
     Fourth Meeting 

       Wednesday, March 14, 2012 

PM 
CORNER 



Agenda 

• Coffee 

• Welcome Note 

• How to get your employees MAD 

– Mr. Taimoor Shah 

• Discussion 

• Group Photo 
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Motivated Employees… 
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Motivation 

A man, woman or child is 

motivated when he or she 

wants to do something 
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Back in 1969… 

Edward Deci, Carnegie Mellon University 

psychology graduate student & MBA from 
Wharton 

 

Intrigued by motivation 
but suspected that 

scholars and 

businesspeople had 

misunderstood it 
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Soma Puzzle Cube 
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Group A 

Group B 



First Session 
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Group A Group B 



Second Session 
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Group A Group B 



Third Session 
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Group A Group B 



The Twist 

 

After 2 drawings were assembled, Deci would 

walk out of the room on pretext of punching in 

the results in computer  

 

But actually watched what they were doing – 

would stay out for 8 minutes 
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Day 1 
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Group A Group B 



Day 2 
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Group A Group B 



Third Session 
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Group A Group B 



Money vs Interest 

Further studies concluded: 

 

"When money is used as an 

external reward for some activity, 

the subjects lose intrinsic interest for 

the activity" 
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Monetary Rewards 
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Today’s Presentation 

 

 

1. Flaws of reward-and-punishment system 

2. Newer approach to motivation 

3. A few tools and techniques to 2 
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Rewards and Punishment 

System 

Flaws of 
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15 Years ago… 
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The conventional view of human 

motivation has a very hard time 

explaining this result. 
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Fredrick Taylor 

Believed businesses were being run 

in an inefficient, haphazard way 

 

Workers are like parts in a 

complicated machine 

 

Reward the behavior you seek 

and punish the behavior you 

discourage 
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it worked! 

until 

it didn’t 
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Three Incompatibility Problems 

 

×How we organize what we do;  

 

×How we think about what we do;  

 

×How we do what we do 
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How we Organize What we do 
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Wikipedia represents a powerful 

new business model 

 

Open Source! 
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Open Source 

Open source depends on intrinsic 

motivation with the same ferocity that 

older business models rely on extrinsic 

motivation 
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Why do they do it? 

Enjoyment-based intrinsic motivation, 

namely how creative a person feels when 

working on the project, is the strongest and 

most pervasive drive 

 

“a set of predominantly intrinsic motives” - in 

particular, “the fun .. . of mastering the 

challenge of a given software problem” and 

the “desire to give a gift to the programmer 

community” 
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How We Think About What We Do 

2002 Economics Nobel Prize was awarded for 

revealing that: 

 

We weren't always rational 

calculators of our economic self-

interest and that the parties often 

didn't bargain to a wealth-

maximizing result 
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We are irrational  

and  

predictably so 
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How We Do What We Do 

 

Work, consists mainly of simple not 

particularly interesting, tasks. The 

only way to get people to do them 

is to incentivize them properly and 

monitor them carefully 
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Types of Jobs 

 

 

 

 

 

 

 

     Algorithmic                                   Heuristic 
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Carrot & Stick 

 

 

 

 

 

 

 

     Algorithmic                                   Heuristic 
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Creative Thinking 

 

33 



Creative Thinking 
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Routine Thinking 
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How to motivate? 

Newer approach 
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So what ticks people? 

Three ingredients: 

 

Autonomy 

Mastery  

Purpose 
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Autonomy 

2009, Jeff Gunther allowed his 22 employees to 

do something that most employees can only 

dream about:  

 

Set their own work schedules 
 

Results Oriented Work Environment 

ROWE 
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Money Matters 

Money is a threshold motivator. 
 

People must be paid well and be able to take 

care of their families.  

 

But once a company meets this baseline, 

dollars and cents don't much affect 

performance and motivation 
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Autonomy 

A sense of autonomy has a powerful effect on 

individual performance and attitude 

 

The businesses that offered 

autonomy grew at four times the 

rate of the control-oriented firms 

and had one-third the turnover 
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Autonomy over: 

Task 

Time 

Technique 

Team 
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Task 

Employees spend one day a week working on 

a side project.  

 

Some Googlers use their "20 percent time" to fix 

an existing product, but most use it to develop 

something entirely new 
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Result? 
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Time 

The first large company to go ROWE was Best 

Buy - not in its stores, but in its corporate offices 

 

The company had a reputation for punishing 

hours and intrusive bosses - and it was paying 

the price:  

Lost talent 
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Result? 

Productivity has increased by 35% 

 

Voluntary turnover is 320 basis 

points lower than in teams that 

have not made the change to 

ROWE 
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Technique 

Call Centers in US & UK: annual 

turnover rates 35% - double the rate 

for other jobs.  

 

In some call centers the annual 

turnover rate exceeds 100 percent,  
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Technique 

Zappos.com, new hires undergo training for 

one week 

 

At the end of training, option to leave with 

$2000 offered 

 

Rest, well paid and with autonomy over 

technique 
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Technique 

 

Their job is to serve the customer 

well; how they do it is up to 

them. 
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Team 

One reason people are drawn to 

entrepreneurship is to build their own team! 

 

Fewer organizations are discovering the 

benefits of offering amount of freedom to 

choose team 
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Team 

Grocery chain Whole Foods – department 

heads don’t do hiring – team does! 

 

At W. L. Gore & Associates, anybody who 

wants to rise in the ranks and lead a team must 

assemble people willing to work with him/her. 
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Mastery 

Control leads to compliance; autonomy leads 

to engagement 

 

Leading us to second element:  

 

The desire to get better and 

better at something that matters 
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Mastery 

Engagement as a route to mastery is a powerful 

force in our personal lives 

 

Csikszentmihalyi during study of plays observed 

the 

 

“autotelic experiences” 
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Autotelic Experiences 

 

The goal is self-fulfilling; the 

activity is its own reward 
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Autotelic Experience 

 

The relationship between  

what a person had to do  

and  

what he could do  

was perfect 
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Intrinsic Motivator 

The urge to master something new 

and engaging-was the best 

predictor of productivity. 
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Tight Rope… 

Major source of frustration in the workplace is  

 

the mismatch between 

what people must do and 

what people can do 
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Turning the tide 

 

Extrinsic rewards can turn 

play into work. But it's also 

possible turn work into play 

 
Even in low-autonomy jobs, employees can create new domains 

for mastery 
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Purpose 

 

The most deeply motivated people 

hitch their desires to a cause larger 

than themselves 

 
The new paradigm doesn't reject profits, but it places equal emphasis 

on purpose maximization 
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Techniques for Motivation 

The new paradigm 
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1. Try 20 Percent Time 

How much will it cost?  

What if it doesn't work? 

 

Start with 10 Percent: One 

afternoon in a five-day work 

week 
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2. Peer-to-Peer Rewards 

 

At any point, without asking permission, 

anyone in the company can award a 

$50 bonus to any of his/her colleagues 
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3. Autonomy Audit 

How much autonomy do the 

people in your organization 

really have? 
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4. Give up Control 

 

Involve people in goal setting 

 

Use non-controlling language 
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5. Pronoun Test 

 

They 
or  

We 
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6. Design for Intrinsic Motivation 

Create an environment that makes 

people feel good about participating 

 

Give users autonomy 

 

Keep the system as open as possible 
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Closing Remarks 
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When it comes to motivation, 

there's a gap between what 

science knows and what business 

does 
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