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NATS GRADUATE - Communication in Organisation 

 

● Today we are going to be collectively discussing our communications toolkit. 

● We have divided it into 5 main areas but they all have consistent links to 

teamwork as we believe that it is a crucial skill for any graduate, if they want 

to be successful in communicating within an organisation. 
 

 
 
I’m firstly going to be focusing on the leadership element of the toolkit 

 
 

 

 



 

 
 
I have considered the 3 main points regarding leadership, that I would like the graduates to 

take away from the comms toolkit. 

1.That they recognise that everyone has the potential to be a good leader with the right 

tools. 

2.That they know the importance of good leadership and its effect on a team 

3.We are hoping to remove the stigma associated with leadership and the negative 

connotations it might have due to its confusion with management. 

 

 
We will start with a very general question to get the graduates engaged. Which is: ‘raise 

your hand if you would typically describe yourself as a natural-born leader.’ Select one with 

their hand raised for the red team and the other with their hand down as the blue team 

leader so is typically a follower. This will come in handy in later activities. 

 



 

 
 

 
Can have negative connotations like being bossy 

Confusion of management and leadership is about guidance rather than dictating 

Leadership isn’t an innate quality you can learn to be an effective leader 

 

 
•This was inspired by theorist Raelin, 2016 

•As a practice rather than traits ‘made in the doing.’ 

Focuses on leadership outcomes such as achieving a collective sense of direction 
 
 



 

 
 
(Raelin LAP leadership-as-practice is less focused on what one person thinks or 
does is more focused on what people may accomplish together. Raelin clearly also 
reflects upon the parallels between effective leadership and effective team working.) 
All good having the theory need to demonstrate it actively to grads in the form of a 
fun activity  
 

 
The aim of the game is to get the most ping pong balls representing aeroplanes from 

one side of the room to the other – representing the airport. in the quickest time 

using only the selection of random objects to help you BUT you can not touch the 

ping pong balls with anything but the random objects supplied. 
 



 

 
 

 
The red team leader has claimed to be a natural leader, therefore, should be 

successful in leading his team with no guidance. 

This leads to chaos people grabbing the random objects to push the ping pong balls 

sending the 100’s of ping pong balls rolling around everywhere and not fast enough  

Where as: 

The blue team leader who has described themselves as not being a natural leader 

will be given skills and information which if they want they can generously share with 

their team to help them succeed. This knowledge is the fact that the scissors can be 

used to cut the basket ball in half then the two halves of the ball can be used to 

scoop up the ping pong balls transferring a large amount at a time rather than rolling 

one or two at a time. 
 



 

 
 

 
•The aim of the activity is to teach them that leadership is not innate but an acquired 

skill - with the right tools and willingness to share knowledge anyone can be a good 

leader. This effective leadership, in turn, leads to a successful team. 

•We want graduates to understand that all can be leaders and all can be followers. 

This is a crucial part of being a strong team - knowing when to give instruction and 

when to follow instruction. 

•This fun activity is the starting point at removing any negative connotations the 

grads may associate with leadership 

So then I considered...what tangible object could help promote this as well as a 

message we want to portray to which is the importance of teamwork. 



 

 
 

 
 
 
I came up with a practical accessory that could also help to promote NATS. 

It has a fun relation to NATS stereotypical aviator sunglasses worn by pilots and aims 

to remove the negativity surrounding leadership via the slogan on the arms of the 

sunglasses. ‘Every plane needs a pilot. Every team needs a leader.’  

Encouraging both leadership and teamwork. 
 

 
I will be focusing on Motivation, which can be defined as a set of reasons, or an enthusiasm 
for doing something. In an ideal world, everyone at NATS would be motivated by the 



 

 
 
enjoyment and satisfaction they gain from coming to work every day. However, as no two 
individuals are the same, we all have differing driving factors, for example: money, praise 
and power.  
 
In order to combat this, each graduate needs to be working to gain satisfaction and pride 
rather than striving to get promotions.  
 

 
When studying motivation, we can either be extrinsically motivated, or intrinsically 
motivated. It is widely considered that extrinsic motivation, which is an external source such 
as salary, promotion or praise, shouldn’t be relied on as if it is constantly received then the 
value is quickly diminished. Instead, we should strive to be intrinsically motivated, meaning 
that it is in control of the individual. This should be done through psychological rewards, 
such as feelings of satisfaction, competence and accomplishment.  
 



 

 
 

 
From this, I have considered the 3 essential elements in order to teach intrinsic motivation, 
which are what I want the graduates to take away from the session. These are: 

1. That they experience task satisfaction 

2. Develop critical thinking and problem solving 

3. Nurture their enthusiasm and genuine interest in a task. 
 

 
Intrinsic motivation has been proven to encourage persistency, creativity, conceptual 
understanding and optimal functioning. These are all essential qualities needed by any 
member of the NATS team to fulfil the values of working together and solving problems.  
 
Therefore, I have come up with a problem-solving game which promotes the sense of 



 

 
 
achievement which is necessary to become intrinsically motivated. 
 

 

The aim of the game is for the graduates to join together and tangle themselves up, 

and then attempt to untangle themselves into a circle again BUT without separating 

their hands. They must use verbal communication and teamwork to bond together 

and solve the problem in front of them, in this sense to get them untangled.  

 

 
To do the ‘human knot’ activity the graduates must be sorted into small groups of 6-8 
people and stand in a circle. Then someone should explain that they need to each hold out 
their right hands, and hold the right hand of the person directly in front of them. They 



 

 
 
should then hold out their left hands and hold the left hand of anyone in the circle.  
 
Now they are all tangled up, they must work to get themselves back into the original circle 
they were in without letting go of their hands. It may end up that some members of the 
group are facing the wrong way, and get them to stand in a circle.  
 

 

 
Team building activities have been proven to strengthen moral and force concentration to 
the sense of achievement. This activity will not only act as an icebreaker to start 
conversations between all the graduates but also develop the essential communication skills 
which are integral to every role at NATS. By forcing graduates into a situation where they 
must work together and use critical thinking in order to solve a problem can: 

- Replicate day to day activities at NATS 
- Inspire graduates to self-regulate their success through the feeling of satisfaction.  
- May also help to break down the formal atmosphere which can be seen at NATS.  

 
Herzberg developed Maslow’s hierarchy of needs to form his two-factor theory. He suggests  
that accomplishment and responsibility are more motivating than promotion and pay rises 
in the long term. This shows that employees are more motivated when they feel their work 
is meaningful, a feeling they will get from completing this activity.  
 

 



 

 
 

 
My activity was inspired by the theorist Herzberg. In 1959, he developed other existing 
theories of motivation to conclude that “true motivation comes from achievement, personal 
development, job satisfaction and recognition” (Herzberg 1959). This therefore indicates 
that in a professional setting, an employee will be more motivated to do the job through 
“intrinsic value and satisfaction they gain from the job itself” (Ball, 2003). In the ‘Human 
Knot’ activity the graduates should get a feel of this satisfaction and develop an excitement 
and interest for working for NATS. Therefore, they will be more motivated to not only come 
to work but will be excited to work to fulfil their role in the company.  
 
http://www.chinaacc.com/upload/html/2013/06/26/lixingcun841e7885772f4e7f907bf6272b18
5c41.pdf 
 

http://www.chinaacc.com/upload/html/2013/06/26/lixingcun841e7885772f4e7f907bf6272b185c41.pdf
http://www.chinaacc.com/upload/html/2013/06/26/lixingcun841e7885772f4e7f907bf6272b185c41.pdf


 

 
 

 
I propose that at the end of the session, the graduates are provided with a stack of post-it 
notes and tasked with writing down either which task made them feel that they have 
achieved something or write down a few words on how they felt. They should then stick 
these up on to a community board for all graduates and long-time workers to see every day. 
This will hopefully establish a strong sense of community, pride and satisfaction needed in 
order to maintain the intrinsic motivation necessary when working in this environment. 
Therefore in times where they are lacking motivation, they can look back on tasks which 
have made them feel pride. This will hopefully continue to motivate them.  

 

 
Though the activity I proposed in the motivation section of the toolkit is a practical one, the 
app will contain instructions and a video explaining how to run it, so that it can be used in 



 

 
 
the future. Furthermore, it will also contain a section where the graduates can send 
messages of motivation to each other, meaning that the app can be used not only during 
their induction week but also in the first few months of working there.  

 

 

 

 

 
Buchanon and Huczynski describe personality as “The psychological qualities that 
influence an individual’s characteristic behaviour patterns, in a stable and distinctive 
manner.” From this description, we can affirm that personality is an individual 



 

 
 
difference that makes everybody unique with different characteristics and it defines 
the aspects of our behaviour which need to be stable and enduring.  
 

 
Defining our personality helps to identify our unique characters and makes us 
understand the difference between individuals.  It also helps us to identify our 
abilities, skills and other important attributes and it may clarify us what role better 
suits you in a work environment. I think that NATS graduates would find this 
information very interesting and useful for their future in the company and that’s why 
I think Personality and Roles in Groups it’s so important.  
  



 

 
 

 
Getting into the theoretical aspects, there is a huge discussion about nature versus 
nurture: is it all in our genes? Or is it about our environmental influences? This 
theory, by Martin and Fellenz, is about what makes us establish our personality. I 
think personality is created in a more nurture way as in my opinion, us humans, are 
very influential and everybody with their family, friends, culture and experiences will 
get a type of personality and characteristics. Despite this, I don’t discard the idea of 
nature, as the genes also affect our personality and I am pretty sure we can get 
some characteristics from our genes.  
Another theory is the Nomothetic versus Idiographic, by Buchanon and Huczynski, 
and it’s about two ways of thinking regarding personality: it is the way of studying 
personality and how it can change or not as time goes by. Relating the nature vs 
nurture theory with this one, we could say nomothetic is seen as nature and 
idiographic is seen as nurture. Some of the characteristics of nomothetic are: it’s 
generic, it’s the study of large groups, personality comes from the genes and 
personality can’t change. However, idiographic focus on the individual, so it’s the 
study of individuals, the personality comes by social processes and personality is 
adaptable.  
 



 

 
 

 
The Eysenck’s trait clusters are a way of perceiving personality in two different 
profiles: extravert and introvert. According to this theory, everybody leans into one of 
the two profiles and, for example, in my case, I would see my personality as more 
extravert as I am very sociable, active and expressive. On the introversion side, we 
can find aspects such as inactivity, inhibition, careful and unsociable. 
And, finally, the two-sided self is the individual’s self-concept, where we need to think 
about these questions:  
How do I see myself, How do others see me, what do I expect from myself and what 

do others expect from me. 

 



 

 
 

 
Using this last point, the activity I’m proposing is making groups of 2-3 people 
between the NATS graduates and introduce themselves in a couple of minutes. After 
this short presentation, each individual should write down on a piece of paper three 
characteristics that they see on their colleague and, in another paper, three 
characteristics that they see on themselves.  
Straightaway, everyone will take the Belbin Team Role Questionnaire. “By using 
Belbin, individuals have a greater self-understanding of their strengths, which leads 
to more effective communication between colleagues and managers. Great teams 
can be put together, existing teams can be understood and improved, and everyone 
can feel that they are making a difference in the workplace.”-Belbin 
After doing the test, everybody is going to give the corresponding paper to the 
colleague they have written the characteristics about.  
  
The aim of this activity is that the graduates will be able to notice how others see 
them compared to how they see themselves and also will have the characteristics 
the test has given them.  
 



 

 
 

 
Do the activity between us before the presentation and present the papers with the 
characteristics of each with the results. 
  
Give also the example of the test that the graduates would do (3 documents with the 
questions).  
 
 
-----------------------------------------------------------------------------------------------------------------

-- 

 



 

 
 

 

Regarding to Buchanon and Huczynski, organisational culture represents “the shared values, beliefs 
and norms which influence the way employees think, feel and act towards others inside and outside 
the organisation”. 

OG is the personality of the organisation. It reflects how things are done within the organisation, 
how the employees perform their work and how employees relate to management, customers and 
the other employees. 

There are different types of organisational culture regarding to Mullins: a first one based on power, 
which the influence radiates from a control figure, a second one based on roles, this one works by 
logic and rationality controlled by rules and procedures, a third one using the power of the group, 
oriented to the job or project and the last one is based on the autonomy of each individual.  

 
-> builds and shapes reputation of the company and its image 
-> has an impact on performances and provides direction for the company  



 

 
 
-> creates a good atmosphere within the org to attract and retain motivated staff 
Values : Safe in everything they do (operational, physical, cyber, personal) ; passion ; teamwork 
and collaboration with integrity and respect ; innovation, challenge and problem solving 

 

•Graduates must match with the values and norms of the organisation to be fully integrated and 
efficient in their work. 

•Graduate’s new job will now take most of their time, so they have to enjoy their time at work to be 
happy in their life.  

•NATS wants its employees to go to work without dragging their feet and not to take it as a scourge. 
This is why the values, beliefs and norms such as team work, safety, respect, integrity, pride and 
passion must be highlighted during the induction program. 

•A strong but balanced organisational culture is important as it avoids resigns, turnovers, burnouts 
and even suicides caused by the working environment. 



 

 
 

 

Sharing (accomodation, car, food) => teamwork ; Events, nights out, activities => friendly 
relationships between the employees improving the communication ; charity fundraising => 
Implication and generosity 

 

- On the 1st day of the induction program, each graduate needs to write 3 words they would use to 
describe NATS and 3 values that are important to them. 
The graduates can start comparing their answers, everyone has a different view of the organisation 
but some words will be repeated. The words repeated will represent the vision/image the public 
holds about NATS.                                                                                                                                                - 
3 months after they officially started working in NATS they have to do the same exercise. The 
comparison of the two versions of the exercise will show the employees’ feelings about the 



 

 
 
organisational culture at NATS: if they are disappointed, surprised, happy, unsecure, etc..  => 
Employees satisfaction will lead to customer satisfaction                                                                            - 
Regarding the values they wrote about themselves, the graduates will be separated into 4 houses in 
a Harry Potter style, each one representing one important value of NATS that match them. 
Optimism and Ambition / Responsibility and Safety / Respect and Pride / Rationality and Integrity. 
It will increase teamwork and motivation. Some activities related to the different houses would be 
organized with small competitions.  

 

Everyday during the induction program and then every Friday, all the employees must wear the 
NATS polo that have been distributed at the beginning of the induction program                             => 
Pride and engagement towards the organisation                                                                                     =>  
less formal than during the rest of the week, more relaxed = enjoyable                                         => All 
the employees will wear the same polo, this will remind them that they all are in the same team = 
teamwork 
----------------------------------------------------------------------------------------------------------------- 

Conflicts  



 

 
 

 

 
Introduction: 

As Julie said, a disagreement could create a conflict between two parties with different              

ideas. 

How would you define conflict? 

According to Huczynski and Buchanan, organisational conflict is: 

‘A process that begins when one party perceives that another party has negatively affected,              

or is about to negatively affect, something the first party cares about’. 

Huczynski & Buchanan (2016, p.703)  
  

The reason why conflict should be explained to the graduates is because they are joining a                



 

 
 
big, new company for them, and they won’t be used to NATS way of working, how their                 

workers communicate to each other, to different departments, to their heads,… and these              

differences can disrupt the harmony in the organisation.  

This presentation is for the future workers of NATS, a large company, with many              

departments, levels, workers, ... therefore a place where coexistence and understanding           

among all of these has to work for the company to function effectively without conflicts.  

  

So, what I am going to explain is 

-      Different sources of organisational conflict that may occur in the company 

- The consequences that would cause a conflict in NATS, but also the benefits              

of it. 

-      And also, some conflict handling strategies and styles. 
  

 
Sources of organisational conflict: 

A conflict can occur in different ways, sometimes, it does not take more than an individual 

for the conflict to be created. 

This would be an: 

-      INTRAPERSONAL CONFLICT: where the conflict arises within the individual. 
This could be caused by ethical considerations, how much effort to put into a job, is                

staying at home or go to work, … Graduates (and also senior workers) may come               

into that conflict, because they don’t feel motivated with their job, or they don’t feel               

comfortable in their workplace, with their mates, … 

This environmental stress, due to severe competitive pressure, or the lack of motivation             

may come from an: 

- INTERPERSONAL CONFLICT: where a personal difference or a role          



 

 
 

incompatibility can cause a conflict between individuals. No two people          

are the same, so they don’t work the same way, they don’t act the same               

way, and these differences can cause a conflict. 
These two persons could work in different departments, or projects or they could be in the                

same team. In this case, it would be an: 

-      INTRAGROUP CONFLICT: where the conflict arises within a group. 
This type of conflict appears in a group where the participants share different ideas              

and attitudes when working, and this causes a general discomfort within the group             

and a bad working environment. This could also generate implications for team            

performance and member satisfaction. 

It could also be that the conflict arises between different groups. This would be an: 

- INTERGROUP CONFLICT: different groups exist in an organisation, and their           

bad communication, or lack of it, or some different opinions and attitudes            

working may cause the conflict. 
The last type of conflict I want to talk about is: 

- INTRAORGANISATIONAL CONFLICT: where the conflict appears within the         

organisation. Inside an organisation the information and communication        

should work if not it may cause this type of conflict. That’s one of the               

reasons we want to teach the graduates the importance of communication           

and how to communicate inside the organisation. 

 

The first thing that comes to our mind when we think of conflict is bad situations and 

consequences as discomfort, demotivation, differences, broken relationships, … but conflict 

in the organisation can be constructive or destructive for an organisation. 



 

 
 
  

Conflict does have bad consequences if the group doesn't manage to solve it. 

- It generates a negative climate and the trust levels can decrease making             

future conflicts almost inevitable. 

- People during a conflict lose objectivity, and it’s really harmful because            

they can start working against the organizational objectives. 

-      It develops a sense of frustration instead of cooperation. 

- And the organisation wastes a lot of resources with no resolution at the              

end. 
But conflict also has benefits if the team can manage to solve the problem.  

- It provides an individual a chance to think again and explore new             

perspectives to look at the issue. 

- It also provides new directions and ways in order to solve the conflict, and               

this brings innovation. 

- It’s also good to strengthen the group and make the participants of it more               

united between them during the process of solving the problem. 

 
According to Huczynski and Buchanan, conflict resolution is;  

“A process which has as its objective the ending of the conflict between the 

disagreeing parties” 

Buchanan and Huczynski, 2016, p.713 

We want to teach graduates the importance of it, and different conflict-handling strategies             

and conflict resolution approaches. 

  

According to (Thomas 1976) there are 5 types of strategies while handling a conflict: 



 

 
 

-      Accommodating 
Where you allow the party to achieve what they desire 

-      Avoidance 
Basically, is Ignoring the fact that there’s a problem 

-      Collaborating and problem solving  
Negotiating a win-win approach 

-      Competitive 
It’s a Win-at-all-costs approach 

-      Compromise 
Looking for an acceptable middle ground, so no one completely wins/loses 

  

And we also can learn about conflict resolution approaches (Whetton et al, 2000) 

•      Competing 
When the individual wants to win the conflict and thinks that the only way of solving it is by 

agreeing with its idea. 

·      Avoiding 
The individual stays neutral on the issue trying to avoid the conflict. 

·      Compromising 
Tries to find a solution the most acceptable for both parts to finish with the conflict as fast 

as possible. 

•      Accommodating 
It will accept the other party idea or position just to not let the conflict ruin the relationship 

and good environment between the two parties.  

•      Collaborating 
Try to find a fair outcome and solution for both parties to solve the conflict and 

disagreement. 

  

We might want graduates to think about it and try to discover which is their way of handling                  

and approaching with conflict, in order to know how to work with them and between them                

in future conflicts and disagreements. 

 



 

 
 

 

The activity for the conflict section for the graduates during the induction could be              

this one: 

Locked in.  

The approach is that the team has been locked in the office. The doors are closed,                

but it is not possible to tear them down or break the windows. Give the team 30                 

minutes to decide what 10 office items they would need to survive and sort them in                

order of importance. The objective of the game is to reach a unanimous agreement              

on the 10 elements and their classification at the end of the 30-minute period. 

  

After the 30 minutes activity its time to make them reflect about how they felt, how 

they managed to reach an agreement. How they worked with all the group. How 

they resolved all their differences, …  

This activity is about the communication and decisions making in a group to reach an 

agreement. 



 

 
 

 

I’ve chosen as a tangible element this stress ball with nats logo. One of the things I                 

wanted to transmit about the conflict to the graduates is that when a conflict arises,               

they should try to stay objective, think again about why the conflict appeared and              

how can they arrive at an agreement. 

So with this stress ball, they can use it during these conflict situations, and take a                

moment to breathe and think again. 

 

----------------------------------------------------------------------------------------------------------------- 

 



 

 
 

 


