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1. Introduction

In many organizations, the real work and out-of-work environ-
ment places very high requirements and standards on employees as
well as managers. The phenomenon, which repeatedly assists indi-
viduals and groups to successfully cope with these requirements,
is their motivation. Motivation, as a constantly nurtured inner
process, by which individuals define, revalue and fulfil their aims,
needs, aspirations, wishes and expectations. It is, however, quite
often weakened by many negative situations and experiences.
According to this knowledge, it is necessary for managers, experts
and organization employees to continuously reinforce their own
motivation levels as well as the motivation of their subordinates,
superiors and organizationally equal co-workers. The reason of
this intent interest is the fact that the motivation of employees and
management personnel, including their identification with the orga-
nization, will condition the satisfaction and loyalty of customers
[4]. This will also effect relations towards purchasers, suppliers
and business partners.

2. Human Potential and Motivation Accent 
of Personnel Work

Human potential of an organization involves all the employ-
ees, experts and managers. It can also be defined to a large extent,
as motivation, knowledge, skills, abilities, experiences and different
ways of behaviour of all people within an organization. Enriching
thought is that human potential consists of not only the structure
and number of employees but also of aspects such as education
and culture, human relations and ability to cooperate as well as to
be receptive towards social and ecological factors affecting the
environment, etc. [3].

Using meaningful administration of particular motivation cri-
teria, it is possible to raise the level of experienced motivation of

an organization’s human potential by means of consistent moti-
vating realisation of basic processes of management and develop-
ment of human potential. This means that the focussing processes
of work with human potential should be carried out with strong
motivation accent so that, in this way, (even though indirectly) it can
contribute to the growth of enthusiasm, satisfaction, identification
and helpfulness of all members of an organizational team.

In this context it is reasonable to consider the necessity of moti-
vation not only in large organizations, but also in smaller set-ups.
Management of small and midsized organizations quite often over-
look the fact that their employees have the same needs and aspi-
rations as those workers employed in a large organization and,
consequently, require the same level of motivation, perspective and
education [1]. According to Brodsky [2] the main sources of moti-
vation are needs and experience and the anomaly, which is often
present, is that these feelings can have a subjective meaning for
a percepted person. Therefore, the management must be aware of
these individual needs of their subordinate co-workers and adjust
the needs and aspirations to the overall needs of the team, depart-
ment and whole workforce. We should mention here that the asser-
tion of the motivation accent in the working process with people
can lead, to a high level of fulfilment, mainly of a psychological
nature, in both employees and managers within the whole of the
workforce.

3. Interviews Helping to Increase the Motivation 
of Human Potential

The highest degree of motivation accent of focusing processes
of management and development of human potential is most prob-
ably induced by the effective realisation of selective, orientation,
appraisal and outgoing interviews. Apart from the specified prior
aims, their purpose is to induce the trust of employees towards an
organization, to strengthen their willingness to fully engage them-
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selves in particular activities that lead their behaviour to lend itself
towards the achievement of an assigned vision or goal.

3.1. Selective Interview

The basis of the selective (admission) interview is to provide
job applicants with true and sufficiently detailed information about
the workplace, the organization as a socio-economic unit and, at
the same time, gain an objective picture about of the real skills,
abilities and personal attributes of applicants. This should be done
in a form of a bilateral communication. Managers and experts
from the organization should realise that this type of interview
will enable them to recognise the complex potential of applicants
and compare these personal competence complexes to the require-
ments of the position being offered to the applicant. Therefore, all
the interviewers should be carried out by professionals featuring
outstanding communicative skills and supportive understanding
towards applicants. An objective of this interview is to create posi-
tive impression and strengthen motivation of the most suitable appli-
cant (applicants) by enabling the applicant to accept a possible
decision on being accepted for a particular job. The quality of the
selective interview process mainly depends on a precise and tech-
nically well-managed preparation. In the stage of preparation, it is
necessary to select the content and the form of a considered inter-
view in advance. It is especially important to decide what informa-
tion, signal, thoughts and relevant attractive images should be gained
and given by both parties, i.e. interviewers and applicants. For this
reason, the preparation of such an interview should come out from
ongoing analyses of a considered working position, a detailed
description of the job and specification of an applicant’s abilities
for the particular position. A thorough knowledge of all the facts
based on written materials provided by the applicant is also nec-
essary (CV, a covering letter, references, letters of application, cer-
tificates, etc.). 

The applicants should prepare themselves for the interview
and decide which is the most suitable (and at the same time the
most honest and unstrained) method of presenting themselves.
They should conduct themselves in such way that they would moti-
vate the representative of the organization, to make the applicant the
preferred choice. It is suggested that applicants should consider
what the organization requires and expects from them. For example,
they should pay attention to the creation of spectrum of people
who have supplied evidences and information about them prior to
the interview. The applicant should be well versed in areas, which
highlight specific technical and administrative problems within
the organization, specifically with reference to the job being offered.
They should endeavour to gain as much information as is possible,
concerning the organization prior to the interview.

A remarkable way to emphasise the motivation accent of selec-
tive interviews is in its initial stage – opening of the interview. The
opening is the key factor, which determines the motivation shape
of the interview process itself. The main idea at this level is that
only in an atmosphere created by open and reciprocal trust with
positive emotions (without any stress elements) it is possible to

fulfil the main aims of the interview. These positive elements are:
reciprocal communication, rising levels of motivation on both
sides and a culmination of decisions of choice. It is known that no
job interview can avoid stress and certain misgivings. Applicants
as well as interviewers want to make a good impression, therefore,
it is vital to focus on elimination of these negatives. Therefore, to
create a motivation contact, at the start of the interview, it is prefer-
able to cordially welcome an applicant, followed by an introduction
to any organization representatives that may be present throughout
the interview. It is important to inform the applicant of the format
and the way in which the interview will be conducted. Conversa-
tion can be initialised by the use of some neutral topics such as
weather, sport, town appearance, etc. A very positive approach
can be the use of nonverbal communication – e.g. smile, handshakes,
relaxed posture, showing genuine interest and leaning towards the
applicant. Positive body language can be a very helpful approach in
putting the applicant at ease in what could be a very stressful sit-
uation.

Subsequent stages of the interview should carry the signs of
motivation emphasis. Organization representatives should be careful
about asking relevant and at the same time, ethical questions. They
should give the applicant sufficient time to ask his/her questions
and willingly provide him/her with answers. At the termination of
the interview, it is necessary to thank the applicant for showing
interest, inform him/her that the organization will contact him/her
to inform him/her on the results of the interview in due course.
The interviewer should wish the applicant success in all of his/her
future endeavours. Such “tiny” tools or wanted phrases at the final
stage of the whole communication-motivational contact between
applicants and organization can either reinforce the positive impres-
sion or destroy the whole effort.

3.2. Orientation Interviews

Orientation constitutes a specific process of management and
development of human potential. It requires that the management
establish an area of familiarisation of a new employee with the
organization, its structure and values, as well as with working posi-
tion itself and with a team of co-workers. This process encompasses
efforts of involved representatives of the organization and also of
the new employee himself/herself to shorten and intensify the
process of getting acquainted with each other and adapting to new
conditions, requirements, norms and approaches as well as expected
skills related to the job to be performed.

As this process of orientation implies, a new employee will be
faced with an abundance of new information, impressions, expe-
riences, situations and confrontations, which he/she must try to
manage. This period could be very stressful for a newcomer. The
new recruit will encounter expectations and doubts whether he/she
will successfully meet all the criteria concerning the required behav-
iour within the organization. Moreover, a new employee trying to
become an equal member of the team may be exposed to a high
degree of mental stress. That is why it is important that managers
should aspire to help newcomers to integrate into a new position
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and into a new social background. Apart from well-prepared orien-
tation programmes, an effective tool for this motivation effort from
the position of a manager is the orientation interview.

When we consider the newest knowledge regarding the poten-
tial problems with management and development of human poten-
tial, it should be realised that there are three categories of orientation
interviews, and these are entry (introductory), continuous (repeated)
and final orientation interviews.

a) Entry (introductory) orientation interviews should open the whole
process of getting to know and inure to new facts. The purpose
of this interview is to get suggestions and to seek more con-
crete preferences and visions from a new employee about
his/her work activity. In a motivational form of communica-
tion, (i.e. in a suitable pace and attractive structure) a senior
manager should provide a new employee with all the relevant
information dealing with his/her integration into the organi-
zation. To reinforce these factors, the manager should once
again resort to a positive well-balanced use of non-verbal com-
munication (smile, attentive gestures etc.). He should show
a willingness to help at any time with occupational or social
problem solving. This will result in the newcomer having a most
pleasant beginning of a new phase in his/her professional life.

b) Continuous (repeated) orientation interviews should be orien-
tated towards discussion involving facts about the organization
and a given task, such as tweaking or changing and running
orientation programme. This might involve answering obscure
questions, problem solving issues that have been incorporated
into a new working environment. These continuous interviews
should be carried out with a strong motivation emphasis during
the orientation period and they should be repeated. A sug-
gested period for the realisation of continuous interviews is
a minimum of two weeks, while the most suitable timescale
for this motivational communication with a new employee is
a period of 15 – 30 minutes every week. The interval of repe-
tition of these interviews depends on the demands of the job
position, level of openness of the working team and the ability
of a newcomer to absorb the amount of new information. The
new employee needs to monitor the success of his/her ability
to solve conflicts and complications within the organization.
Throughout these debates, a manager should try to fortify the
motivation of a newcomer to remain within the organization so
long as no difficulties with his/her working behaviour have
appeared. The manager should motivate the new employees
to exert their full potential with regard to their work effort.
During this time, a new recruit should motivate a superior to
enable him to give support even after the end of this process.

c) Final orientation interview is realised at the end of the process
of orientation. It should be devoted to the total evaluation of
the progress and results achieved in this orientation process.
It should reflect both the views of the personnel specialist and
the newly admitted (already orientated) employee. In this inter-
view, both parties should continue in a motivation effort in
the same way as in the previous interviews.

3.3. Appraisal Interview

Appraisal interviews are associated with highly complex
methods of increasing motivation and constantly increasing quality
of the complex performance of employees. They embody commu-
nication and motivational meetings during which time the superior
worker discusses with an evaluated employee particular aspects of
his/her working behaviour and endeavours to establish a process
by which the future development of professional and personal
potential of an employee is enhanced.

Consistently enforcing motivation accent of appraisal interview
can consequently effect a deeper identification of an employee
with the organization, to show willingness to increase systemic
development of the working results of creativity and innovation,
etc. In the practice of management and development of human
potential, the most frequently chosen interviews fall into one of
these categories: either an interview at the working performance
level with negative aspects to its approach, or one with a positive
approach towards working performance.
a) Motivational appraisal interview with particular defects in per-

formance should be realised using the so-called “sandwich effect”
technique. The idea is to implement in conversation negative
warnings or problems that may affect the working performance
between introductory positive statement about performance and
final motivation appeal for a future improvement within the
organisation. This means that at the beginning of the interview
it is acceptable to put an employee into a positive mood by
emphasising positive sides of his/her performance in an objec-
tive way. Consecutively, it is necessary, in a tactful and diplo-
matic manner to introduce problematic areas mentioned in an
evaluative reference and give the employee the opportunity to
express his/her opinion towards debated drawbacks. In a mutual
discussion both the evaluator and the valuated employee should
together come to an agreement upon the elimination of arisen
defects and upon the identification of the most useful motivation
tools, which could help to increase the degree of experienced
motivation of employee in regards to remedies. When conclud-
ing the interview, the interviewer should repeatedly stress the
positive merits of complex working behaviour of the employee.
This will show that the organization, especially the interviewer
trusts in the employee and in his potential. The interviewer
should stress his willingness to help the employee in any future
reparative effort required.

b) Motivational appraisal interview with a positive performance is
commonly called in practise an appreciative appraisal talk. Its
starting point is the knowledge that praise and appreciation are
important means of accumulation of involvement, loyalty and
participation of many employees and managers. In particular,
the expression of appreciation and positive evaluation raises
the satisfaction levels of the working effort and contributes to
high levels of motivation. Opposite opinions sometimes appear
pointing out to the fact that appreciative appraisals can be
“dangerous”. Some managers might be afraid of the fact that
employees could misinterpret words of appreciation as areas of
potential misuse of a situation, or even the offer of financial
remuneration. However, this opinion is inaccurate, whereas
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creative employees and managers (even though they do not
often openly admit it) nurture the feelings of being appreci-
ated by their superiors or colleagues. For this reason, it is very
important in this type of interview, to realise that the employee
believes that he/she is a valuable member of the working team
and for this reason the manager should observe his/her working
behaviour very positively and respect it. In this way, positively
perceived appraisal conversation is a strong motivation tool for
the professional as well as the non-professional future of the
employee.

3.4. Outgoing Interviews

Outgoing interviews in combination with outgoing question-
naires can be a valuable source of important information and knowl-
edge for the organization and its managing sections. This interview
is the final and hence the most necessary form of communication
and motivation meetings between the leaving employee and the
direct superior manager who represents the organization.

This process can be understood as an official interview between
the line manager (or a personnel department) and the employee
and the manager should endeavour to find the reason why the
employee chooses to leave the organisation, whilst at the same
time thanking him/her for their working contributions to the orga-
nization. At this time, it is paramount that the manager should
instil into the parting employee, as positive impression about the
organization as is possible. Therefore, the outgoing interview should
aim at motivation reinforcement of “future former” employees
attitude that they would cultivate a positive image of the organiza-
tion in the future.

From the point of view of systematic management and devel-
opment of human potential, we can suggest the realisation of these
basic types of outgoing interviews: forced leaving interview, retire-
ment interview, resignation interview (accepted by management)
and resignation interview (not accepted by management). From
this group of interviews, the most problematic types of interviews
are the Forced leaving interviews and Resignation interview not
accepted by the management of the organization (undesirable
leave).

a) Outgoing interview at forced resignation should be carried out
together with the so-called “sandwich effect”. Here, the manag-
ing director should explain to an outgoing employee the prob-
lems within the organization leading to the dismissal of the
worker even though his work output was positive. This outgo-
ing interview is recognised as the most unpleasant and traumatic
episode of an interpersonal interview. To alleviate negative
social impact of discharge it is necessary to conduct this inter-
view with an utmost degree of sensitivity, while at the same time
showing shared emotional reaction towards the dismissed
employee. If it is possible or feasible, the manager should suggest
ways in which the dismissed employee might renegotiate future
redeployment in case the situation in organization gets better
at a later date.

b) Outgoing interview of undesirable leave represents a motivation
interview with an employee who shows a desire to resign from
the organization but the management are reluctant to lose his
potential within the organization. In this situation, the role of
the director or a personnel manager is to hopefully persuade
the employee to reconsider his/her decision to resign his/her
post. This type of interview could be deemed as being an “anti-
outgoing” interview, as its aim is to reverse the decision of the
employee to resign from the organization. The processes and
subsequent results of this type of interview depend heavily on
the communication and motivation skills of the directing manager
in presenting the interview in such way as to stimulate the
employee to reverse his/her decision to leave the organization.

It is important to draw attention to the fact that there is a poten-
tial danger when using these types of interviewing techniques.
When trying to persuade an employee not to leave the organization
the management can offer him/her exceedingly attractive benefits,
which cannot and would not be offered to other employees at the
same level of work competence. This could result in the workforce
putting pressure on the organization to compensate all staff to the
same level, which would not be feasible or cost effective. That is
why it is necessary to carefully consider which stimulus is from
the viewpoint of the organization still effective (endurable), and,
at the same time, attractive enough for the employee who intended
to leave. 

The success of the interview depends on the intensity of the
desire of the employee not to work for the organization. If it is
obvious that the employee committed in his wish to leave the orga-
nization, the “anti-outgoing” interview will be unsuccessful. Nev-
ertheless, if the interview continues and the highly qualified and
valued member of staff is still required by the organization, the
manager will need to show a high degree of motivation effort, at
this stage. The fact that the employee has made a choice to leave
the organisation may be changed if he/she is made to question
his/her motivation and loyalty towards the organization.

4. Conclusion

Motivation of both employees and managers is the most impor-
tant and at the same time, the most difficult process of effective
management and development of human potential. Its difficulties
emanate from the continuity of basic systems of each motivation
effort.

In certain organizations these processes of selective, orientation,
appraisal and outgoing interviews can have positive effects on the
quality of existing systems of work within the parameters of human
potential. A supportive idea among motivated and developing 
employees and managers is that there will certainly be a higher ten-
dency to remain working within the organization longer and the
“turn-over” rate of staff will decrease. In this way, a long-time
employment will support the growth of productivity of human
potential specific for a given organization. [5]. Therefore, the moti-
vation effort, in spite of its intensiveness, has to be a fixed compo-
nent of dynamic management and development of human potential.
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