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LEADERSHIP AND MANAGEMENT 

FRONTLINE SUPERVISOR ADMINISTRATION
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A D M IN IS T R AT IO N

• What do you feel are “Administrative” duties 
performed by a sergeant or front-line supervisor?

• Evaluations

• Officer Complaints/Discipline

• Various Forms & Paperwork

• Case Track & Report Approval
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EVALUATIONS

•Why do we do them?

• A measure of efficacy & self awareness

• Highlights  strengths & weaknesses

• Can be used to set goals, both self and supervisor 
initiated

• Creates dialogue between a supervisor and employees

• Helps to create a better understanding of what a 
supervisor expects and an employee’s abilities
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• Gathering & Recording Performance Data

• HOW OFTEN DO YOU RECEIVE 
EVALUATIONS?

• The method of recording data is up to you

• It must be done routinely and for ALL 
employees

• Examples

• Files

• Notebook

• Computer Files

• Self  Generated Forms

4

EVALUATIONS

• Common Rating Errors

• Leniency 

• Leniency is the most common rating error.

• It is the tendency to give higher marks, generally 
because he/she is looking to gain popularity with 
his/her employees.

• It is also a way to avoid confrontation or avoid 
justifying a lower mark. This may be due to laziness or 
fear of the possible loss of respect.

• In actuality, the loss of respect will come from other 
employees that have truly earned similar marks. 

• Eventually, leniency ratings make the evaluation 
system ineffective. 
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EVALUATIONS

• Personal Bias
• “Raters often tend to rate higher than is justified 

those persons they know well and like as well as 
those who subscribe to the same platform as the 
supervisor” (Iannone,  Bernstein, pp. 250).

• As with all rating errors, personal bias will 
invalidate the integrity of the evaluation system.

• A supervisor must ask him/herself if the rating 
they are giving is truly based on performance, or 
the fact that the employee is very similar in 
attitude and philosophy. Is the mark due to 
friendship or performance?

• Example – A sergeant that served as a motorcycle 
officer giving higher ratings than deserved to a 
motorcycle patrol officer. 
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EVALUATIONS

• Central Tendency

• As it sounds, most scores will hover around the 
middle of the scale.

• This is usually done to avoid explaining very low or 
high scores.

• Extraordinary employees suffer with lower ratings 
while sub-level employees are not helped with an 
honest and authentic score.

• The error of central tendency also occurs with 
supervisors that fail to gather specific and objective 
information about their subordinates. 
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EVALUATIONS

• Halo (and Horn) Effect

• “The tendency of raters to rate in terms of a very 
general impression rather than on the basis of specific 
traits is commonly referred to as the halo tendency” 
(Iannone & Bernstein, pp. 251).

• The supervisor may tend to remember a specific 
good (or bad) job the officer did, and then uses that 
example as a template for every rating category.

• Example – A sergeant gives undeserved poor scores 
to a patrol officer because he was involved in two 
cruiser accidents. Should an officer get poor marks in 
report writing if he/she had two cruiser accidents?
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EVALUATIONS

Related Traits

• This error occurs when a supervisor feels that if an 
officer is good in one area, he/she must also be good 
in a similar area. 

• Each rating category must be weighed individually.
• It is imperative that the supervisor gather data 

throughout the evaluation cycle on each rating 
category. 

• Example – A supervisor notes that an officer writes 
very good reports. They are on time, the grammar is 
good and all contain the pertinent data. The sergeant 
then assumes that the officer does a good job with 
his/her investigations. This may not be the case. The 
officer may do very well with initial reports, but fails 
to follow up and adequately investigate the case. 
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EVALUATIONS

• Overweighting or Rencency

• This error occurs when a supervisor allows an incident (good or bad), which occurs near the 
end of an evaluation cycle, to influence how he/she scores the officer on their evaluation.

• This error is closely related to the Halo/Horns Effect.

• The difference is that the good or bad incident(s) occurs near the end of the evaluation cycle.

• This error can be easily avoided by gathering data THROUGHOUT the evaluation cycle.
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EVALUATIONS

• Subjectivity

• “The error of personal bias is often confused with the error of subjectivity, but close 
examination of the two will reveal subtle differences. 

• The error of subjectivity occurs when the rater is unduly influenced by one or two 
characteristics that have special appeal to him/her. 

• Example – The vocal or sometimes abrasive officer may be scored lower than he/she deserves 
in certain rating areas because the supervisor does not like certain characteristics of his/her 
attitude.
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EVALUATIONS

• Setting Goals

• Evaluations should be a platform for identifying & developing 
goals

• The goals should be a mix of where the officer wants to go and 
where you want them to go

• Don’t just set goals and walk away… .

• Establish steps

• Help where you can

• Follow up and feedback

Make sure the goals are attainable .  Be realistic and don’t set 
them up for failure.

Be flexible with goals – things change

12
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BREAKOUT 
TEAM

• As part of your department evaluation process, 
employees are required to provide feedback 
regarding their thoughts on their performance over 
the prior six months and professional goals for the 
next six months.

• While reviewing your evaluation for one particular 
employee, she indicates in her feedback section that 
the department evaluation process is hollow.  She 
advises that the organization has not followed 
through on any goals that have been established for 
her over the last two years.
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BREAKOUT 
TEAM

• Is there a problem with your department’s 
evaluation process?

• How can you as a supervisor address the issue of 

goals and objectives for this particular officer?

• What action should you take to remedy any 
shortfalls in the evaluation process? 
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CASE TRACK

15

REPORT TRACKING

• Why should a supervisor track, or, stay on top of his or her 
employee’s reports?

• It keeps the system flowing

• Officers may let reports sit and go unattended. They should 
either be worked or closed…more on that later.

• It ensures that the officers are working their cases, and more 
importantly, that their efforts are being documented. 
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REPORT 
TRACKING

• Ensures that the officers are documenting in a 
professional and grammatically correct manner. 

• CORRECTING REPORTS – HOW DO YOU DO IT?

• Reports are a good way to get to know the officer and 
their investigative style.

• Provides information for evaluations 
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REPORT TRACKING

All supervisors must have a system in 
place where they track their officers’ 

reports. 

Your in-house Record Management 
System may have have the ability to 

track reports electronically.

If that is not possible, you should 
develop a system of report approval 

or checking.

18
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REPORT 
TRACKING

• On a personal note, “reports” is an area where many 
officers have problems. I have seen officers get into 
some serious trouble over something they do daily. 

• It is difficult for some to keep track of their 
investigations

• Much of it can be prevented by catching issues early.

19

CASE 
TRACK

• QUESTIONS?

20

LOLLIPOP MOMENTS

21

EMPLOYEE 
RETENTION • Holding on to your most valuable resource - people

22

RETAINING 
EMPLOYEES

• Which do you think is easier

• Employee hiring?

• OR

• Employee retention? 

• Answer - RETENTION

23

RETAINING 
EMPLOYEES

• Which is cheaper?

• Retention?

• Testing?

• Recruiting?

• Training?

• You get the picture

24
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RETAINING 
EMPLOYEES

• When does retention start?

• Date of hire

• Academy 

• FTO Period

• Probationary Period

25

RETAINING 
EMPLOYEES

• Academy Period

• Does your department kind of leave the cadet on their 
own – occasionally checking in during the process?

• What negative factors “may” occur?

• Feeling unsupported 

• Feeling as if the department does not care about 
progress or efforts

26

RETAINING EMPLOYEES

During the academy, 
consider a personal 
contact, or mentor.

1
This person should be 
outside of the FTO 
program (FTO’s need to 
be disconnected and 
objective)

2
Keep in contact with the 
cadet and their families 
and offer support.

3

27

EMPLOYEE 
RETENTION

• By supporting the officer during the academy, you 
reinforce his/her relationship with your agency.

• This builds loyalty and a sense of family

• If you invest in the employee (not monetary), then 
the employee will invest in the agency.
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EMPLOYEE 
RETENTION

• The FTO period

• The new employee needs to know that their priority is 
to learn and apply

• However, they should still be considered part of the 
team and encouraged regularly (by sup’s)

• Be mindful of negative personal feelings between the 
FTO and trainee

29

EMPLOYEE 
RETENTION

As a frontline supervisor, 
work to remove an 
employee’s incentive to leave.

Of course, only what is within 
your means – you can’t 
control pay, benefits, political 
issues from above, etc. 

30
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EMPLOYEE 
RETENTION

• Why do employees leave?

• A COPS Office study found retention problems were 
especially acute in small agencies, where only 21% of 
sworn officers lasted 15 years or longer.

• Pay & Benefits

• Opportunities with larger agencies

• Disgruntled (problems in PD)

• Working conditions

• My Litchfield Story

31

EMPLOYEE 
RETENTION

• So what makes an employee invest in its employer?

– By investment, I mean remaining loyal

32

EMPLOYEE 
RETENTION

What can you do at your level?

33

TEAM BUILDINGCreating and leading 
teams

34

TEAM BUILDING

35

TEAM BUILDING

Team vs. Groups Stages of Team 
Growth

Defining a 
Successful Team

Team 
Leadership

36
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TEAM 
BUILDING

• What is a TEAM?

• Basically, it’s a group of people linked in a common 
purpose who share ideas and help one another.

v What is a GROUP?

• It is a gather of people that may or may not have a 
common purpose, but are either disorganized or are 
told what to do and perform work without 
collaboration.  

37

TEAM BUILDING

They meet their goals through

Focusing on their strengths & weaknesses Improvement by using others’ skillsets 

Teams normally have members with complementary skills

38

TEAM BUILDING

GROUPS TEAMS

M embers work independently and often are not working towards the 
same goal

M embers work interdependently and work towards both personal 
and team  goals. 

M embers focus mostly on themselves because they are not involved 
in the planning of their group’s objectives and goals.

M embers feel a sense of ownership towards their role in the group 
because they helped to create their goals.

M embers are given tasks or told what their duty is and suggestions 
are rarely welcom ed

M embers collaborate together and use their talent and experience 
to meet goals.
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TEAM BUILDING

GROUPS TEAMS

Members are very cautious about what they say and are afraid 
to ask questions

Members base their success on trust and encourage all 
members to express their opinions, varying views, and 
questions. 

Members do not trust each other’s motives because they do not 
fully understand the role each member plays in their group.

Members make a conscious effort to be honest, respectful and 
listen to every person’s point of view.

Members may have a lot to contribute but are held back 
because of a closed relationship with each member

Members are encouraged to offer their skills and knowledge to 
contribute to success

40

TEAM 
BUI LDING

41

TEAM 
BUILDING

• Stages of Team Building

1. Forming

2. Storming

3. Norming

4. Performing

42
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TEAM 
BUILDING

• 1. Forming

• Acceptable group behavior is explored and established

• Each will seek their position within the group and may 
test the leader’s guidance

• Do not expect much team progress at this stage

43

TEAM 
BUILDING

• 2. Storming

• This may be the most difficult phase for the group

• Members may become impatient over lack of progress

• There may be disagreements and even arguments 

• Much of their energy is focused on each other…not on 
the objective

44

TEAM 
BUILDING

• 3. Norming

• Acceptance of the teams begins and they begin to 
reconcile differences

• Conflict is reduced and relationships become more 
cooperative

• The team is able to concentrate more on their work

• This is where progress truly begins 

45

TEAM BUILDING

• 4. Performing

• Team members have discovered and accepted each 
other’s strengths and weaknesses and have learned what 
their roles are

• Members are open and trusting

• Many good ideas are produced because they are not 
afraid to offer ideas and suggestions

• Much is accomplished and team satisfaction and 
loyalty is high

46

TEAM BUILDING

• Characteristics of Effective Teams

– The team must have a clear goal 
• Set by the Leader

– The team must have a results-driven structure
• Set by the Leader

– The team must have competent members

• Set by Leader (remember training?)
– The team must have unified commitment

• Set by Leader (unified front)

47

TEAM BUILDING

• Characteristics of Effective Teams (continued)

• The team must have a collaborative climate

• Encourage honest & open behavior

• The team must have reasonable standards understood by all

• They must know what is expected – individually & 
collectively

• The team must receive external support and encouragement

• Praise works well here. Make sure the whole department is 
on board

• The team must have principled leadership

• Strong and effective leadership is a necessity

48
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TEAM BUILDING

• Understand that there will never be a “perfect” 
team

• Even you (leader) will make mistakes. Accept that no 
one is perfect and forgive mistakes. Use is as a tool to 
learn and progress

• No one will agree with everyone – including you

• Failure happens

• One successful idea can turn things around

• As a leader, if you believe in the team and keeping it 
unified, they will too

49

TEAM BUILDING

Remember: None of us is as smart as all of 
us!!!

50

TEAM 
BUILDING

• As a police supervisor, how can you create a team 
with your shift officers?

• Say “team” often

• Define a purpose and seek unification

• Use your democratic leadership style to get input on 
your common purpose 

• Look for weaknesses (competency) & fix it with training

• Encourage teamwork consistently

• Keep an eye out for conflict and resolve it early…don’t 
let it fester

• Reward individually & collectively

51

TEAM BUILDING

52

TEAM BUILDING

QUESTIONS?

53

THE POWER OF 
POSITIVE 
LEADERSHIP

Leave the Negativity 
at the Door

54
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POSITIVE 
LEADERSHIP • What is positive leadership to you?

55

POSITIVE 
LEADERSHIP • How would you define negative leadership?

56

POSITIVE 
LEADERSHIP

First of all, the word negative 
should not be in the same 
sentence with leadership, right?

Examples of negativity

• Complaining
• Micromanaging
• Disconnected
• Focusing on the bad, not good
• Lack of Purpose
• Apathy

57

POSITIVE 
LEADERSHIP

• What do you feel are “positive” leadership 

attributes?

58

POSITIVE 
LEADERSHIP

Positivity is not about fake positivity

Pessimists DO NOT change the world

Critics write words, not the future

Boo-Birds talk about problems but never 
solve them

Negative energy is toxic – especially when 
it comes from the boss.

59

POSITIVE 
LEADERSHIP

• So why is being positive such an important aspect to 
leadership?

• A study conducted by the Duke University Business 
School revealed that:

• “optimistic people work harder, get paid more, are 
elected to office more often, and win at sports more 
regularly”.

60
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POSITIVE 
LEADERSHIP

• Additionally, research conducted by John Gottman 
showed that:

• Married couples that have a 5-to-1 ratio of positive 
interactions to negative ones are far more successful. 

• With less, divorce is more likely.

• Workplace teams are far more productive and 
successful when the interactions are 3-to1 or higher.

61

POSITIVE LEADERSHIP

• More on NEGATIVITY

• “Gallup estimates that negativity costs the economy $250-$300 Billion a year and affects the 
morale, performance and productivity of teams”.

• In business of course…..but what are the costs to government agencies?
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POSITIVE 
LEADERSHIP

• At the end of the day

• Pessimists are complaining about the future

• The energy vampires are sabotaging the future

• And the realists are “talking” about the future

• BUT, the optimists are working with others to help 
create the future. 

63

POSITIVE LEADERSHIP

• Positive leaders

• Believe in their principles

• They walk their why

• They believe in their people

• They believe in teamwork

• They believe in a positive & productive future

• They believe in what is possible

• They are not afraid to act

64

POSITIVE 
LEADERSHIP

• Framework for Positive Leadership

• 1. Positive Leaders drive positive cultures

• 2. Positive Leaders create and share a positive vision

• 3. Positive Leaders lead with optimism, positivity & 
belief

• 4. Positive Leaders confront & transform negativity

• 5. Positive Leaders create united and connected 
teams

• 6. Positive Leaders build great relationships and teams

• 7. Positive Leaders pursue excellence

• 8. Positive Leaders lead with purpose

• 9. Positive Leaders have GRIT

65

POSITIVE 
LEADERSHIP

• Positive Leaders Drive Positive Culture

• It is the leader that drives culture

• What is a department’s “culture”

• Lead with negativity – you get a negative culture

• Lead with complaining – you get a complaint culture

• Lead with apathy – you get an apathetic culture

• You see where this is going, right?

66
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POSITIVE 
LEADERSHIP

If you want a positive 
culture, then YOU 
must help to create it.

HOW?

67

POSITIVE 
LEADERSHIP

• 1. Optimism cannot be delegated

• 2. You have to be the positive example – LEAD the 
way

• 3. You must be optimistic

• 4. Work on the negatives, but do not dwell on them

• 5. Never forget that your people are your biggest 
asset

• 6. Seek input from your entire team, not just the in-
group

68

POSITIVE 
LEADERSHIP

• Driving your team’s culture is not easy

• It requires time, energy, grit

• Most of the time, managers do not focus on the 
culture, but rather the “results”.

• Why? 

• Because results are quantifiable – stops, arrests, calls 

for service, clearance rates, etc. 

69

POSITIVE 
LEADERSHIP

The problem with focusing on 
“results” is that there is little to no 
focus on the health of the culture.

If I grow an apple tree and I focus on 
just the fruit, then eventually the 
ROOT suffers and there is no more 
fruit…or tree.

If I focus on the roots (the culture), 
then the tree thrives and there is 
plenty of fruit. 

70

POSITIVE 
LEADERSHIP

• Make sure your POSITIVE CULTURE is stronger 
than the forces trying to sabotage it!

71

POSITIVE 
LEADERSHIP • “The most important characteristic of a leader is optimism.”

• Bob Iger, CEO of Disney

72



12/29/21

13

POSITIVE 
LEADERSHIP • What exactly is OPTIMISM?

73

OPTIMISM

FROM THE ENGLISH 
OXFORD DICTIONARY -

HOPEFULNESS AND 
CONFIDENCE ABOUT THE 
FUTURE OR THE SUCCESS 
OF SOMETHING.

74

POSITIVE 
LEADERSHIP

• The wonderful thing about OPTIMISM is –

• It can be contagious

• It can be the light in the darkness

• It can be the guiding star

75

POSITIVE 
LEADERSHIP

• Ask yourself each day –

• Am I feeding my team the positive energy (optimism) 
they need to succeed?

76

POSITIVE LEADERSHIP

• The battling wolves inside us

• Native American Proverb

77

POSITIVE 
LEADERSHIP

• Great leaders know that bad things are going to 
happen

• Personnel doing bad things

• Conflict with subordinates

• Policies/orders from above you do not like

• Etc, etc, etc.

78
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POSITIVE 
LEADERSHIP

• BUT, Great leaders, even in the face of adversity, will:

• Not fixate on the negatives

• Not sink to a low level and get stuck in the mud

• Find the positives & solutions even in the adversity –
Apollo 13 mission

• Remain optimistic - if not for themselves, then for their 
team.

79

POSITIVE 
LEADERSHIP

• In Gordon’s book, The Power of Positive Leadership, he 
talks about how we should always think like a rookie

• Many can become infected with the 

• “curse of experience”

• They long for the good old days 

• Complain about the way things are

• Are unwilling to change….way we have always done it

• Sound familiar?

80

POSITIVE 
LEADERSHIP

• But what about ROOKIES?

• Most are:

• Full of P & V

• Optimistic

• Eager to learn

• Eager to try new things

• Not always worried about “getting in trouble”

• Annoying sometimes…

81

POSITIVE 
LEADERSHIP

• Rookies are not tainted by rejection

• Not ruled by negative assumptions or past 

experiences

• They are not caught up in the past and are not 
interested in being caught up in YOUR past

• THEY DO NOT FOCUS ON WHAT EVERYONE 
ELSE SAYS IS IMPOSSIBLE!

82

POSITIVE 
LEADERSHIP

• So, what is the takeaway here?

• Let your past experiences be the source of knowledge & 
wisdom, BUT

• Think like a rookie

• Believe like a rookie

• Be optimistic like a rookie

• Reconnect with your inner rookie and light the fire 
again. 
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POSITIVE LEADERSHIP

• “Being positive won’t guarantee you’ll succeed, but 
being negative will guarantee you won’t.”

• Jon Gordon 
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POSITIVE 
LEADERSHIP

• So HOW do we deal with the negativity?

85

POSITIVE 
LEADERSHIP

Positive leaders 
confront, transform 

and remove 
negativity

86

POSITIVE 
LEADERSHIP

• Deal with your

• ENERGY VAMPIRES

87

ENERGY VAMPIRE

88

POSITIVE 
LEADERSHIP

• What are energy vampires?

• Boo-Birds

• Constant complainers

• People who gladly tell what is wrong but offer NO
solutions

• People who may not like YOU

• Any other examples?????

89

POSITIVE 
LEADERSHIP

• How do we deal with energy vampires?
• Stake to the heart? Holy water?

• Constant communication with them
• Don’t allow them to dictate the team’s narrative –

you do
• Remove them if you can
• Make sure they thoroughly understand the mission 

• Get their input on how to deal with issues – they 
may be negative because no one believes in them

• Create a no complaining rule
• Allow for discussions about problems, but they 

MUST have a solution
• Presenting problems without solutions is just 

bitching!
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POSITIVE 
LEADERSHIP

• BUT…the best way to deal with a negative culture is 
to:

• Have the wherewithal to be FAR more positive than the 
negative that surrounds you

• Be a better you – lead by a positive example

• Don’t be the catalyst for complaining 

• Teach them how to look for a positive in the negative

• How do we take a bad situation and turn it 
around?

91

DEALING WITH THE VAMPIRES

92

POSITIVE 
LEADERSHIP

• Where there is a void in communication – negativity 

will often fill that void

• Most are genetically wired to see just the negative

• It is called the negative bias theory – we tend to focus 
more on the negatives, or they tend to have more of an 
“impact” on us

• Acknowledge the negative – don’t ignore it. 

• Then turn their focus on how to:

• Fix the problem

• If not fix it, deal with it and move on

93

POSITIVE LEADERSHIP

• Things to remember about being a positive leader:
• Believe in others MORE than they believe in themselves

• Be more positive than all of the negativity combined
• Help your team focus on what IS possible instead of 

what is not
• If you want commitment from them, give commitment 

to them
• Serve them…

• Constantly remind them of “WHY” they are in this 
profession

94

POSITIVE 
LEADERSHIP

One of the causes for burnout 
is a lack of purpose 

BUT, we do not get burned out 
because of WHAT we do…

We get burned out because we 
forget WHY we are doing it

95

KNOWING YOUR “WHY” OR “PURPOSE”
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POSITIVE 
LEADERSHIP

• But…

• Don’t fall into the “blind Positivity” or “blind 
optimism” trap

97

POSITIVE 
LEADERSHIP

• Has anyone heard of the 

• Stockdale Paradox

98

POSITIVE LEADERSHIP

• ADMIRAL JAMES STOCKDALE

• SHOT DOWN DURINGVIETNAM WAR

• PRISONER OF WAR IN HANOI

• WAS THE HIGHEST RANKING OFFICER; THUS, IN CHARGE

• MANAGED TO SURVIVE AND LEAD THE MEN FOR 8 YEARS

• CREATED SECRET FORMS OF COMMUNICATION

• HELPED KEEP HIS MEN MENTALLY STRONG

99

POSITIVE LEADERSHIP

• But what is the paradox?

• You must never confuse faith that you will prevail in 
the end—which you can never afford to lose—with 
the discipline to confront the most brutal facts of 
your current reality, whatever they might be. 

Witnessing this philosophy of duality, Collins went 
on to describe it as the Stockdale Paradox.

100

POSITIVE LEADERSHIP

According to Stockdale, the men who were “blindly” optimistic were the ones 
that did not make it.

Why?

101

POSITIVE 
LEADERSHIP

• There is a duality that must be maintained

• 1. Have faith and optimism

• 2. But always address and deal with the problems as 
they arise

• Blind optimism kills (reality, progress, learning, etc.)
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103 104

BREAKOUT TEAM

What is accountability?

Do we “need” it?

Do you think it’s over or under used?

Where does accountability rank for you on this scale?

Vital tool…………………………………….Occasional tool

105

ACCOUNTABILITY

• Jocko Willink podcast

• His perspective on accountability….

• Jocko’s Words - Start at 1:07::30

• Constant accountability = poor leadership, lack of inspiration, 
lack of pride in their work, lack of:

• MOTIVATION

106

AC C O U N TA B IL IT Y
• “While those who will not govern themselves are 

condemned to find masters to govern over them”

• Steven Pressfield, The War of Art

107

MOTIVATION

• What is Motivation?

• The general desire or willingness of a person to do 
something.

• Basically, why we do what we do.

• We will discuss two ways to motivate today…

108

https://www.youtube.com/watch?v=u1Jlhg-4iCI
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MOTIVATION

• What do you think motivates people in the 
workplace? 

• Money?

• Status?

• Gifts?

• Prestige? 

109

MOTIVATION

• Believe it or not, MONEY is not the most powerful 
or effective motivator.

• Back in the 70’s, psychologist Edward Deci 
conducted experiments where college students 
were divided into two groups and were given a 
series of puzzles.

• One group was paid for the results and one was not.

• It was found that the group that was paid soon lost 
interest in their puzzles.

• The unpaid group worked longer on the puzzles and 
maintained their interest.

110

MOTIVATION • Deci’s work uncovered the powerful and significant 

difference between EXTRINSIC motivation, the kind 
that comes from outside sources, and INTRINSIC 
motivation, the kind that comes from within 
yourself.
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MOTIVATION

• So, if INTRINSIC motivators are more powerful, 
how do we instill or nourish it within our 
employees?

• Daniel Pink researched this question and found that 
3 elements must be present to make intrinsic 
motivation flourish:

– A - Autonomy

– M - Mastery

– P - Purpose
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MOTIVATION

• Autonomy

• Believe it or not, self-direction is a natural inclination

• If you watch children, you will see that they explore all 
on their own.
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MOTIVATION

• Self-Determination Theory – motivation that takes into 
account people’s psychological needs.

• No one wants to be micro-managed – they want the 
ability to think for themselves.
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MOTIVATION

• How do we provide support while at the same time allowing 
autonomy?

• “Autonomy Support”
• This means helping employees make progress by giving 

meaningful “feedback”, not direct management. 

• Guide them with choices over how to do things
• Socratic Method…

• Provide encouragement

• This method, autonomy support, will create a higher job 
satisfaction and far better performance.
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MOTIVATION

• Mastery

• Everyone wants to get better at what they do (some 
more than others)

• That’s why many become aggravated when learning 
something new (language, musical instrument).

• Frustration can set in if progress is not being made.
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MOTIVATION

• Your job as a leader is to assist with the “progress” 
part.

• A sense of progress, not just in our work, but our 
capabilities, contributes to our inner drive.

• How do leaders help with a subordinate’s progress?

• Training – ID weak areas and gear training to steer 
progress

• Encouragement – if frustration shows, encourage them 
to keep trying to get better.

• If the tasks you give them are too difficult, frustration 
and fear of job loss can kick in.

• Possibly giving birth to a marginal employee

117

MOTIVATION

• Mastery continued

• If the tasks are too easy, the employees will not see 
themselves as progressing (boredom). 

• Dr. Pink states, “The tasks should be just right. Pink 
concludes that we should work on “Goldilocks tasks”, 
which are neither too difficult or too easy.”

• Assign tasks that fit a person’s capabilities – but 
constantly monitor to ensure they are not becoming 
bored or frustrated.
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MOTIVATION

• Purpose

• People who find purpose in their work unlock the 
highest level of the motivation game.

• When people connect to a cause that is larger than 
themselves, they develop a drive that deepens their 
motivation.

119

MOTIVATION

• So what can you do to help provide “Purpose”?

• Find ways to show the results of their efforts – other 
than numbers.

• Make sure they connect with the victims of crimes they 
are investigating – don’t look at victims as just numbers, 
or just another case.

• Connect their work/efforts with value – what is the end 
product and what is its final impact – safer roads, solved 
crimes, civic appreciation, etc. 
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MOTIVATION

• The motivational trifecta 

• The dangled carrot system of motivation, in the end, 
is not effective

• You must give your employees a sense of:

• Autonomy – working and solving problems by 
themselves

• Mastery – encourage and help employees get better at 
their jobs and push them to learn more.

• Purpose – let your employees know that what they do 
has a very positive impact and that their purpose is 
bigger than themselves.
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MOTIVATION You can find the full dan pink ted talk on youtube
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MOTIVATION

• Keep in mind “fairness”

• What you think is fair may not seem fair to others

• Others will see you giving your “in-group” extra 
attention and “perks” as unfair, even though they 
have earned it.

• This feeling of unfairness can drive them further 
away and can lead to a decrease in productivity
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MOTIVATION

This boils down to the “EQUITY 
THEORY”

This theory states:

Equity theory focuses on determining whether the 
distribution of resources is fair to both relational 
partners. Equity is measured by comparing the ratio of 
contributions (or costs) and benefits (or rewards) for each 
person.
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MOTIVATION

• Equity Theory

• Everyone compares themselves to others

• The “others” that we compare with is situational

• We tend to derive our feelings of success on:

• Our perception of our efforts and rewards

• Our perception of efforts and rewards as compared 
to others.

• This is why marginal employees bug us

In essence, when we believe what we get out of our 
work equals what we put into it.
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MOTIVATION

• Equity Problems

• People dislike feelings of inequity and seek to restore a 
natural feeling of balance

• When people perceive a condition of inequity, it can 
cause feelings of tension and anxiety

• People will often employ resolution strategies to 
restore their feelings of balance and equity
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MOTIVATION

• What are “resolution strategies”?

• Alter inputs (work harder or work less)

• Alter outcomes (try to get more for what we do, or get 
the boss to change their mind through grievance, 
argument or kissing up)

• Cognitively distort inputs and outcomes (“I didn’t want 
that anyway” or “I wasn’t really trying”)

• Action on the one they compare themselves to (“Are 
you trying to show us up? Label them as ass-kissers)

• Change the one compared to (“Why am I the only one 
punished?”)

• Leave the field (ROD or retire)
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FAIRNESS…
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MOTIVATION

• In Summation

• When trying to motivate your people

• Be mindful of feelings of inequity (real or perceived)

• Act on them immediately (remember conflict 
resolution)

• Treat all fairly – be mindful of your in, middle and out-
groups

• Remember to ensure they have:

• Autonomy

• Mastery

• Purpose
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Keeping the fire burning

LEADERSHIP
SUSTAINABILITY
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SUSTAINABILITY

• Some will take what they’ve learned and use it 
throughout their career

• Some will last a while and will go back to their old 
ways – because it’s comfortable

• Leadership is not temporary

• Don’t try it just to fix something and then abandon 
it

• Remember, good leaders have grit
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SUSTAINABILITY

• Remember that leadership is not about you…it’s 
about those you serve

• They consistently need you to be: 

• Inspirational

• Positive

• Willing to listen

• A mentor

• The person that picks them up when they fall down
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SUSTAINABILITY

• Each day from here forward, make the decision that 
you are going to be the best leader that you can be

• Understand that you will make mistakes

• Forgive yourself when you do and learn from it

• Be the person that you thought of at the beginning 
of the class
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SUSTAINABILITY

• I leave you with Andy Andrews’s 7 guiding principles:

• Accept that the buck stops with you (extreme 
ownership)

• Constantly seek wisdom from others

• Be a person of action…”the road to hell”

• Have a decided Heart – courage to take the first step

• Each day, choose to be happy

• Have a forgiving spirit…especially yourself

• Persist without exception – stay the course
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LASTLYKnowledge = ?
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HA!
• Wrong!

• Knowledge + action = power
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MOVING FORWARD

Take what you learned 
here and apply it

Be a student of the 
leadership game – learn, 
then learn more and then 
continue to learn!

Put your ego away and ask 
questions

Always self-evaluate (not 
criticize) – always seek to 
improve.
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SUGGESTED 
READING 

LIST

• Extreme Ownership – Jocko Willink & Leif Babin

• Primal Leadership – Daniel Goleman

• The Power of Positive Leadership – Jon Gordon

• Emotional Agility – Susan David

• The Energy Bus – Jon Gordon

• The 5 Second Rule – Mel Robbins

• The Traveler’s Gift – Andy Andrews

• Good Boss – Bad Boss – Robert Sutton

• Supervision of Police Personnel – Ionnone & 
Bernstein
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SUGGESTED 
READING 

LIST

• The Biggest Brother – Larry Alexander

• The Killer Angels – Michael Shaara

• The No Complaining Rule – Jon Gordon

• Hal Moore on Leadership – Hal Moore, Mike Guardia

• ALL OF THESE BOOKS CAN BE FOUND AT 
WWW.GS-PCC.COM
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