terms. 
§ Impact: Discuss the impact of the behavior on the team, project, or 

organization. 
o Example: "In yesterday’s meeting (Situation), you interrupted colleagues 

several times (Behavior), which disrupted the flow of the discussion and 
made it hard to follow (Impact)" (Center for Creative Leadership, 2020). 

2. The STAR Model (Situation-Task-Action-Result): 
o Description: Provides a structured way to give feedback by focusing on 

specific actions and outcomes. 
o Components: 

§ Situation: Set the context for the feedback. 
§ Task: Explain the task that was to be accomplished. 
§ Action: Describe the action taken by the individual. 
§ Result: Discuss the result of the action. 

o Example: "During the client presentation (Situation), your task was to 
explain the project timeline (Task). You provided a clear and concise 
overview (Action), which impressed the client and secured their approval 
(Result)" (Armstrong, 2019). 

3. The DESC Method (Describe-Express-Specify-Consequences): 
o Description: A communication tool used to provide assertive feedback. 
o Components: 

§ Describe: Describe the behavior or situation objectively. 
§ Express: Express how the behavior affects you or others. 
§ Specify: Specify what you would like to happen. 
§ Consequences: Outline the positive consequences of changing 

the behavior or the negative consequences if it doesn’t change. 
o Example: "When you submit reports late (Describe), it causes delays in 

our project timeline (Express). I would appreciate it if you could submit 
them by the agreed deadlines (Specify). This will help us stay on track and 
meet our goals (Consequences)" (Mills, 2017). 
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4. The 360-Degree Feedback: 
o Description: Collects input from multiple sources, including peers, 

subordinates, and supervisors, to provide a comprehensive view of 
performance. 

o Benefits: 
§ Comprehensive View: Provides a holistic view of an employee's 

performance. 
§ Personal Growth: Encourages personal and professional 

development by highlighting strengths and areas for improvement. 
o Implementation: 

§ Anonymous Surveys: Use anonymous surveys to gather feedback. 
§ Data Analysis: Compile and analyze the data to identify common 

themes. 
§ Development Plan: Discuss findings with the individual to create a 

development plan (Bracken, Timmreck, & Church, 2001). 
5. The Feedforward Technique: 

o Description: Focuses on future performance instead of past behavior, 
encouraging positive change and development. 

o Benefits: 
§ Positive Change: Encourages proactive improvements. 
§ Reduces Defensiveness: Promotes constructive dialogue without 

focusing on past mistakes. 
o Example: "For your next presentation, try to engage the audience with 

more interactive elements and real-life examples" (Goldsmith, 2002). 
 
 
 
 
Conclusion 
Constructive feedback is crucial for fostering personal and professional growth. By 
implementing structured feedback methods like the SBI Model, STAR Model, DESC 
Method, 360-Degree Feedback, and Feedforward Technique, organizations can 
significantly enhance the effectiveness of their feedback processes. This not only 
supports individual development but also contributes to overall organizational success. 
 
 
 
 



21 
 

Pantalon Method of Quick Motivation 
The Pantalon method of quick motivation, developed by Dr. Michael V. Pantalon, is 
designed to rapidly enhance motivation and facilitate positive behavioral changes. This 
method is grounded in principles of motivational interviewing and has been effectively 
utilized in various settings, including healthcare, counseling, and personal development. 
Creation of the Pantalon Method 
Dr. Michael V. Pantalon, a clinical psychologist and motivational expert, created this 
method based on his extensive research and practice in motivational interviewing. The 
Pantalon method emphasizes the importance of quick, practical interventions that can 
be easily implemented to inspire immediate motivation. His approach is particularly 
useful in time-constrained environments where traditional, longer-term motivational 
techniques may not be feasible (Pantalon, 2011). 
Instructions for the Six Questions 
The Pantalon method involves asking six strategic questions designed to evoke intrinsic 
motivation and prompt action. Here are the six questions and the rationale behind each 
one: 

1. "Why might you want to make this change?" 
o Purpose: This question aims to elicit the individual's own reasons for 

change, tapping into their intrinsic motivation. It helps the person 
articulate personal benefits and values associated with the change. 

o Example: "Why might you want to start exercising regularly?" 
2. "On a scale from 1 to 10, how ready are you to make this change, where 1 means 

not ready at all and 10 means completely ready?" 
o Purpose: This question assesses the individual's readiness to change. It 

provides a quantifiable measure of their motivation level. 
o Example: "On a scale from 1 to 10, how ready are you to reduce your stress 

levels?" 
3. "Why didn’t you choose a lower number?" 

o Purpose: This question encourages the individual to consider the positive 
aspects and existing motivation they have, even if it’s not at the highest 
level. It helps to build confidence by focusing on existing readiness. 

o Example: "You said you're at a 5 for starting a new diet. Why didn’t you 
choose a 3?" 

4. "Imagine you have made the change. What would the positive outcomes be?" 
o Purpose: This visualization technique helps the individual see the 

potential benefits of making the change, reinforcing their desire and 
providing a clearer picture of the positive impact. 

o Example: "If you start meditating daily, what positive changes do you think 
you would notice in your life?" 

5. "Why are those outcomes important to you?" 
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o Purpose: This question digs deeper into the individual’s values and why 
the anticipated outcomes matter to them personally. It strengthens their 
emotional connection to the desired change. 

o Example: "Why is it important for you to feel less anxious?" 
6. "What’s the next step, if any, that you are willing to take?" 

o Purpose: This question moves the individual from contemplation to action 
by encouraging them to commit to a specific, manageable next step. It 
emphasizes action-oriented thinking. 

o Example: "What’s the next step you are willing to take towards improving 
your diet?" 

 
Importance of the Pantalon Method 
The Pantalon method is important because it offers a structured yet flexible approach to 
quickly enhance motivation. It is particularly effective in situations where time is limited, 
such as brief counseling sessions or initial consultations. By focusing on intrinsic 
motivation, this method helps individuals find their own reasons for change, making the 
motivation more sustainable and personally meaningful. Additionally, the simplicity and 
directness of the six questions make this method easy to implement in various contexts, 
contributing to its widespread applicability and success (Pantalon, 2011). 
 
Conclusion 
The Pantalon method of quick motivation is a valuable tool for facilitating immediate and 
impactful motivational shifts. By strategically using six well-crafted questions, this 
method helps individuals connect with their intrinsic motivations and take actionable 
steps toward positive change. Its practical application and effectiveness in various 
settings make it a useful approach for anyone looking to enhance motivation quickly. 
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Exercise 8 – Pentalon method 
 
Consider something important to you happening in the next week or month. Identify the 
event that feels most crucial or causes you the most anxiety. Then, reflect on the 
following questions and write down your responses. 
 
Change / Goal: ………………………………………………………………………………. 
 

1. "Why might you want to make this change? / Achieve this goal?" 
 
 
 
 

2. "On a scale from 1 to 10, how ready are you to make this change/goal, where 1 
means not ready at all and 10 means completely ready?" 

 
 
 
 

3. "Why didn’t you choose a lower number?" 
 
 
 
 

4. "Imagine you have made the change. What would the positive outcomes be?" 
 
 
 
 

5. "Why are those outcomes important to you?" 
 
 
 
 

6. "What’s the next step, if any, that you are willing to take?" 
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WOOP Method 
WOOP (Wish, Outcome, Obstacle, Plan) is a scientifically validated method developed 
by Dr. Gabriele Oettingen (2014) for achieving personal and professional objectives. 
Unlike traditional goal-setting techniques, WOOP focuses on how to follow through and 
achieve set goals by combining mental contrasting and implementation intentions. This 
method helps individuals visualize both the desired future and the obstacles that might 
hinder progress, enabling them to plan specific actions to overcome these obstacles. 
Components of WOOP 

1. Wish: Define a meaningful, challenging, and feasible goal. 
o Example: "I want to improve my public speaking skills." 

2. Outcome: Visualize the best possible result of achieving your wish. 
o Example: "I will feel more confident and engage my audience effectively." 

3. Obstacle: Identify internal obstacles that could hinder your progress. 
o Example: "I get nervous and forget my points." 

4. Plan: Formulate a plan to overcome these obstacles using "if-then" statements. 
o Example: "If I start to feel nervous, then I will take deep breaths and remind 

myself of my key points." 
Research Findings 
A study by Oettingen (2014) demonstrated the effectiveness of the WOOP method. In a 
two-year intervention with overweight students, participants were divided into three 
groups: 

• Group A: Visualized themselves as fit and healthy. 
• Group B: Received no additional intervention (control group). 
• Group C: Used mental contrasting, visualizing obstacles and planning how to 

overcome them. 
 

Key findings indicated that Group C showed significant improvements in weight 
management and health behaviors, as they proactively addressed potential obstacles 
and devised strategies to overcome them. This group exhibited better adherence to diet 
and exercise plans, reduced stress, and increased overall well-being compared to the 
other groups (Oettingen, 2014). 
 
Conclusion 
Understanding and utilizing effective goal-setting techniques such as GoalFinder, 
SMART, SLIM, and WOOP can significantly enhance motivation and performance. By 
identifying and integrating challenges and needs, and implementing structured goal-
setting methods, individuals and organizations can achieve greater success and well-
being. 
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Exercise 9 – WOOP 
 

1. Select a Significant Goal: Choose one important goal for yourself. This 
could be from a previous exercise such as the Pantalon or SLIM method, 
or any other significant goal you have. 

Significant goal: 
 
……………………………………………………………………………………………………………….. 

2. Visualize Success: Imagine the best possible outcome of achieving your 
goal. Consider jotting down key words that capture this visualization for 
your reference. 

 
……………………………………………………………………………………………………………….. 

3. Identify Obstacles: Determine internal obstacles that could impede your 
progress towards this goal. List these obstacles in the left column of your 
notes. 

4. Create a Plan: Develop a strategy to overcome these obstacles using "if-
then" planning. Write these plans in the right column of your notes. 

 
Obstacle Plan – if - then 
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