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> Trig ae% oe of Leader & Worker
Jngg: tlon IS Important
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’:';'j “"_: “eRelationship?
e |Viotivate / Manipulate (fine line)
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2 Dje) g Jm- it Union soldiers abusing the
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J Hrjr«*r* ed the Unions prisoners who were
; nf W camps.
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“The Union officers rode past us
Confederates smugly without any
sign of recognition except by
one. When General Grant
reached the line of ragged, filthy,
bloody, despairing prisoners
strung out on each side of the
bridge, he lifted his hat and held
it over his head until he passed
the last man of that living funeral
cortege. He was the only officer
in that whole train who
recognized us as even being on
the face of the earth.”

~Quote from diary of a
Confederate soldier 21
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When you think about work, do
r g. X Eﬂ J'JJJ-(...— exp?'ri -t =
Aking; feeling Ini the pit off your




DOES yourfut eJ@@k-Iard" ..Of |
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Leadership ’
ey
Professional .-~ \~

Growth .4 ﬁ
—eaeuzasty

S ——_a, i = Interpersonal and Other
= L - X d Leadership Attributes will

= : get you here!!!

Entfy Based on Combination

Technical competencies
of Skills and Abilities P

will get you here!!!
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anlzatlon?
<. hould it be?
How often is it openly

- _—_-

B dressed.

i_f -—‘i* Goal: maintain employee

- morale at as high a level as
possible without sacrificing
agency objectives.




Maslow’s Hierarchy of.Needs:

—

\ias|ow 900-1970) Ame an

Psychologist
aNd raisec DIFoOoKIyN, New YOrkK, ivViasiow
{of seven children. His parents were first-
wish immigrants from Kiev, then part of the
(now Kyiv, Ukraine), who fled from Czarist
m the early 20th century. His parents were

nd v Iued education. Maslow graduated from City
==College of New York and went to graduate school at the

—
.4‘,'

: -'-—--"-‘~ er: W of Wisconsin. He continued his research at
"f'f~Cc'J’fumb|a University.

Dr. Maslow defined a Hierarchy of Human Needs that
stated the lower needs must be met before an individual
can strive to meet the higher needs. LIKE STAIRS




Miaslow’s Hierarchy of Needs,

_—

Self-actualization
desire to become the most that one can be

Esteem

respect, self-esteem, status, recognition, strength, freedom

friendship, int

Safety needs

personal security, employment, resources, health, property

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction
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Food
= Water
- © Oxygen
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— "-_‘ » Elimination
~ * Sensory needs
* Motor needs



SAFETY/SEC URITY. =

< Em I)JJx‘ ment
/ "i!JJJ,J ces (Money$)
J‘J")"'.- 1
;;m'perty
‘;J:I"he need to be free from anxiety and fear
- * The need to be secure in the environment

* The need for order and routine
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BOVE AND AF FE_@iiIm,'

SocIal V-'- ance, friendship, to be loved
Need rcj elong, to relate to others
F.JHJJJJ;
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ESTEEM-=

® r""J]nr" mpot
: uus % Recognition
. ’i-J , Approval, & Appreciation

= aglng In activities that bring
- ,c'—ﬁlevement and success

x"f\

~* Gaining self-confidence and beginning to

direct our actions toward becoming what
we WANT to be

ab



SEL F-ACTUALIZATION*"

MY ONE -'ERE-ARRIVED -SATISFIED
Ot r,} |ng our fuII potential

"' c-uv

-

ger to express our beliefs, and
: W|II|ng to reach out to others to pay it
- forward & help them

..‘-t
-
-
g -



Miaslow’s Hierarchy of Needs,

_—

Self-actualization
desire to become the most that one can be

Esteem

respect, self-esteem, status, recognition, strength, freedom

friendship, int

Safety needs

personal security, employment, resources, health, property

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction
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o rlapVyefels smess Review Reprint # R2504N
) J,JJ\/ )))~ ‘
0l L ~ubJec S studied, 1,000 interviews

JF’ 1@73; ‘Perlow & Sari Menster

’i“": .—J—.Iarvard Business School

® Salvatore J. Affinito
— New York University (NYU) Stern School of Business
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Whiat arethe THREE(3) thing
IECESSC ry to‘have d “Sangfﬁug}[ fe"?

SRS SAC n'\'“'*

— ['eCC JI‘.L Or a sense off accomplishment

29 Meaningfulness
*connectlon to something bigger than yourself

——
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— Othlng can beat the feeling of being “needed”
.(at home / at work)

’.__-
—
et

° # 3 Joy
— happiness or positive emotion in the moment

— spontaneity or pleasure -




BalEnce!

Q4

Faachievement & 7 ' Meaningfulness — YES!
SIEEh it at work & at home / with friends
Fo38 Joy?

— Bit more of a challenge....................
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Problems with Police. Wo

——

SPllic Service Focus
0 Dtjey
Sibrorities

:3 less attitude (others before self)

**' Fmdlng the missing kid vs. missing my kid’s
~ birthday party?

— Which is more important?

— o whom?

20









Eflcfelcfe Jth.others J.a-—

PEStreng meaningful r.elatlonshls
y 'ACCdr)rJJ'L. and supportive people
FC omrorr’ f family bonds

+Ca rrur= Erle of friendship

- Helps “anchor” us
—$-Provides a sense of belonging

'

Q 1

-
= B S

A

—

~ e Shared experiences amplify joy

— When you engage in a free-time activity with others, it
almost always feels more enjoyable

** Tntroverts & Extroverts need “alone time” to allow for

reflection and relaxation, which enhance well-being!
23



_-.. ;;. _ akes people happy and how to live a healthy,
fulﬁllmg life. A key finding is that strong, positive
relationships are

iIn_happiness, health, and longevity.

—
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V/ETscientistsibeganitiackingthe healthiofi 268 Hanvarc
SUPHOIMONESINTIY5EIaURNG the GlEdL DEPrESSIon, they Nopea’tne
ONYIdinalistudy would reveal clues to leading healthy and

NJggy ves

.. .

AATETO lowmg the men for 87 years as part of the Harvard

Stiidy. of Adult Development, one of the world’s longest studies of

Sadult life, researchers have collected a cornucopia of data on

ot 1r-phy5|cal and mental health.

,c_, :
-\/ Ofithe original Harvard cohort recruited as part of the Grant

-~ Study: President John F. Kennedy and longtime Washington Post
editor Ben Bradlee. (Women weren't in the original study because
the College was still all male.)

r

v/ In addition, scientists eventually expanded their research to
include the men’s , who now humber 1,300 and are in
their 60s & 70’s, to find out how early-life experiences affect
health and aging over time.



eguent. Studjes._)-ﬂv'

— ‘e

- 57,(5 456MBostontnnerGitysresidentsiwerer
part of the Glueck Study, and a few of them

.1} /e. More than a decade ago, researchers

g,m ildmg wives in the Grant and Glueck studies.

.:(, .',

Q}\[—‘ athe years, researchers have studied the
~=Dc rt4C|pants health trajectories and their broader lives,
"’}_' mcludlng their triumphs and failures in careers and
~ marriage, and the finding have produced startling
lessons, and not only for the researchers.



Mﬁg IS that eurrelationships and.how: happy

W Eire N 0 elationships has a powerful influe O L M-
e,JJrn, saidrRobert Waldinger, director offtherstuady, a
gsymurm» at Massachusetts General [Hospital and ar professor
JrI)Jyr*r]urr\ alianvancdiiedicaliSehoo): sliak wour-
DOHYASHMPC r’tant, sut tending to vour relatlonshlps IS a
Fforlgige ffcare too. That, I think, is the revelation.”

Pl ¢ ' S
— _‘.

'.... n.\ -

Userel: ationships, , are what
EPIPE cople happy throughout their lives, the study revealed.
= B5E.lEs. protect people from life’s a’/scontents help to delay
Sental-and.-physical decline, and are better predictors of long
~ond happy lives than social class, IQ, or even genes. That
ﬁndlng proved true across the board among both the Harvard
men and the inner-city participants.

Cle
Kee
T+




S— kmwms of the Harvard Happiness Study: -
elat ".L)IJ_)_F S are crucial: .

IrJJJVJJJcJJ:'j With Warm, Supportive; re Iationships.areﬂﬁp'bi'er, healfﬁler,
N ; ; q-xs .

cIUNIVENGRFES.

Soeialiconnections matter:

Strong sockligiloneie]
Delrlg ,JnJ feks |I|ence
Gooe 73 bnsh| DS are stress relievers:

Posiive rrJJ- ionships help with stress and adversity, resulting in
r)ovae r yslcal and mental health.

Happiness can be learned:

=HilE genetics play a role, happiness is not solely determined by
= N angeable circumstances.

*Asense of purpose is important:

Einding your purpose in life, whether through work, hobbies, or
relationships, contributes to well-being.

Better with age:

Individuals tend to become happier as they age, focusing on what
matters & letting go of the negative.

"

Or Delonginarcontribute to well=




e HAVE FRIENDS YOU
CAN TRUST.

e ARE THEY ALL IN
LAW ENFORCEMENT?

e DO YOU MAKE TIME
FOR THEM?



Joy AMfiree tlme £ -)“‘"

-

e ODYACOIMES NatUra wen We' let It remain
SREE = from obligations, societal

g,g)ec tions, and the pressure to do what's
0od for you”

- _———-_

-

— -

- ——
— ——
T ettt
—
" —

,_:ﬁot)se what YOU enjoy, rather than what is
~ |abeled “*worthwhile”

® Protect and prioritize spontaneous fun & joy!

® Don't feel guilty — you deserve it —
you earned it — you have permission!

—"';::'-
"
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Insidey/ Outside Motivatio
| = =

—JJOFJVrF“ Trom the INSID

=The d 1ve to engage in an activity for its inherent

Sati '*r' tlon rather than for any external reward or

r)rck ire. It's about doing something because you find it
enjoyable, interesting, or personally fulfilling.

°' EXtrinsic
— "~ Motivated from the OUTSIDE
— The drive to perform actions based on external rewards
or the avoidance of negative consequences, rather than
the inherent enjoyment of the activity itself. It's

essentially doing something for an outcome, like a
bonus, a good grade, recognition or praise.

31
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Whatsis-Motivation?
WIIEINS; OtlvaltIC?Dw

- —— -

it
B - e

2Eployees will tell/show you how they
aeJ jbe supervised / managed

= ?_"'

— _._-

asﬂess about what motivates the
= superwsor or their “style” and more about

-—:_..—-

~ individual employees.

-

‘-.
—
——

® One size does not fit all

32



SEII G‘tlvatm&échleved) "

Jr'rr” ees pelieve.thelr WOorK IS,

eaningful because it is important to
Jr ENS

| Feel personally responsible for how
=2 fwork turns out

— -
e

=" ._ ~ # Value feed back on the job they did

~ e Motives for each employee are highly
individualistic
e [t's not about ONE goal, it can be many.

33
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NEC ;-'.‘»- Maotivation «-...‘} —

0 Hl lishmentis*"NOTthe most effective
v\r ' to motivate
J r .r coercion, intimidation,

unwarranted or inconsistent
punlshment

-® Fmployees will develop sophisticated
avoidance techniques

® Many negative motivation techniques
loose value over time. Tolerance will be
built up 3

_,—-“

e
-
-

-



The most expensive
fning 1IN tnis world 1s

TRUST

b can toke YEAKRS to EAKN
and only a matter of
SECONDS fo LOSE




v'Who is
the level of mc
orgam ition?
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444444

‘/Why?

v'Constant int _
involvem “‘-

VM C_ﬂ'—lf afersitortne J

:"/'Z.

— —L;JHJJJ DIREMPIOYEE



_The Stpervisor’s Influence,On
._'-'Ie - gl .

—

lmproyving work conditions, trust, 8
leadershipinicrisis'situations'are all”
positive impacts on employee morale..
Scrutiny of their work is 10t

37
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DONNVIIALY Ou) CIMT s

-
. -

i .'. . A .
N

SMamily FIRST
20 \j\ 1/ T you can

J\\‘ you Can

= It’s‘a hard & dangerous job
e HELP them

38
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/Luor RE on5|b|I|t|es of Law. =
Eiorecement L —

- s

el . . -
)
i 1
..0‘ AY I

N g et
0 e \/Jgg Responsibilities:

3

'—“-' ——
u\.‘

. S
4 -,~

r"‘r\ o

’é thleve public mission

2. Satisfy the needs of the employees

39



40



—

Vilitiple Plates

o Multi-tasking
J\/JJ]JI)J,,\ pfj\)fjuj‘—k
'@er them xépmnlng

41



| T —
.. Be Professiona

-

Kind
E1f)CElTg) e't] C .
Sympathe “’
Comj)‘-rr‘_w[ _ |
Kiowleda; able

- vl

|

i"-f\/\\\\\‘\

}
c} Wi

‘-‘H.,

aP_Iorltlzed
\/ Practical
v Realistic
v/ Fair but FIRM
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> 3

’"91

by

|

ng the desired goals & objectives.”
t done)---more a function of leadership

e
——
et —_—
—

Question: Can you be one without the other ??
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" .’e' istomer service & results
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|4
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o Pohtlcal CENES
— keep people happy
— Majority rules

44
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NO'GONCERN

- .'L,Y.- 3

“

JCIR( E OF INFI'_UEN o

CIRCLE OF CONCER

REACTIVE

N-

CIRCLE OF

INFLUENCE -

NO CONCERN
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_—_— . .
ormal vs. Informal Leaders

J ROl .

— 1eln k -
,romotlonal test

-‘ VIErit
0 Quotas / Politics

nformal

~ —Influence
® Unions (Alternative Structure)
® Seniority
® Hero
® Competence

\
Reme‘“be‘ '

——
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IHETPYaI ah’ggeg«fec-t_}"

BRESErch SUppor s the motivational
ES|9E! 5:;, f the Pygmalion effect---Most
S ,) ees perform as they are

‘o-.-
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Our actions

(towards others)

<7
)
Pygmalion R
Our beliefs ers beliefs
(about ourselves) EffeCt (about us)

(self-fulfilling prophecy)

S
?)
)

Others actions
(towards us) 48
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gintervene e at first sign
) CJJSd rklng relationship
Fellfe cl consistent environment

‘\.’

== »ntlve to employees
= AO’JJ‘RY TO DO FUN STUFF (Amazon)

—
—
—

(L

S
=
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Ml esid va ‘*/M @ulatew

o

5 rnws 3 thin Tine betwee

H]J vatlon & manipulation
J ;2' onlzmg? Sincere?
= =% Highly motivated workers are

e productlve & happy workers

e

‘_0 Optimism and good attitudes
are contagious

® Ethical?

50
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. .
J(€0)) DENT in your abilities
SNGOIVIPETENT AT || "of Your technical skills

J Jr ersatlon & Making Connections

) rjl dlng Jirust
| adershlp & Relationships

-.%_:—... = Management Competence
= ‘Police Work
e .
: = Conkidence
*  Reports

* Interviewing
*  Shooting

:




The JUun mQg ‘ : i__&’

ing (Michigan)—Kruger (Cornel) effect is the cognitive bias
- v ol QA . C ol® ,

Site effect for high performers their tendency to underestimate

o A

L AT
- ‘.
. W

unn ng—Kruger effect is usually measured by comparing a subject’s
! ' séessment with objective performance standards. The Dunning—
P -5;; ;”;‘ ect can lead people to make bad decisions, such as engaging in
vior dangerous for themselves or others due to being unaware that they
the necessary skills. It may also inhibit people from addressing their

-shorféomlngs to improve themselves.

‘.
—
e

® The psychological phenomenon of was identified in
Kruger and Dunning's 1999 study "Unskilled and Unaware of It: How
Difficulties in Recognizing One's Own Incompetence Lead to Inflated Self-
Assessments".



https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments

Dunning-Kruger Effect

Expert
100% Mt. Stupid :
L
O
P
L
-
™
=
O
O
0% Valley of Despair
Rookie Expert

COMPETENCE



100%

CONFIDENCE

0%

This is easy!
I'm awesome!

Now | get it!

./r 1Pr D
Mt. Stupid \(( J,_!JJ__ \§
T Tha _:
( ;n E, /4[\\"' &
- \]|a JL/ \H
is1s’haraer
« o
® ¢ thanlthought
M jtwould be
~_. . I'm never going
3 « o ' .
i .| to figure this out ® o /mstartingto
\ ' s figure this out
Valley of Despair
Rookie Expert

COMPETENCE



M [SAVIIET ‘/JJ mnea no

p,_ .l"_.,
w1

IPACIE S an \‘e -come across to others — what you get done

SR O ,gngw u at your intent is, others do not
e Cau #cu' sunderstandlngs'?

-»f*’“ artners bosses and the public only see impacts

— J’
,':’g———; i

® **First impressions LAST

e **No prizes for trying hard



. CHAIN OF BLAME .
= gy,

-
g et—— ——
[E— L o o

_[f \/OLJ a]JO\j\‘/‘—QI S| ) O ‘ ..'--‘ How WALIL, STREET
.\m?’ CAUSED THE MORTGAGE
PORIAGIanagement, '

AND CREDIT CRISIS

ifistration; and or the
Bjenization; you have just . EHAI N
Sanctioned them to speak o ion
~—Hoorlv of v o S W@
—POOrly or you. A\ Ny
= O NGl
Z Negafiviiy festers into sores that B L AM I-_

are hard to heal and spread like a

bad raSh- Paul Muolo and Mathew Padilla

#1 reason for low morale. .
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