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Dan Ariely : Payoff: The Hidden Logic That Shapes Our Motivations (TED Books) before purchasing it in order
to gage whether or not it would be worth my time, and all praised Payoff: The Hidden Logic That Shapes Our
Motivations (TED Books):

69 of 71 people found the following review helpful. If you haven't read any of Ariely's old books, ...By Chiedoziel f
you haven't read any of Ariely's old books, this might bring new insight into the story of motivation, but if you have,
it'sal the old motivation experiments discussed in Predictably Irrational and The Upside of Irrationality stretched out
into short chapters, with not much new stuff.2 of 2 people found the following review helpful. great summaryBy Steve
FeldmanA nice short book that describes afew key features of human motivation. | enjoy Prof. Ariely'swork. | like
his style and the science.1 of 1 people found the following review helpful. Insightful as awaysBy CostaThanks, Dan!


http://f3db.com/pub/links.php?id=B01CO34D12

I'd really love to see alarger theory of human motivation. This book is fantastic at pointing out the strangeness of
human motivation, which is a powerful input into what might someday be a holistic theory of human motivation. An
algorithm in effect that can predict human behavior to some degree. Thanks again! Always insightful peering into your
brain.

Bestselling author Dan Ariely reveal s fascinating new insights into motivationmdash;showing that the subject is far
more complex than we ever imagined.Every day we work hard to motivate ourselves, the people we live with, the
people who work for and do business with us. In this way, much of what we do can be defined as being
Idguo;motivators.rdquo; From the boardroom to the living room, our role as motivators is complex, and the more we
try to motivate partners and children, friends and coworkers, the clearer it becomes that the story of motivation isfar
more intricate and fascinating than wersguo;ve assumed. Payoff investigates the true nature of motivation, our partial
blindness to the way it works, and how we can bridge this gap. With studies that range from Intel to a kindergarten
classroom, Ariely digs deep to find the root of motivationmdash;how it works and how we can use this knowledge to
approach important choicesin our own lives. Along the way, he explores intriguing questions such as: Can giving
employees bonuses harm productivity? Why istrust so crucial for successful motivation? What are our misconceptions
about how to value our work? How does your sense of your mortality impact your motivation?

About the AuthorDan Ariely, James B. Duke Professor of Psychology and Behavioral Economics at Duke University,
is afounding member of the Center for Advanced Hindsight. He is the author of Payoff and the New Y ork Times
bestsellers Predictably Irrational, The Upside of Irrationality, and The Honest Truth About Dishonesty.Excerpt. copy;
Reprinted by permission. All rights reserved.Payoff 1 How to Destroy Mativation, or: Work as a Prison Movie Why
itrsquo;s astonishingly easy to demotivate someone Life is never made unbearable by circumstances, but only by lack
of meaning and purpose. mdash;Viktor E. Frankl A few years ago, | was invited to speak about the topic of decision
making to a group of afew hundred engineers at a big Seattle-based software firm. During the years before | met
them, the mandate for this carefully recruited, experienced, and brainy bunch had been to create something fabulously
innovative that would become the next big thing for this staid software company. The engineers dove into the
challenge with enthusiasm. They conducted tons of research. They built an almost-working prototype. They were all
proud of their work, having spent long hoursmdash;including evenings and weekends away from their
familiesmdash;to make this awesome thing happen. They believed their invention would transform their company and
make it the innovation giant it should have been. After a short introduction, | started talking about some research that |
was working on. | began by describing a set of experiments that Emir Kamenica (a professor at the University of
Chicago), Drazen Prelec (aprofessor at MIT), and | had carried outmdash;studies that unexpectedly resonated with the
engineers.4 In these experiments, we asked participants to build some Lego Bionicles. These are marvelously weird

L ego creatures that kids can creatively assemble in many different ways. We picked Bionicles as the object of our
investigation because the joy of Lego is amost universal across cultures and ages, and because building with them
resembles, at least conceptually, the creative process that is so central to innovation in the workplace. We divided the
participants into two different conditions. We offered the participants in one group $2 for the first Bionicle they built.
Wetold them that at the end of the experiment, we would disassemble the Bionicles, put the pieces back in the box,
and use the same Bionicle parts for the next participant. The participants seemed perfectly happy with this process.
After these participants assembled their first Bionicle, we placed their completed creations under the table for later
disassembly. We then asked: Idquo;Would you like to build ancther one, thistime for eleven cents less, for
$1.897rdquo; If the person said yes, we gave him another one, and when they finished that one, we asked, |dquo;Do
you want to build another?rdquo; this time for $1.78, another for $1.67, and so on. At some point, the participants said,
Idquo;No more. Itrsquo;s not worth it for me.rdquo; On average, participants in this condition built eleven Bionicles
for atotal take-home pay of abit more than $14. The participantsin the second condition were promised the same
amount of money per Bionicle, so they had the same financial incentive. But this time, as soon as they finished
building a Bionicle and started working on the next one, we began disassembling their completed Bionicle. Right
before their eyes. Once we finished undoing their work, we placed the parts back in the box. The first group built their
Bionicles in what we called the [dquo;meaningful rdquo; condition, so called because they were alowed to feel that
they had completed their work satisfactorily. We called the second condition the dquo;Sisyphicrdquo;
conditionmdash;named after the ancient Greek story about Sisyphus, who was condemned by the gods to roll a
boulder up ahill only to haveit roll down again and again for eternity. Those in the Sisyphic condition managed to
build an average of seven Bioniclesmdash;four fewer than those in the ldquo;meaningfulrdquo; condition. As|
described this experiment to the engineers, | added that we also looked at individua differencesin terms of Lego love.
Some people are naturally enthusiastic about building Bionicles, while others not so much. We wanted to see how this
individual difference translated to productivity. In the meaningful condition, some participants were unenthusiastic
about making Bionicles, so they made fewer of them. In contrast, those who loved making these creations were happy
to assemble them for relatively small amounts of money. Basically, people who loved the task kept on going because



they enjoyed the process and found meaning in it. (Of course, we werenrsquo;t talking about Meaning with a capital
M. These folks werenrsquo;t curing cancer or building bridges; they were building plastic toys, and they understood
that their creatures would be taken apart quite soon.) But herersquo;s what was so interesting: In the Sisyphic
condition, we discovered that there was no relationship between the internal joy of making Bionicles and productivity.
Those who werenrsquo;t terribly excited about Bionicles created about seven of themmdash;the same number as those
who loved building them. In general, we should expect that those who love Bionicles would build more of them, but
by dismantling their creations right before their eyes, we crushed any joy that the Bionicle-loving participants could
get out of this otherwise fun activity. As | was describing these results, one of the chief engineers stopped me.
Idquo;We completely understand the experiment yoursquo;re talking about,rdquo; he said, ldquo;because wersguo;ve
all just been part of the Sisyphic condition.rdquo; They all nodded in sorrowful agreement. The chief engineer
continued talking. ldquo;Last week, our CEO told us that our project was canceled, that the whole initiative was going
to be scrapped, and that soon we would be assigned to other projects.rdquo; Up to that point, | had wondered why the
people sitting in front of me were so lethargic and depressed. Now | understood. Idquo;Y our situation,rdquo; | told
them, ldquo;is also the way that some movies depict breaking the spirit of prisoners. Does anyone here remember the
famous prison-yard scene from the movie The Last Castle?rdquo; Several people nodded. In the movie, Robert
Redford plays the role of Eugene Irwin, a court-martialed three-star lieutenant general who is sentenced to ten yearsin
prison. Soon after he is imprisoned, he challenges the warden over the bad treatment of prisoners and is punished for
insubordination. His punishment is to move enormous rocks from one side of the prison yard to another. The task is so
daunting that many of the prisoners think he will pass out before finishing; others cheer him on. After hours of back-
breaking work, Irwin manages afinal push of energy. He pulls up the last huge rock, carriesit across the yard, and
dropsit triumphantly onto the pile. The prisoners go wild. It looks like a happy endingmdash;until afew seconds later
when the warden tells the prisoner hersquo;s not finished with the job and orders him to put the rocks back.



