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The Human Brain: Thought,

Behavior, and Emotion

Frontal lobe controls:
* Thinking

- Planning

= Organizing

« Problem salving

» Short-term memaory

- Movement
- Personality
= Emctions

- Behavior

Parietal lobe:
* Interprets sensory
information, such

as taste, temperature,
and touch

Temporal lobe:
* Frocesses information

\ I

from the senses of smell,
taste, and sound

Occipital lobe:

« Plays role in memory - Processes images fromthe eyes

storage

« Links information with images
stored in memory




“INTRODUCTION

A man sits by himself in a quiet room. He is not watching TV,
using a computer, listening to the radio, or receiving any type of
input from the outside world. He is simply sitting there.

Suddenly, for no apparent reason, the man stands up. He
stretches and looks around the room. He paces back and forth
for a moment, then walks to the window. A smile appears on his
face as he leans on the windowsill and gazes outside.

Why did the man do these things? Though an observer can
guess at the reasons —perhaps the man was stiff or bored, heard
a noise outside, or saw someone he knew—only the man himself
knows for sure. Cne thing is certain, though: Something caused
the man to spring into action. This something is known in psy-
chological literature as motivation. In everyday language, it is why
people do the things they do.

Motivation is the process that initiates, guides, and maintains
goal-oriented behavior. Although mativation cannot be measured
or quantified, it definitely exists—and by studying people’s be-
havior, scientists can make guesses about the motivation behind
those people’s actions. As scientist Jeffrey S. Nevid explaing, “We
don't actually cbserve a motive; rather, we infer that one exists
based on the behavior we observe.™

Psychologists have been trying to understand maotivation in a
more precise way since their fields earliest days. Many theories
have been developed, and different views have been popular at
different times. Today it is widely accepted that motivation involves
a mix of biclogical, social, emotional, and cognitive factors. This
mix is in constant flux, changing moment by moment relative to a



person's body, mood, thoughts, and surroundings. As a result, a
person's motvation—and ultimately his or her behavior—varies in
unpredictable ways.

To complicate things even further, it is now understood that
many behaviors are caused by mixed motives. In other words, a
person can have many different reasons for doing something. An
example is a male student who takes a bathroom break. The stu-
dent’s primary motivation is the physical need to urinate, but the
fact that he seeks a restroom rather than a bush is motivated by
social norms. His choice of the men’s room instead of the wom-
en's room, too, is motivated by his desire to follow the social rules
he has been taught. The student’s ultimate behavior depends on
all of these factors.

Whatever its source, motivation is known to have three main
components. It consists of activation, which is the desire to initi-
ate a behavior; persistence, which is continued effort toward a
goal even though obstacles may exist; and intensity, which is the
concentration and vigor applied toward

achieving the QDEL
WORDS IN Some goals are easy to achieve and
CONTEXT require only a low level of mativation. If a

woman realizes she has run out of milk,

The watth':? for instance, the need for mik activates
Process a trip to the grocery store without much
initiates, guides, and . .
maintains goal-oriented deep thought or evaluation. Upon arriv-
behavior. al, the woman has to circle the parking

lot a few times to find a spot—but she

persists in the face of an easy obstacle.
Inside the store, she is fully focused on buying milk and does not
become distracted by the “buy one, get one free” piles of goods.
In other words, she has sufficient intensity of motivation to get the
job done.

For harder goals, a much higher level of motivation is need-
ed in all three areas. For example, a high school student who
is deciding whether or not to apply to college knows this pro-



Some actions require more
motivation to finish than others do.
The process of applying to college,
for example, is a complex one that a
high school student must possess a
great deal of motivation to complete.

cess will take great effort, so simply reaching the activation phase
might take a lot of thought and soul searching. After activation,
the student must show great persistence and intensity to walk
through all the steps and obstacles of college application —taking
the required tests, finding and printing out application forms, fill-
ing them out, assembling the required paperwork, preparing for
alumni interviews, and so on. By starting and then continuing to
tackle this daunting series of tasks, the student demonstrates a
very high level of motivation.

Buying milk and applying to college are wildly different tasks. But
they are alike in one key way: They either get done, or they do
not. There is no in between. After al, people do not partly buy milk
or partly get into college. They succeed, or they fail.



Motivation alone does not completely account for this out-
come, of course. A person might be extremely motivated to buy
milk and try very hard to achieve this goal—but if the world’s dair-
ies are on strike and no milk is available, he or she will still fail.
On the flip side, a student might be very unmotivated to apply to
college and might do a poor job on the application process—or
even skip it altogether —vet still gain admission because his or her
aunt happens to be the college president.

So it cannot quite be said that motivation is the key to suc-
cess. But it would be fair to say that it is a major factor in most
circumstances. Certainly, studying motivation can help explain
why some people accomplish great things in life, while others
never seem to get much done at all. By understanding the many
factors that play a part in this difference, people can learn how to
increase their own motivation levels—and in turn, how to maxi-
mize their chances of success.
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“CHAPTER 1

In his book Drive, business motivation expert Daniel H. Pink de-
scribes the earliest history of human motivation, some fifty thou-
sand years in the past. "We were trying to survive,” he writes.
“From roaming the savannah to gather food to scrambling for
the bushes when a saber-toothed tiger approached, that drive
guided most of our behavior. . . . It wasn't especially elegant, nor
was it much different from those of rhesus monkeys, gant apes,
or many other animals. But it served us nicely. It worked.™

But then, says Pink, something changed. People got smarter,
and they formed more complex societies. At this point, he says,
“an operating system based purely on the biological drive was in-
adequate. . . . And so in a feat of remarkable cultural engineering,
we slowly replaced what we had with a version more compatible
with how we'd begun working and living. . . . Humans are [now]
more than the sum of our biological urges.™

This idea, though expressed by Pink in 2009, is not a new
one. Psychologists have long agreed that while biology still mo-
tivates people in modern times, it is only one of many possible
factors in human behavior This basic idea, however, is where
the agreement ends. Qver the decades, different scientists have
championed all sorts of theories about human motivation. A look
at these theories reveals that there may be many reasons why
people do the things they do.

The earliest thec:ry of motivation focused on biG|DQiCE.l| tenden-
cies, also referred to as instincts. PEy‘ChDLDQiEi William Mc-
Dougall first proposed the instinct theory in the early 1900s.
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McDougall defined instincts as goal-oriented behaviors that oc-
cur naturally and automatically in a species. In animals, instincts
include behaviors such as migration and nest building. The ani-
mals do not have to learn these behaviors; they are born or
hatched knowing how to do them. In

humans examples include the rooting

WORDS IN reflex, which is the tendency of new-
CONTEXT borns to move their head around and
i“st-.,lct search for a ni pple, and the maternal

A goal-oriented
behavior that occurs
naturally and auto-
matically in a species.

instinct, which is said to be an irresist-
ible urge for mothers to protect their
children.

McDougall studied people'’s actions
to find as many examples as possible of

inborn, automatic behavior. He eventu-
ally identified eighteen instincts —including comfort, hunger, curi-
osity, and sex—that he said motivated all human activity. Without
these instincts, he said, people would simply stop functioning.
“Take away these instinctive dispositions with their powerful im-
pulses, and the organism would become incapable of activity of
any kind; it would lie inert and maotionless,™ he declared.

Some other scientists of the era agreed with McDougall's
general idea, although their definitions of human instinct differed.
Williarm James, sometimes called the father of American psychol-
ogy, came up with his own expanded list of thirty-seven instincts.
Psychoanalyst Sigmund Freud took the opposite approach, boil-
ing all instincts down to just two categories: actions related to
survival (life) and those related to self-destruction (death). Every-
thing people did, Freud said, was motivated by one of these two
overarching goals.

Instinct theories of motivation were popular in their time, and
there is no doubt that they do explain some aspects of human
behavior. Today, though, psychologists feel that instinct theories
are incomplete. They believe that humans are motivated by much
more than mere biology. While instincts certainly should be con-
sidered, they cannot completely explain why people do the things
they do.

12



Like the instinct theory, the drive-reduction theory of motivation
focuses on biology. First proposed by psychologist Clark Hull in
1943, this theory suggests that people always seek to be in a
state of internal balance, called homeostasis. This ideal state,
however, can be disrupted by drives—needs that are either phys-
ical (such as thirst) or directly related to a physical need (such as
the need for maoney to buy a beverage).

The disruption of homeostasis, says the drive-reduction the-
ory, is very unpleasant. A person in a disrupted state is therefore
highly motivated to correct the imbalance, and he or she will take
action to solve the problem. A thirsty person, for example, might
walk to the kitchen and drink a glass of water. If the person is out
running errands, he or she might stop at a convenience store
and buy a soda. Either way, the action is motivated by the drive
of thirst. Once the imbalance is corrected, the motivation disap-
pears, and the behavior stops.

Pioneering psychoanalyst Sigmund
Freud (pictured) believed that all
human behavior stems from one of
only two instincts. These instincts
are, according to his theory,
actions related to survival and

actions related to self-destruction.
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The drive-reduction theory, like the instinct theory, seems to
explain some aspects of human motivation. But it leaves many
questions unanswered. Forinstance, it cannot account for the fact
that people sometimes fast for days or even weeks to achieve a

WORDS IN
CONTEXT

drive
An excited state that
arises from a need. It
motivates an organ-
ism to act in ways
that will satisfy the
need.

state of atered consciousness. Although
these people must be extremely hungry,
their physical need does not motivate
them to eat; they resist this urge in order
to pursue a different goal.

The drive-reduction theory also can-
not explain actions that occur in the ab-
sence of physical drives. For example,
someone who has just eaten dinner
may unexpectedly land in a social situ-
ation in which food is being served. Al-

though the person is not hungry at all,

he or she might eat again just to be po-
lite. This behavior may actually disrupt the person’s homeostasis
by resulting in a state of being uncomfortably full. But he or she
does it anmyway because in this situation, social norms are more
motivating than physical needs.

Closely related to the drive-reduction theory, and developed
around the same time, is the arousal theory of motivation. This
theory also states that people are trying to achieve an internal bal-
ance. But the theory holds that rather than trying to reduce ten-
sion, as in the drive-reduction model, people are trying to achieve
the perfect level of arousal (physical and mental stimulation).
For example, a person whose arousal level drops too low might
feel bored and might respond by going out to see a movie with
friends. A person whose arousal level gets too high might leave a
noisy party and go sit in a quiet place for a while.

The perfect level of arousal varies widely from person to per-
son. Some people like high levels of arousal and constantly seek
out stimulating environments. Photographer Bre Thurston places
herseff in this category. “l can’t stand being bored so | take on a
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few too many things at once in order to stay busy, but | wouldn't
have it any other way,™ she says.

Other people cannot tolerate heightened arousal states and feel
strongly motivated to avoid them. Ina 2013 article, actress Tina Lif-
ford recals a moment she felt this way. “l was in an argument with
a boyfriend. He kept teling me he wasn't

arguing, he was trying to have a conver-
sation, [but] t made me uncomfortable. WORDS IN
... | felt overwheimed. - .. | jumped up CONTEXT

and headed towards the bedroom door.™
. arousal

Lifford’s urge to leave the room was an

o _ An organism’s physi-

instinctive attempt to reduce a high and 2l el S

greatly gncc:mfc: rtable arol .IE.E.'|| level. | amotional excltement
As s true of all theories of motiva-

. levels.

tion, the arousal theory seems to apply

to some situations but not others. Psy-

chologists agree that people do, in fact, have different optimal
arousal levels and that they are motivated to find their perfect
balance. However, the theory is compromised by the fact that
people can overcome their natural tendencies.

The ending of Lifford's story is a case in point. The actress
ulimately did not flee the conversation that was causing her so
much emotional distress. Instead, she took a deep breath, stayed
in the room, and struggled through the rest of the encounter. In
other words, she chose to stay overstimulated —an outcome that
contradicts the basic idea of the arousal theory.

By the mid- to late 1940s, it had become obvious that there were
too many holes in the instinct, drive-reduction, and arousal theo-
ries of motivation. Psychologists started trying to plug these holes
by adding new elements to the picture. One of these elements
was the idea of incentives, or rewards for action. By introducing
this concept, scientists hoped to explain why people’s behavior
was more than just the sum of their biological needs.

The incentive theory is straightforward. It states that a person
will be motivated to do something if he or she gets a reward for
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this behavior. A reward can come in many forms. The delicious
taste of a cookie, for example, is a reward for eating. A crisp

WORDS IN
CONTEXT

incentive
Something that moti-
vates behavior. Incen-
tives can be positive,
such as rewards, or
negative, such as
punishrments.

twenty-dollar bill is a reward for mowing
a neighbor's lawn. An approving smile
and a "Well dong” is a reward for meet-
ing a parent’s expectations.

One strength of the incentive theory
is that it takes individual differences into
account. Not all people find the same
things rewarding, and this fact helps
explain why motivation varies so greatly
from person to person. As psychologist
Douglas Bernstein puts it, "Differences

in behavior from one person to another

or frorn one situation to another can be
traced to the incentives avaiable and the value a person places on
those incentives at the time.™
The incentive theory also helps explain why the same per-
son’s motivation levels might change from one circumstance to
another —it all depends on the size of the reward. A child who
is offered one dollar to wash the family dog might feel unexcited
about the chore and might even try to get out of doing it. But if
the same child is offered one hundred dollars, the result will prob-
ably be very different. The incentive is high, and therefore the
motivation is high as well.

Although incentive theories provided some insight into human mo-
tivation, many psychologists felt that these theores were too nar-
row in scope. Key among this group was Abraham Maslow, who
in 1943 proposed what is known as a humanistic theory of motiva-
tion. The word humanistic suggests that the theory focuses spe-
cifically on humans, with their unique needs and abilities, rather
than on all organisms. In particular, a humanistic theory takes peo-
ple’s thoughts, intelligence, and reasoning abilities into account.
In Maslow's view, people have what he termed a hierarchy
of needs. There are five levels in this hierarchy, which is usu-
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ally depicted as a pyramid. At the base of the pyramid are the
physiological needs for food, drink, sleep, warmth, and so on.
The second level includes safety needs such as protection from
the elements, order, stability, and freedom from fear. The third
level includes needs for belonging, acceptance, emational con-
nection, and love. The fourth level includes what Maslow called
esteem needs, such as the desire for independence, success,
dominance, and self-respect. The fifth level makes up the tip of

Metamotivation

Long after psychologist Abraham Maslow introduced his famous hierarchy of
needs, he continued fo study the topic of human motivation. He eventually came
to believe that there was a sixth level beyond his hierarchy. Maslow dubbed
this level “metamotivaiion.” This is a state in which a person no longer pursues
selfish goals but rather is concerned with intrinsic values such as truth, beauty,
goodness, excellence, simplicity, and so on. This state is possible only when all
other lower-level needs have been met.

When Maslow was first developing this idea, he felt that intrinsic values were
not included in humans’ biological programming. He thought they developed
only under particular, unusual circumstances and only for a small percentage of
people. His use of the prefix meia, which means “beyond,” reflected this idea:
Metamotivation and metabeliefs were beyond what most people were capable
of achieving.

Later in life, however, Maslow changed his mind. He came to believe that all
people were in fact capable of this highest possible level of functioning. “The so-
called spiritual . . . life is clearly rooted in the biological nature of the species,”
he wrote in 1971.

But the fact that metamotivation is possible for everyone does not mean it is com-
mon. This state is hard to reach and hard to maintain. Maslow believed only a small
number of people would ever experience the ultimate level of human motivation.

Abraham H. Maslow, “The Good Life of e Saif-Actualizing Person,” in Readings in Muman Development: A
Humanistic Approach, ed. Theron M. Govin. Mew York: MSS Information Corporation, 1874, p 53,
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This diagram depicts what Abraham
Maslow referred fo as a hierarchy of neads,
which he used to explain motivations
bahind human behavior. Maslow theorized
that humans are motivated to satisfy the
lower-level goals at the bottom of the
pyramid before pursuing higher-level goals.

morality,
creativity,
spontaneity,
problem solving,
lack of prejudice,
Self-actualization acceptance of facts
self-esteem, confidence,
achievement, respect of others,

respect by others

Love/belonging riendship, family, sexual intimacy

security of: body, employment, resources,
%’ morality, the family, health, property

breathing, food, water, sex, sleep, homeostasis, excretion

Physiol.ogical

the pyramid and consists of needs related to self-actualization, or
seeking growth and achieving one’s full potential in life.

Maslow’s theory states that people are motivated to pursue
lower-level goals before higher-level goals. A person who is hungry,
for example, will be motivated to find food before seeking satisfac-
tion of needs that fall into levels two, three, four, and five. After the
person eats, hunger ceases to be a motivator, and second-level
goals become interesting. If the person satisfies all second-level
needs, he or she moves up to the third level; when the third level is
satisfied, the fourth level can be broached. Only after all of these lev-
els have been conquered, says Maslow, will a person be motivated
to tackle the fifth-level goals related to personal growth.

In a classic 1943 article, Maslow explained his thinking in
terms that are easy to understand and accept. "A want that is
safisfied is no longer a want. The organism is dominated and its

18



behavior organized only by unsatisfied needs,” he said. “If hun-
ger Is safisfied, it becomes unimportant in the current dynamics
of the individual.”® By using the term current dynamics, Maslow
accounted for differences in motivation from one moment or cir-
cumstance to another.

Maslow's hierarchy of needs went a long way toward explaining
hurman motivation, and it has stood the test of time as an impor-
tant psychological concept. It is still taught and used in various
areas of study in the present day.

As it relates to motivation, however, Maslow’s hierarchy has
some shortcomings. In particular, critics feel that it does not ac-
count for the fact that people sometimes have several needs at
once and may try to multitask in meeting them. For instance, a
person who goes out to dinner with friends is meseting a level-one
need for food and drink but simultaneously satisfying a level-three
desire for social connection.

In 1969 psychologist Clayton Alderfer proposed a modified
version of Maslow’s hierarchy that addresses this problem by
compressing Maslow’s five levels into three: existence, related-
ness, and growth (ERG). In the ERG model, the existence level
forms the base of the pyramid and combines Maslow's levels one
and two. Relatedness is the second level and includes Maslow’s
level three and some parts of level four. Growth is the tip of the
pyramid and includes everything remaining.

Like Maslow's hierarchy, the ERG theory states that lower-level
needs are more urgently motivating than higher-level needs. But Al-
derfer differs from Maslow by suggesting that needs from different
levels can be motivating at the same time. He also acknowledges
that needs vary based on the person, the circumstances, and even
the time of life. For example, someone in his or her twenties may be
motivated to go on lots of dates— but by the time the same person
reaches his or her fifties, he or she might be much more interested
in personal growth than romantic connection.

ERG theory also accounts for regression, or “backward prog-
ress.” According to Alderfer, if higher-level needs are too hard to
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Is Motivation Cenetic?

Scientific studies suggest that many personality traits are programmed into
people’s genes. According to a 2015 paper, motivation is probably included in
this group.

The paper in question is a twins study. Twins studies compare data from
identical and fraternal (nonidentical) twins. Identical twins have the same ge-
netic code, while fraternal twins do not. So if a study can show that identical
twins are much more alike than fraternal twins in a certain way, the difference
may have a biological basis.

The study authors summarized data from about thirteen thousand identical
and nonidentical twins (about sixty-five hundred pairs in all) aged nine to six-
teen years. They looked at two particular traits: the enjoyment of learning and
self-perceived academic ability. Both of these traits had been shown in previ-
ous studies to affect motivation levels. The authors hoped to find evidence that
identical twins tended to be alike in these ways.

Analysis of the data backed up this hypothesis. It showed that identical twins
are in fact far more alike in their motivation levels than fraternal twins. This
correlation held up across different academic subjects, ages, and cultures, sug-
gesting that it is robust (scientifically strong). It seems that when it comes to
motivafion levels, the differences really might be written in our DNA.

meet, a person will become frustrated and unmotivated. He or
she wil go back to pursuing lower-level goals that have a greater
chance of success.

The idea of success is also important in the expectancy theory
of motivation, first proposed by business school professor Vic-
tor Vroom in the mid-1960s. According to this theory, people
think about the future and imagine what might happen if they
do certain things. If a person expects a positive outcome, he or
she will be highly motivated to pursue a goal. If the person ex-
pects a negative outcome, motivation levels will be much lower
or nonexistent.

20




Vroom breaks motivation down into three key parts that he
called valence, instrumentality, and expectancy. Valence refers to
the value a person places on an outcome. Instrumentality refers to
whether a person feels he or she has an important personal role
to play in the outcome —in other words, whether the person is
instrumental to a goal's success. Expectancy refers to a person’s
belief that he or she possesses the skills or knowledge to achieve
the goal. The higher the valence, instrumentality, and expectancy
of a goal, the more motivated a person will be to pursue it.

This theory can be understood through the example of a per-
son with an engineering degree who is looking for a job and has
the choice of applying for either Job 1, a well-paying engineer-
ing position, or Job 2, a low-paying construction job. The instru-
mentality of these goals is probably similar, but the valence and
expectancy are much higher for the engineering job. Expectancy
theory would therefore predict that this job hunter would be more
motivated to apply for Job 1 than Job 2. However, the prediction
rmight change if the job hunter were a construction worker or if the
pay scales of the two jobs were reversed.

All of the theories of motivation describe some aspects of human
motivation. But psychologists agree that no single theory can
completely explain why people do the things they do. Humans
are complex and are motivated by different things at different
times. The trick is finding the right combination of motivations, at
the right times and under the right circumstances, to inspire goal-
oriented behavior—and ultimately to lead to the desired result.

21



*CHAPTER 2

A student sets his alarm clock for 6:00 a.m. every school mom-
ing. When the alarm goes off, he drags himself out of bed and
starts to get ready. He is not an early riser by nature, and he often
wishes he could stay in bed. But he knows he will get in trouble
If he is tardy, so he resists the temptation. He does the things he
must do to get to school on time.

One Saturday morning, his alarm goes off at 6:00 a.m. as
usual. This tme the youth flies out of bed. He is going to run a 5K
race with a friend, and he feels excited and happy. He gets ready
with a bounce in his step and a smile on his face, and he is out
the door in record time.

In these examples, the youth is motivated to do the identi-
cal thing—setting his alarm clock and getting up early—for two
different reasons. In the first example, he gets up because he
has to. This is an example of mativation frorm without, also called
extrinsic motivation. In the second example, he gets up because
he wants to. This is an exarnple of motivation from within, also
called intrinsic motivation. Both kinds of motivation influence hu-
man behavior.

Rewards provide the most basic type of extrinsic motivation. A
reward is anything positive that a person receives in exchange for
performing a certain action.

Some rewards are matenal, which means they are actual items
of value. Examples of material rewards include cash, prizes, cou-
pons for free goods or services, points on a credit card, and so

22



on—the list is endless. One very common type of material reward is
a salary. A person is hired for a job that requires him or her to han-
dle a specific list of duties, usually during a fixed time period (such
as 9:00 a.m. to 5:00 p.m., Monday through Friday). The person re-
ceives the reward of money in return for meeting these obligations.

Sometimes rewards are emotional instead of material. An
emotional reward is one that simply makes a person feel good.
Examples include praise, applause, increased privileges, and oth-
er similar positive things. This type of reward might be used, for
instance, to toilet train a child. Each time the child successfully
uses the toilet, he or she gets lots of hugs, kisses, and praise from
the happy parents. The child finds this attention very motivating
and will perform to receive it.

Material and emctional rewards can both be effective, de-
pending on the person and the circumstances. They can also be
combined. In the toilet-training example, for instance, the parents
might decide to give the child a small piece of candy along with
praise. They are trying to find the right balance of rewards to mo-
tivate their child.

While rewards motivate people to do something, an extrinsic mo-
tivator called punishment does exactly the opposite: It motivates
people not to do something. There are

two types of punishment: positive pun-
ishment (when something undesired is WORDS IN
added) and negative punishment (when CONTEXT

a desired item or privilege is removed). o
The difterence between the two or lr_:tft'i.‘::gl:_'

types of punishment can be illustrated ginating

without; arising from
through the example of a teenager who tive or neqative
s rude to a teacher. The teen receives | P ov 12 B 1B S
detention as a consequence for her son's envlronrrz:t
behavior. The teen’s offended teacher i

also forces her to write an essay about
respecting authority. Both of these consequences are positive
punishments because they add unpleasant things to the teen’s
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motivated by what
people feel they have
to do, while others
are motivated by what
people want to do.
For exampie, people
participating in a
competition such as

a marathon generally
do 50 because they
want to, rather than
because they must

day: She must attend detention, and she must write a boring
essay.

Later in the day, the same unruly teen arrives home. Her par-
ents have heard from the schools principal and, furious, decideto
impose their own punishment on their daughter. They take away
her cell phone for a week, and they ground her. These conse-
quences are negative punishments because the parents are tak-
ing privileges away. By imposing them, the parents hope to moti-
vate their daughter to behave better in the future.
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Extrinsic maotivation, both positive and negative, has a long track
record of success in getting people to do things, and the results
of this type of motivation are fairly predictable. Daniel H. Pink
sums up the basic concept nicely when he explains, "Rewarding
an activity will get you more of it. Punishing an activity will get you
less of it.™

This approach is so successful, in fact, that it can motivate
people to behave in ways that do not match up with their in-
terests. They will tolerate a boring task if they think the reward
will make it all worthwhile. As one sci-

entist puts it, "An extrinsically motivated

person will work on a task even when WORDS IN
they have little interest in it because of CONTEXT
the anticipated satisfaction they will get
from some reward.”'® Conversely, a per- reward

' : Something positive a

son will avoid something enjoyable if he
or ghe thinks the punlshment will out- ther materlal or emo-
weigh any pleasure that might result.
. . _ tional, in return for a
Examples of this behavior abound in behavior
the everyday world. A student who hates i

PErson receives, ai-

math, for instance, will do all assigned

math homework to earn an A in the class. An employee who dis-
likes a job will show up on time every day and slog through the
work to earn a regular paycheck. A driver who loves going fast will
stick to the speed limit to avoid getting an expensive ticket. If the
extrinsic motivators were removed, however, the picture would
change completely. The student would skip the math homewaork,
the employee would quit the job, and the driver would speed up.
Without any hope of a reward or threat of punishment, there is
no longer any motivation to perform the tasks, so the behavior
disappears.

The situation is gquite different with regard to biological needs, the
most basic of the intrinsic motivators. These are usually called
drives. They include needs for food, drink, sleep, oxygen, and
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sexual satisfaction. Since physical drives are related to an organ-
ism’'s survival, they can be overwhelmingly strong. A person will

WORDS IN
CONTEXT

intrinsic
Originating from
within; arising from
a person’s thoughts,
feelings, and physical
needs.

be highly maotivated to satisfy them even
in the absence of external incentives.
Drives are such a natural part of be-
ing human that we do not think much
about them under normal circumstanc-
es. During a typical day, most people will
have moments of feeling hungry, thirsty,
sleepy, hot, cold, and so on. Usually,
the person who feels these things will
simply take care of them with very little

thought: He or she will eat, drink, sleep,

and remove or add a jacket. These
needs are expected, so they do not worry the person, who is au-
tomatically motivated to take care of them before becoming too
uncormfortable.

If for some reason people cannot satisfy their drives quickly,
they start to feel progressively higher levels of physical distress.
As the drive increases, the person’s motivation to reduce the drive
also increases, to the point that the person will do practically any-
thing to bring his or her body back into balance.

This fact lies behind some interrogation techniques. In the
technique of sleep deprivation, for example, prisoners are not
permitted to sleep for days on end. Their discomfort becomes
50 acute that they will do or say whatever their captors tell them
to end it. In his memoirs, former lsragli prime minister Menachem
Begin describes this state. “In the head of the interrogated pris-
oner a haze begins to form. His spirit is wearied to death, his legs
are unsteady, and he has one sole desire: to sleep, to sleep just
a little, not to get up, to lie, to rest, to forget. . . . Anyone who has
experienced this desire knows that not even hunger or thirst are
comparable with it,""" he writes.

Until the mid-1900s, psychologists believed that some combina-
tion of rewards, punishments, and drives motivated all behavior.
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by contrast, occur when something

assigned extra househo id chores.

But that thinking was challenged in 1949 by scientist Harry F.
Harlow, who accidentally discovered something that called the
accepted view of motivation into question.

The discovery came during an experiment in which Harlow
gave simple puzzles to eight rhesus monkeys. To solve the puz-
zles, the monkeys had to manipulate pins, hooks, and hinges in
the right order. Harlow’s original goal was to train the monkeys to
do these puzzles. He gave the items to the monkeys before the
training began to let them become familiar with each item. Harlow
expected the monkeys to examine the puzzles briefly, then ignore
them. But much to his surprise, the monkeys started playing with
the puzzles and quickly learned how to solve them—and they did
this with no training, rewards, or punishment whatsoever.

This behavior should not have been possible, according to
then-current theories of motivation. Yet it had happened. The only
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explanation, said Harlow, was that “the performance of the task
provided intrinsic reward.” In other words, the monkeys solved
the puzzles simply because they enjoyed it, and that pleasure
was rewarding enough to create motivation.

Much has been learned about intrinsic rewards since Harlow's
groundbreaking discovery. Today psychologists understand that
this type of motivation drives a great deal of human behavior. It
comes into play in many different areas of people’s lives.

The desire for fun is one such area. Psychologists agree that peo-
ple are naturally wired to need play and enjoyment, and they are
motivated to do things that satisfy this need.

It is easiest to see this tendency in children. Young boys and
arls are endlessly playful, and they do not need to be rewarded

Operant Conditioning

A concept called operant conditioning is closely related to motivation. The theory
of operant conditioning states that people and animals can be trained fo respond
in certain ways via external stimuli. In other words, they will be motivated fo do
specific things under specific circumstances.

Psychologist B.F. Skinner famously explored this idea in the early 1930s with
a series of experiments. He invented a small chamber that could hold rats, flies,
and other subjects in a highly controlled environment. Skinner then introduced
rewards (such as food) or punishments (such as heat). By consistently rewarding
some behaviors while punishing others, Skinner trained the animals to respond
to stimuli in predictable ways.

Skinner's experiments reveal an interesting overlap between voluntary and
involuntary behavior. He showed that while organisms do have the ability to
choose their responses, the “right” choice can become so deeply ingrained that
it is virtually guaranteed. By using the technigues of operant conditioning, Skin-
ner shaped his subjects’ motivations to match his desired outcomes.
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or prompted to engage in this behavior. "Do you remember how
awesome it was to be a kid?” one blogger wistfully recalls. “Every
day was a new opportunity to play, every person was a potential
playmate, and every household iterm had the ability to be turned
into something cool and fun, like a few blankets and chairs be-
coming a secret fort.”'3

Adults tend to be less playful than children. They have more
responsibilties in lfe, and these responsibilities can conflict with
the desire to play. But adults stil do many things just for fun. For
instance, an avid reader devours novels for the pleasure of the sto-
ries, not for any extrinsic reward. A baker concocts delicious treats
in the kitchen simply because he loves to cook. A knitter spends
weeks handcrafting a sweater because she finds the process relax-
ing. Or a person goes to extremne lengths and expense to decorate
for the holidays, just because he or she enjoys it. “It takes about
three days to put up,” says one homeowner of her epic Halloween
display. “l do it just for fun. .. . it's fun to build the stuff."™

Related to funis the fesling of curiosity, another intrinsic mativator.
Curiosity is a strong desire to know or learn something. This feel-
ing motivates a person to behave in ways that provide answers.

There are two types of curiosity, identified by psychologist Daniel
Beryne in the mid-1800s. The first, caled specific curiosity, Berlyne
defined as “a tendency to investigate a specific object or problem in
order to understand it."™® An example of this type of curiosity would
be the desire tovisit a new store. A person sees the new building go-
ing up and wonders what goods the store camies. These thoughts
create motivation to patronize the new establishment.

The second type of curiosity is called diversive curiosity. Ber-
lyne defined it as “a general tendency for a person to seek nov-
elty, take risks, and search for adventure.”'® A person who loves
traveling to foreign countries is demaonstrating this type of curios-
ity. He or she feels curious about the world and wants to see as
much of it as possible. The motivation created by this feeling is so
strong that the person may spend considerable time, effort, and
money to satisfy it.
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Psychologists point out that a person’s level of curiosity is di-
rectly related to his or her motivation. If the curiosity is low, the
motivation to explore is also low or even nonexistent. As the level
of curiosity goes up, a person’s maotivation level also increases,
and curiosity-satisfying behavior is more likely to occur.

The feeling of challenge is yet another intrinsic motivator that can
drive people’s behavior. Challenge is the desire to achieve some-
thing difficult without hope or expectation of external rewards.
Personal satisfaction is the only goal.

There are almost limitless levels of chalenge. At a low level, for
example, a toddler struggles to learn how to tie his or her shoes,
just to feel the thrill of accomplishment. At a somewhat higher level,
a teen spends hours playing a favorite video game to reach ever-
higher rankings.

Near the top of the scale are the extreme physical challenges
that require people to push themselves to their limits. A recre-
ational runner might decide, for example, to try to qualify for a
marathon. To achieve this goal, the runner must adopt a grueling
training schedule and follow it for months. If the race is in another
city, he or she may also have to save enough maoney to pay for an
airplane ticket and a hotel room for the weekend of the race. His
or her desire for a challenge is strong enough to motivate these
behaviors, even though the only reward will be a feeling of per-
sonal accomplishment.

One avid mountain climber puts this feeling into words when
explaining his motivation to climb Mount Everest, the worlds
highest peak. “The drive comes from my own desire to challenge
myself and to explore what is new fo me. . . . The experience of a
summit, even on routing climbs, rivals anything else I've done. |t
is my rush,”” he explains.

While these examples depict situations in which the motivations
are simple and clear-cut, in real life the picture is often much more
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Conquering Mount Everest (pictured) is a goal
shared by many mountain climbers. Even
though the only reward will be a feeling of
personal accomplishment, these climbers are
motivated by the desire for a challenge.

complex. It is not only possible but common for people to have
mixed motivations for the things they do.

A professional football player, for example, might have grown
up loving football and seeking every possible opportunity to play
the game, doing so only for enjoyment —in other words, he had
an intrinsic love of the game. As an adult, this player still has that
intrinsic love and relishes every moment on the field. But as a pro-
fessional, he also receives extrinsic rewards in the form of money,
fame, and cheering crowds. He is now motivated by more than
simply his love of the game.

Another complicating factor when considering motivation is
that a given behavior can be motivated either intrinsically or ex-
trinsically, depending on the situation. Eating habits may be the
most studied example of this puzzle. A person might eat due fo
intrinsic motivations such as hunger, boredom, stress, or habit.
He or she might also eat due to extrinsic motivations such as
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Sixteen Basic Desires

In a 1998 study of six thousand people, scientist Steven Reiss found sixteen ba-
sic needs, values, and desires that he claims motivate nearly all human behavior.
Reiss's list comprises the following:

= Acceptance, the need fo be appreciated

*» Curiosity, the need i gain knowledge

= Eating, the need for food

= Family, the need to take care of one’s offspring

» Honor, the need o be faithful o the customary values of an individual's
ethnic group, family, or clan

= |dealism, the need for social jusiice

*» Independence, the need to be distinct and self-reliant

= Order, the need for prepared, established, and conventional environments
= Physical activity, the need for movement of the body

= Power, the need for control of will

= Romance, the need for mating or sex

= Saving, the need o accumulate something

» Social contact, the need for relationship with others

= Social status, the need for social significance

= Tranquility, the need to be secure and protected

= \lengeance, the need fo strike back against another person

To measure these desires, Reiss devised a test called the Reiss Motivation
Profile that measures a person’s levelin each area. The test reveals differences
between people and helps shed light on the often confusing subject of human
motivation.
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familial or social pressure. To an observer, the end behavior is
identical: Food gets eaten. But the internal state that causes the
behavior—the motivation—is not clear to anyone other than the
person doing the eating.

Studies show clearly that intrinsic motivation is usually more ef-
fective than extrinsic motivation. People who do something be-
cause they want to will aimost always be more motivated than
those who do something because they have to.

Beyond that truth, however, it becomes very tricky to iden-
tify people’s mativations. Human behavior is caused by different
things at different times, and it depends on an ever-changing bal-
ance of intrinsic and extrinsic motivators. The best way to sum-
marize this situation is perhaps unsatisfying but ultimately true: It
is complicated.
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*CHAPTER 3

A young woman spends one day a month volunteering for her
favorite charity. She does not receive or expect any payment for
her time. She volunteers because she likes the work and thinks it
is important. She is intrinsically motivated to be involved.

But one day something changes. The charity’s leaders decide
to give its volunteers ten dolars per day. They do this partly be-
cause they want to show their appreciation to hardworking help-
ers. They also hope the money will be a small incentive to keep
volunteers coming back. In other words, they hope that it will
provide some added extrinsic motivation.

Instead of being more motivated, however, the young woman
starts to feel just the opposite. Although she understands the ten
dollars is not meant to be a salary, she still feels annoyed that the
charity places so little value on her time. Her motivation plum-
mets, and she becomes less and less interested in volunteering.
After a few months, she stops doing so altogether.

This story illustrates the tricky balancing act between rewards
and motivation. Rewands do motivate people —sometimes. But
at other times, they have exactly the opposite effect. Psycholo-
gists today are working hard to understand this relationship since
it applies to many areas of human behavior.

Any discussion of the reward dilemma centers on the concept of
“carrots and sticks,” a phrase that is commonly used in motiva-
tion literature. This phrase refers to rewards and punishments,
which are the two types of extrinsic motivators. The phrase can
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be understood by imagining a person trying to coax an ornery
horse across a field. The person can motivate the animal by
termpting it with a tasty carrot (a reward), by driving it forward
with blows from a stick (a punishment), or by some combination
of the two.

Literal carrots and sticks are seldom used to motivate peo-
ple. But on a metaphorical level, the concept remains the same.
Anything that rewards a person is a car-

rot. Anything that punishes a person is
a stick. By applying these things, the WORDS IN
theory holds, motivation will be created, CONTEXT

and a desired behavior will occur.
carrot
There are countless examples of
carrots and sticks in everyday life. In the
business world, for example, one com-
mon carrot is the performance bonus.
This is a sum of money, separate from

A material reward that
can be earned by
performing a certain
tasik.

a salary, that employees can earn if they

perform at an exceptional level. Management hopes the bonus
will motivate employees to go above and beyond their regular job
duties.

A familiar example of a stick occurs in high school and college
sports, in which athletes are usually required to maintain a mini-
mum grade point average (GPA). If an athlete's GPA falls below
the minimum, the athlete is suspended from the team until the
GPA rebounds. This punishment is a stick that is used to motivate
academic effort.

Carrots and sticks were long thought to have a precise, almost
mathematical effect on human behavior. This principle, however,
was called into question by Harlow’s monkeys—the same ones
that surprised researchers by demonstrating intrinsic motivation
to do puzzles. In a further development, Harlow thought the mon-
keys would be even more motivated if he rewarded them, so he
started giving them raisins each time they solved a puzzle. Much
to Harlow's surprise, the raisins did not improve the monkeys'
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performance; the animals actually started making more mis-
takes and solving the puzzles less frequently than before. In other

words, they were less motivated, not more.
Psychologists of the day did not know what to make of this
result, so it went mostly unstudied for a long time. But decades
later, another scientist named Edward

Deci decided to take a deeper look. In
WORDS IN 1969 he devised a study that, like Har-
CONTEXT low’s experiment, asked subjects to

stick solve puzzles. This time the subjects

ish ha were human, but the results were ex-
[l s actly the same: Motivation levels were

will oceur if a certain | yneet when the subjects got no re-

task is not performed.

ward, and they dropped when rewards

were introduced. Based on this result,
Deci reached the conclusion that material rewards could actually
hurt performance. "When money is used as an external reward
for some activity, the subjects lose intrinsic interest,”® he stated.

This finding was controversial in Deci’'s day because it flew against
the conventional wisdom of the time. However, over subsequent
yvears, this result was repeated in multiple experiments, until the
psychology community finally had no choice but to accept it. The
phenomenon became known as the overjustification effect. To-
day scientists understand that this concept holds true for many
types of extrinsic rewards.

Many theories have been put forward to explain the overjusti-
fication effect. One well-known theory suggests that when people
are rewarded for doing something, they tend to focus on the re-
ward rather than on any intrinsic pleasure they get from the task.
The task therefore becomes less enjoyable, and motivation de-
creases accordingly.

Another theory suggests that people may feel pushed or
forced by rewards. In other words, they may want to do some-
thing just for the enjoyment of it—but if someone then offers a
tangible reward, it seems like a sort of bribe. This pressure can be
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People often are
motivated to do work
such as volunteering at
an animal shelter with no
axpectation of a reward.
In fact, in some cases
rewards can decrease
their motivation to do
so, illustrating the tricky
balance that exists
between rewards and

motivation.

annoying and cause someone to lose all motivation to behave in
the desired way.

A feeling of getting shortchanged rmay be yvet another reason
for the overjustification effect. If a reward is too small for the per-
ceived amount of work, people may feel irritated, as if someone is
trying to take advantage of them. This creates a negative attitude
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and a lack of motivation, and it may Ll|ti|"|"lE.'ltE|‘j|" lead to arefusal to
continue the activity at any level.

The overjustification effect has a severely negative impact on mo-
tivation. It has been shown to be particularly harmful to creative
activities such as artistic work and play.

WORDS IN
CONTEXT

overjustification

effect

An effect that occurs

when an expected

external incentive

decreases a person's

intrinsic motivation to

perform a task.

Professor Teresa Amabile of Harvard
Business School is one of the foremost
researchers in this area. In the 1990s
Amabile and her colleagues studied the
relationship between creativity and the
overustification effect by showing 460
paintings to a group of experts. Some of
the paintings were commissioned piec-
es, which means they were ordered and
paid for in advance, and the artists were
required to folow a series of instructions
or guidelines. The rest of the paintings

were noncommissioned, which means

the artists created them for no one in
particular, with no rules to follow. The experts consistently rated
the noncommissioned paintings as being more creative than those
done for clients.

The comments of a professional artist who does both com-
missioned and noncommissioned work shed some light on this
result. “Not always, but a lot of the time, when you are doing a
piece for someone else it becomes more ‘work’ than joy,” she
explains. "When | work for myself there is the pure joy of creat-
ing and | can work through the night and not even know it. On a
commissioned piece you have to check yourself —be careful to
do what the client wants.""®

In Amabile’s study, extrinsic rewards did not erase the artists’
motivation. The commissioned pieces were completed. But they
did not get done as well—or at least as creatively—as they might
have under different circumstances. By focusing on extrinsic re-
wards, the artists replaced their naturally joyful motivation with a

38



desire to conform to a standard, and their performance suffered
as a result.

The desire to do good deeds is another area in which material
rewards sometimes do more harm than good. People who are
motivated by feelings of altruism might do many things —such as
donating money, time, goods, or services —merely because they
think they should. They get a warm, satisfied feeling from their
actions, arising from the conviction that they are good people

Schools Without Crades

Basic education is a long and difficult process. It takes twelve to thirteen years
and requires huge amounts of time and effort. Yet in America, at least, studies
show that the education system as it currently stands does not intrinsically mo-
tivate the majority of students. Most do their work because of carrots and sticks,
and many do only the bare minimum required fo get by.

To correct this problem, some schools are turning fo a system called
competency-based education. In a competency-based system, students are
required to leam certain skills and facts fo progress. They must demonstrate
their mastery of these things to move to the next level. Butit is all done without
grades, awards, or other similar extrinsic motivators.

Critics of competency-based educafion worry that without grades, students
will never develop the grit they need to compete in the adult world. But sup-
porters claim that the truth is exactly the reverse. “The best [competency-
based] schools today are great because they reach the students who appeared
fo be ‘unmotivated’ in the old system. .. . Students only progress once they have
truly mastered a concept, not based on time,” explains one expert. By removing
extrinsic rewards, these programs may acfually increase motivation by putting
intrinsic factors back into the picture.

Michael Hom, “Building Motivation, instilling Grit: The Necessity of Mastery-Based, Digital Leam ing,” Forbes,
January 10, 2013, www. forbes.com.
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daoing the right thing. This feeling is the only reward they need to
be intrinsically motivated.

Adding extrinsic rewards in these cases seems as if it should
increase motivation even further. But like the raisins given to Har-
low’s monkeys, material rewards actually seem to decrease the
motivation for altruistic actions. One study suggests, for example,
that small payments make regular blood donors less likely to do-
nate. The author of that study speculates that the reward over-
shadows the original motivation, which in turn makes the activity
less appealing.

In another study, researchers pretended to accidentally drop
objects, then asked toddlers to retrieve them. Some of the tod-
dlers received rewards for doing this good deed, while others did
not. After a number of trials, the researchers stopped the rewards
but continued to drop objects. The toddlers who had never been
rewarded kept right on being helpful. Most of the previously re-
warded toddlers, on the other hand, lost interest in helping out.
“Rewarding children for altruistic behavior causes them to be less
likely to be altruistic in the future, " the studys authors concluded.

This study highlights another important problem with material re-
wards: They have an addictive effect. Once they are provided, it is
nearly impossible to remove them without destroying a person’s
motivation, as shown by the behavior of the toddlers in the study.

Another example of this principle would be the case of a teen
who occasionally pet-sits for a neighboring family. At first the teen
does this just for a day or two here and there. It is not much
trouble, and no money changes hands. But when the family plans
a weeklong vacation, the parents feel uncomfortable asking for
such a big favor, so they offer payment in return for the pet-sitting
senvice. From this point forward, the teen will expect to be paid,
regardless of the number of days involved. He or she will feel very
unmotivated to help without this reward.

In such a case, the standard payment wil probably continue to
get the job done over subsequent occasions. In other situations,
however, the reward—like any other addictive thing—must be in-
creased over time to remain effective. As one writerexplainsit, "Cash
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rewards and shiny trophies can provide a delicious jolt of pleasure at
first, but the feeling soon dissipates —and to keep it alive, the recipi-
ent requires ever larger and more frequent doses.”™" One example
would be a student athlete who is thrilled with the first ribbon he or
she earns at a swim meet. A year or two down the road, though,
the same athlete may have earned a dozen ribbons, so that type
of reward has become much less exciting. Now the athlete wants
a trophy, and no smaller reward wil satisfy or motivate him or her.

These examples show how material rewards can reduce or de-
stroy motivation. These effects are an important part of the re-
ward dilermma—but the problems do not stop there. Another se-
rious concern is that rewards can motivate people in the wrong
ways, leading them to cut corners or cheat to accomplish tasks.

In 2016 a scandal involving the Wells Fargo financial institution
provided a shocking illustration of this effect. Begulators discov-
ered that thousands of Wells Fargo employees had been open-
ing fake accounts without customers’ permission. They did this

In 2016, news reports revealed that employees of the Wells Fargo
financial institution were engaging in shady practices by opening new
accounts without customers’ knowledge or permission. The combination ﬁ
of big rewards for success and the punishment of losing their jobs for

""‘“‘ﬂi failure was the mutnmmn for the employees’ behavior.




because the company paid its employees poorly but offered them
big bonuses—carrots—for selling new accounts. At the same
time, employses were told they could lose their jobs —sticks —if
they did not perform. “l was always getting written up for failing to
bump my .. . numbers up,”™ recalls one former employee.

With this combination of rewards and punishment, Wells
Fargo undoubtedly hoped to foster a demanding but exciting
environment in which the best employees would be highly mo-
tivated to shine. Instead, the company created a situation that
motivated employees to cut corners and find illegal solutions. it
is one of the highest-profile examples of motivation gone wrong
to hit the newsstands in recent years. As such, the Wells Fargo
situation serves as a cautionary tale about the perils of rewards
and punishments.

It is clear that material rewards can be counterproductive and
even damaging to motivation. One might wonder, therefore, why
they are even used at all. But it turns out that there are some situ-
ations in which material rewards are vital for motivation.

One of these situations was addressed by psychologist Fred-
erick Herzberg with his hygiene-motivation theory, also known as
the two-factor theory. This theory states in part that a job must
provide certain baseline rewards, or hygiene factors, before an
employee will perform in any way at all. Hygiene factors include
things such as a fair salary and benefits, a safe and comfortable
working environment, and reasonable interpersonal relationships
with coworkers. Since these minimum rewards must be met to
prevent employees from being dissatisfied and unmotivated, pro-
viding them is a clear necessity and can only help, not harm,
motivation levels. The same holds true in non-work-related envi-
ronments such as education, sports, and countless other areas.

Another situation in which rewards become essential is when
routine, nonintrinsically motivating tasks must be accomplished.
An example would be working on an assembly line. This type of
work is boring, mindless, and noncreative. People generally have
no intrinsic motivation to perform it. Extrinsic motivation such as

42



Tom Sawyer's Fence

In the early pages of the book The Adventures of Tom Sawyer by Mark Twain,
the title character is sent by his aunt to whitewash a wooden fence. The task
is dull and holds no infrinsic interest for Tom whatsoever, and he approaches it
with reluctance: “He surveyed the fence, and all gladness left him and a deep
melancholy settled down upon his spirit. Thirty yards of board fence nine feet
high. Life to him seemed hollow, and existence but a burden.”

In his misery, Tom considers bribing his friends to do the work for him. He
checks his pockets, which contain a variety of small items, but finds nothing
with any motivational value: “Not half enough to buy so much as half an hour of
pure freedom. So he returned his straitened means to his pocket, and gave up
the idea of trying to buy the boys.”

But then Tom hits on an idea. Instead of using material rewards—carrois—
to tempt his friends, he decides to give the whitewashing job intrinsic appeal by
saying it is too hard for them. Tom’s friends feel challenged by this statement,
and they decide that they desperately want to whitewash the fence. They even
end up paying Tom for the privilege. Tom ends the day with his pockets jammed
full of little treasures, musing on the lesson he has leamed: “Work consists of
whatever a body is obliged to do, and Play consists of whatever a body is not
obliged to do.” By finding the right reward, Tom mofivates his friends to fulfill
his wishes.

Mark Twain, The Adventures of Tom Sawyer. Hartford, CT: American, 1884 . www.projectgutenberg.com.

generous salaries and production bonuses therefore provide the
best—and perhaps the only—chance of getting the desired results.

The growing realization that rewards can hurt motivation creates a
dilemma for organizations in multiple fields. Businesses, schools,
governments, and other entities must motivate their employees
and populations if they wish to succeed. f carrots and sticks do
not work, then what does?

There is no one-size-fits-all answer to this question, but psy-
chologists have learned a few helpful things. One is that surprise
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rewards are not as harmful as expected rewards. This means, for
instance, that a manager can safely hand an employee a $500
check for doing an outstanding job or a softball coach can sur-
prise players with a pizza party after a big game. As long as the
employee does not expect the check or the players do not expect
the pizza, everyone will be delighted and happy. There will be no
ill effects on the reward recipients’ future motivation.

Using intangible rather than material

rewards also seems tobea QDGU strat-
WORDS IN eqy. Intangit:rle rewards might include
CONTEXT praise and positive feedback. People

int gihh tend to love these rewards and find

Relating to rewards
of the mind or spirit,
rather than those that
can be touched or
acquired.

them e;:tremely mativating, and such
rewards never get old—in fact, it is just
the opposite. Most people cannot get
enough of them. Working on this prin-
ciple, a teacher might take a student

aside and praise him or her privately for

an especially good science fair project.
These kind words, which take no work at all and only seconds of
the teacher’s time, are likely to motivate the student more than an
A+ with no personal recognition.

These types of rewards are not carrots, because they are giv-
en freely and are not tied to performance. Any motivation they
create will be in the future, not the present. For this reason, they
are often neglected in the day-to-day rush for accomplishment.
Smart organizations, though, find ways to work them into their
procedures. By choosing rewards that work rather than the tra-
ditional carrots and sticks, organizations just might be able to
dodge the reward dilemma.
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*CHAPTER 4

Psychologists know that some people seem to be endlessly mo-
tivated, while others are not. Two high schoaol students provide an
example. One, who earns mostly Bs and Cs in his classes, feels
disappointed in himself whenever he gets his report card. He
knows that grades are important, and he admires his friends who
work hard and receive top grades. He feels sure that he could do
better, too, It he put in the time and effort. But he cannot seem
to find the motivation. By contrast, his classmate earns mostly
A's. This is not always easy; some of the classes are difficult, and
sometimes she feels discouraged. But whenever this happens,
she gives herself a pep talk and tries even harder. She stays mo-
tivated to do her best work, even during challenging situations.

The differences illustrated by these examples are quite com-
mon. The good news for people who struggle with motivation is
that this state can be changed. Psychologists have learned that
there are many practical ways to get and stay motivated.

Opportunity is the most basic building block of motivation. With-
out it, motivation is unlikely to exist at all, and even if it does, it
cannot produce any results. Forexample, a man who has no gym
membership or gym access is unlikely to feel motivated to go to
the gym. If for some reason he does feel that way —perhaps, for
instance, he sees a fitness show on TV that inspires him—he still
cannot act on that motivation because he does not have the op-
portunity. If the man subsequently goes out and joins a gym, how-
ever, he creates a situation in which motivation can lead to action.
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Another example is a stay-at-home mother who wants to
reenter the workforce. Because she spends her days at home
with her children, she has little opportunity to network and learn
about job openings. She feels confused and uncertain about
what to do, which causes her to feel unmaotivated to look for a
job. If she gets out of the house and starts to meet new people,
however, or perhaps attends a job fair, she wil open herself to
new opportunities. One of those opportunities might sound ex-
citing, and this in turn might motivate the woman to put in a job
application.

Once an opportunity exists, the next step to building motiva-
tion is to choose appropriate targets. Studies show clearly that
people are highly motivated by tasks of medium difficulty. This
means the tasks are hard enough to be challenging but easy
enough to be manageable. One scientist sums up this concept
in a way that most people can relate to:

When facing a task, which do you find more motivating—
doing something easy that you've done a hundred times
and could probably do in your sleep, or doing something
that is within the realm of possibilities but requires learning
something new or stretching your existing abilities? For
many people, the first option might be the easiest, but the
second more challenging option will probably sound more
interesting and motivating. =

A familiar example from everyday life is a science fair proj-
ect. A student might feel bored by a very simple topic but over-
whelmed by a very difficult one. His or her motivation will suf-
fer in both cases. A student who chooses a challenging but
interesting and achievable topic, on the other hand, is likely to
feel much more motivated to do his or her best work. Aiming
toward the middle gives the student the best possible chance
of success.
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Once the feeling of motivation exists, goals can help people stay
on track and prevent their motivation from disappearing. Goal
setting has become a popular subject in recent decades, and a
great deal of advice has been set forth by experts in many differ-
ent fields.

One of the best-known and most often repeated statements
is that goals should be SMART. This is an acronym that stands
for specffic, measurable, attainable, realistic, and timely. The first
two words, specific and measurable, go hand in hand and mean
that goals must be phrased in a way that is crystal clear and
concrete. Attainable and realistic are also related and mean that
goals must actually be achievable and reasonable. The final word,
timely, means that a goal should have a clear timeline.

A personal goal such as
gating more fresh fruits and
vegetables is more likely to
be achieved if the goal is
SMART—specific, measurable,
attainabla, realistic, and
timely—than if it is not.




This concept can be illustrated with the example of a person
who wants to improve his or her health. This person might say to
friends and family, "My goal is to get healthier.” While the person’s
intentions are good, this statement is vague and does not really
explain what the person wants to do. A SMART statement would
sound more like, “l will begin eating a twelve-hundred-calorie-per-
day diet and work out four days per week for thirty minutes each
time. | will stick to this plan for ninety days, then evaluate my prog-
ress and set a new goal.” Clear and specific, this goal lays out a
plan of action that is easy to follow —and therefore motivational.

Simplicity is not the only reason a SMART goal improves
motivation. Psychologists also point out that effective goals cut
through the confusing clutter of everyday life and provide a path
of action. As one writer puts it, “Goal setting is powerful because
it provides focus. It shapes our dreams. It gives us the ability to
hone in on the exact actions we need to perform to achieve ev-
erything we desire in life."* By boiling big dreams down to their
simplest steps, goals encourage people to believe that they can
and will succeed —and this belief, in turn, acts as a powerful
motivator.

The feeling of autonomy has been proved to be ancther powerful
motivator. Autonomy is the ability to make choices according to
one's free will. In any given situation, a person who feels this type
of personal power tends to be highly

WORDS IN !"I"IDtIUEltEd. A person who lacks this TEE!-
CONTEXT ing, on the other hand, often loses moti-
vation to cooperate and may even start

autonomy to fight the task at hand. "If my wife tells
me to do something | like—exercise,

The ability to make
choices according to
one’s free will.

for example—I resent it and will actually
want to resist doing it in order to pre-
serve my sense of autonomy,™® says
one man.

A 2006 study underscored the power of autonomy in the busi-
ness world. Researchers studied 320 small businesses that used
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Self-Determination Theory

A psychological construct called seli-determination theory is one well-known
effort to explain how people become and stay motivated. Psychologists Edward
Deci and Richard Ryan, who developed the theory, suggest that people are driven
by a need to grow personally and obtain fulfillment. They believe that this drive
isintrinsic and natural o all people. They feel that without mastering challenges
and having new experiences, a person cannot develop a cohesive sense of self.

Although the need for personal growth is ingrained, it must be actively pur-
sued. Self-determination theory says that to exercise this drive, people need to
feel three things:

= Competence. Competence is the mastery of tasks and skills.

= Autonomy. Autonomy is the feeling of control over one's own goals and
actions.

* Relatedness. Relatedness is a sense of belonging and attachment to other
people.

When these three universal needs are safisfied, say Deci and Ryan, people
feel motivated, productive, and happy. When these needs are not satisfied, mo-
fivation plummets. By taking these aspects of self-determination theory into
account, organizations and individuals can ensure that the baseline conditions
for motivation are in place.

different models of management. Half of the businesses used tradi-
tional models in which employees were told exactly what to do and
how to do it. The other half let employees decide for themselves
how to do their jobs. The results were striking. The businesses that
offered autonomy grew at four times the rate of the control-oriented
firms. They also had one-third the amount of turnover (employees
quitting and needing to be replaced). From these results, it is clear
that employees who felt a sense of autonomy were motivated to
work harder and better, and they were happier while they did it.
This study and many others provide clear direction for people
wishing to increase their motivation. It is important to have some
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control over one's tasks and outcomes. If this situation does not
currently exist, then a person should seek other paths that pro-
vide more autonomy. Without it, motivation will plummet —and
success will become less likely.

A person might be in a perfect position to pursue a goal. But if
that person does not believe that he or she can succeed, there
will be very little motivation to act.

This is where a technique called visualization can help. Visu-
alization is not a process of random daydreaming but rather one

Studies have shown that a
technique called wisualization can
help athletes and others achieve
their goals. Envisioning success
tricks the mind into thinking

that the person has actually
axperienced success, which leads
to increased motivation.




of directed, delberate imagination, in which a person concen-
trates on mentally experiencing future outcomes in every detail.
Athletes, for instance, might envision raising a trophy overhead
and hearing the excited crowd chanting their name. They might
imagine the sweat cooling on their face

and their exhausted muscles trembling
a bit, along with the hot flush of victory. WORDS IN
Studies have shown over and over that CONTEXT

these types of visions actually trick the - . an
subconscious mind, which treats them A pr:::?saslg::l?:ct—
as being true. The athlete has thus "ex- od, deliberate imagi-
perienced” success, so it becomes be- natllon n which a
lievable to him or her—which then in- parsorj' .
creases the athlete's motivation. on mantally expe-
Visualization techniques do come
riencing future out-

with a few scientific warnings. Many | "0 8 0N
studies have shown that imagining suc- Yy ;

cess can actually decrease motivation

if people focus only on their ultimate goals. Psychologists believe
that these fantasies give people a false feeling of achievement that
saps their energy to do the hard work of reaching their goals in real
life. To be truly motivational, say scientists, visualization must focus
not only on the final outcome but also on all the steps needed to
get there. "Fantasies that are less positive—that question whether
an ideal future can be achieved, and that depict obstacles, prob-
lems, and setbacks —should be more beneficial for mustering the
energy needed to attain actual success, ™ explained one scientist
ina 2011 study.

Studies like these point out an uncomfortable fact of life: Big goals
usually require big work. Even if the path to success is clear, it
probably will not be easy. People who enthusiastically start work-
ing toward a goal might find their motivation waning when they
encounter obstacle after obstacle.

To keep this from happening, many experts suggest having a
support systemin place. A support system may consist of friends,
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In the Zone

Does a state of perfect motivation exist? Psychologists say it does, and just
about everyone has experienced it, at least briefly. Named “flow” by scientist
Mihaly Csikszentmihalyi, this state might be described as being “in the zone.”
It is that moment when a person is completely absorbed in an activity, with a
feeling of intent focus, involvement, and enjoyment.

Everyday examples of flow might include the following:

= Atennis player in the middle of an intense volley

= A computer programmer who is s0 engrossed in writing a piece of code
that he or she forgets to eat lunch

» A reader who looks up from a good book and discovers with surprise that
two hours have passed

= Avideo gamer who is frying fo defeat a hosiile elecironic alien

In all of these activities, the individuals have no hesitation or thoughts about
whether they should or will do a certain thing. There is only action and perfect
engagement in the moment, along with a reduced awareness of the outside
world. In this perfect but hard-to-achieve and often short-lived mental space,
people are motivated to perform at their peak level—and this in tum allows
them to achieve the best possible results.

family, colleagues, or anyone else who will understand and en-
courage a person’s progress. These supporters applaud when
things go right and offer reassurance when things go wrong. This
type of feedback can boost someone's motivation in difficult mo-
ments. As one scientist puts it, “Close supporters not only make
us feel cared for and appreciated as we move toward our goals,
they also provide a font of motivation. When a new project gets
overwhelming and we're ready to scrap it, we think of those who
have been our cheerleaders and enablers, and resolve to not let
them down.™

Having friends with shared goals can be even more mo-
tivational. These people are not only cheerleaders, they are
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also team members. If one member of the team fails, everyone
fails—and this fact creates a sense of responsibility that can
keep people going when times get tough. An example might
be a group of friends who train together to run a team triathlon.
One friend trains for the swimming leg, one for the bicycling
portion, and one for the run. No one can quit without affecting
the other two, and this shared responsibility helps keep the
whole group on track. “A natural desire to remain a part of the
group and a sense of obligation to its other members is often
much stronger than personal reserves of wilpower,™® explains
one researcher.

Sheer consistency can also shore up a person’s willpower and
motivation. The basic idea behind this effect is that people do not
want to ruin a string of successes. The longer the string, the more
motivated they wil be to keep it going. A person who quits smok-
ing ar drinking alcohol, for example, may feel more and more mo-
tivated to abstain as the days, weeks, months, and years roll by.
The idea of smoking or drinking again, or “falling off the wagon,”
after so much success becomes inconceivable.

Comedian Jerry Seinfeld once gave a fan a prime example
of this principle. When asked to offer advice to a young comic,
he said that the way to succeed was to create better jokes, and
the way to create better jokes was to write every single day. To
rmeet this goal, Seinfeld kept a full-year calendar posted promi-
nently on his wall. Each day, after he did his writing, he put a
big red X on that square. "After a few days you'll have a chain.
Just keep at it and the chain will grow longer every day. You'll
like seeing that chain, especially when you get a few weeks
under your belt. Your only job next is to not break the chain,™
he explained to the fan.

Seinfeld was speaking from personal experience and probably
did not have any psychological knowledge to back up his meth-
ods. But there is, indeed, ample scientific evidence that staying
the course builds motivation. The opposite is also true: Not stay-
ing the course has been proved to sap motivation. This principle
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is known in psychological literature as the abstinence violation ef-
fect, and it can be seen in many aspects of everyday life. Anyone
who has accepted just one cookie, for example, and abandoned
a diet in so doing knows exactly how destructive “breaking the
chain” can be to one’s motivation.

There is another reason that building a chain of successes is
so motivational. Each link in the chain—each single day of ab-
stinence, each X on the calendar—is not just part of the larger
chain; it also represents one small success. These small suc-
cesses feel good, and they provide a motivational boost that is
strong enough to push a person to
the next small goal. One psychol-

WORDS IN ogist points out that this effect is
CONTEXT what makes online games so ad-
hstroe dictive. “As you reach each level

« 1 2 ff in Angry Birds or Candy Crush, or
A I:;:I::mtlvatlotn get a small win inyour game battle

e e or add a piece to your farm, you
are motivated to achieve more,”™
result of breaking .
one's commitment to he e"‘p'?"”ﬁ-
abstain from some- | It might aeem.that small mo-
thing. tivational boosts like thesg would
not help a person tackle hig tasks.
But even the biggest accomplish-
ments are made up of many, many smaller steps. By celebrat-
ing each small success, people can therefore keep themselves
excited about their longer-term goals. "My smaller goals keep
me rmotivated,” begins a daily mantra used by one motivational
speaker. “Each time | achieve one, | feel rewarded. | am able to
see a measurable movement toward the larger, more challeng-
ing goals.™’

An example from everyday life might be an individual who de-
cides to take up weight training as a hobby. At first the person can
do only a few repetitions with light weights. Each day, however, he
or she manages to do one or two more repetitions. Each week,
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Experts agree that the act of building a chain of successes is what makes
electronic games so addictive. Each small success, such as reaching a higher

‘ lavel in the game, motivates the player to achieve additional successes.

the person adds a little more weight. These small successes re-
ward the person and provide the motivation to pursue ultimate
fitness goals.

Although small successes and regular rewards are undeniably im-
portant, they are useless if they do not support a larger goal. After
all, it is not very motivational to lift an extra few pounds of weight
if someone has no interest in weight training. It is not very exciting
to win a round in a video game if someone thinks online gaming
is silly and boring.

When a person has a genuine interest in an activity or
outcome, however, the picture changes entirely. Science has
shown over and over that people are strongly motivated by the
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WORDS IN
CONTEXT

self-actualization
The realization or
fulfillment of one's
talents and potential
through creativity,
independence, bold-
ness, and other posi-
tive actions.

desire to be their best. This idea com-
bines two related concepts: mastery
(heing very good at something) and
self-actualization (reaching one's full
potential). The pursuit ofthese things is
intrinsically motivating to most people
and can push them to try their hardest.

The key to long-term motivation is
therefore not about the daily grind. On
one hand, it is important to pick good
targets, set goals, have a support sys-
tem, and do al the cother things re-
searchers have found effective. For true

long-term motivation, however, science suggests that the best
solution is for people to arrange their lives around things that in-
terest them and that they consider valuable. By striving to be their
best at all times, in all things, people give themselves the best
possible chance of getting and staying motivated.
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“CHAPTER 5

There are bilions upon bilions of people living on earth. Most
of them live fairly anonymous lives, unnoticed beyond their own
small spheres of connection, and there is nothing unusual about
this. On the contrary, it is the norm. It is rare for people to rise
above their surroundings in truly extraordinary ways.

For a tiny percentage of humanity, however, this pattern does
not hold true. Some people do break free from the pack and
distinguish themselves in ways that attract widespread or even
worldwide attention. Two things become instantly clear when
considering this group: Top performers are all extraordinarily mao-
tivated, and this motivation springs from many different sources.
Looking at some of the worlds most successful people provides
an interesting window into the roots of human motivation.

It takes incredible work and dedication over long periods of time
to become a top athlete. Many people try to excel in their cho-
sen sport, and many fall short. But occasionally an athlete comes
along who not only succeeds in being the best but does itin such
a dominant way that the whole world takes notice.

This was the case at the 2016 Summer Olympics, when a
nineteen-year-old swimmer named Katie Ledecky—the youngest
of all 532 athletes on the US Olympic team—blew her competi-
tion out of the water. She took home gold medals in all of her indi-
vidual events, setting two world records along the way and nearly
setting a third. And as astonishing as this performance was, ob-
servers believe that Ledecky's reign as queen of the swimming
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Olympic swimming
champion Katie Ledecky
finds motivation in
writing down speed
goals she wanis to
achigve. Even if the
goals seem somewhat
unreasonalle at first,
she says, they become
more reasenable as she
works toward them.

world is only beginning. There is much more to come from this
extraordinary athlete.

Ledecky began her competitive swimming career at age six,
when her mother signed her up for a local swim team. From the
beginning, Ledecky wanted to excel, and she began motivating
herself by writing what she called “want times” —speed goals she
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wanted to achieve for various swimming events —on pieces of
paper. That technique has stuck with her to the present day. I
try to set goals that seem kind of unreasonable at first,” she ex-
plained in a recent interview. “As | work toward them, the more
reasonable they look."**

Of course, no athlete can reach the top of his or her field
without key physical attributes —the right type of body, excellent
health, and so forth. Ledecky, like other top athletes, was certainly
born with these physical gifts. But according to her coach, Bruce
Gemmell, these traits have very little to

do with his protégé’s ultimate success.

“It's not physical, it's between the ears,” WORDS IN
he says. “It's the absolute, burning desire CONTEXT
to get better, and the not being afraid of
failure.”s protégé

A person who

L'Edel::k‘y' agrees and sdys that she
did not know at first where this desire | 1S guided and
to improve would take her. She simply | SuPPorted by an
took the first steps, andthe rest followed | ©der person with
naturally. *I never dreamed | would go | Mere Influence andy/or
to the Olympics when | was 6, 7, or B experience.

years old. | just started setting goals.
And all of a sudden, when | was 14 years old, my next goal was
to make the . . . Olympics,” she laughs. “l never imagined it.™

Given her history, however, one can assume that these
days Ledecky is imagining what comes next—and it probably
includes more gold-medal and world-record finishes. Between
her record of successful self-motivation and her willingness to
work hard for the things she wants, she has every reason to
expect success.

Success has also become a way of life for Richard Branson, an
English entrepreneur who is one of the world's best-known busi-
nesspeople due both to his accomplishments and his colorful
personality. Born in 1950, Branson started his first business—a
magazine—at age sixteen. At age twenty-two, he followed up this
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venture by founding Virgin Records, an enterprise that eventually
grew into a worldwide chain and successful record label.

This feat would have been enough for most entrepreneurs.
For Branson, though, it was only the beginning. Endlessly inter-
ested in just about everything, Branson used his music business
as a springboard into a dizzying array of new areas. In quick
succession he started an international airline; took over Britain's
railroad transportation system; started a cellular communication
company; and most recently, introduced Virgin Galactic, billed as
“the world’s first commercial spaceline,” with the goal of develop-
ing ships and carrying tourists into outer space.

This list, while impressive, merely scratches the surface of
Branson's ventures. As of 2016 the mogul controlled more than
four hundred businesses in thirty different countries. This sprawl-
ing and diverse empire is perhaps the inevitable result of Branson’s
willingness to try anything if it strikes his fancy —which depends
partly on whether it seems impossible. If it does, then Branson is
allin, for he freely admits that he is irresistibly motivated by difficult
tasks. "My interest in life comes from setting myself huge, appar-
ently unachievable challenges and trying to rise above them,™ he
explained in a 1998 autobiography.

This motivation does not apply only to business. It bleeds into
Branson's personal life as well, where it has pushed him to at-
tempt (and earn) a number of world records in areas from ocean
crossings to hot-air balloon global circumnavigation. It has also
nudged Branson into the arena of humanitarian work, where he
has launched a stream of initiatives designed to make the world a
better place. It is not easy work, but for Branson that is the entire
point of the exercise. Tough is good, daunting is even better, and
impossible is the best reason of all to do something. When faced
with a task others say cannot be done, this highly motivated indi-
vidual rolls up his sleeves, grins, and gets to work—and doing so,
he has achieved astonishing things.

J.K. “Jo" Rowling, the best-selling author of the Harry Potter
series, has also achieved astonishing things in a relatively short
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Relative Motive Strength

A psychological concept called relative motive strength describes people’s dif-
ferent core motivations. The theory holds that some people are very strongly
motivated to achieve things, while others are very strongly motivated to avoid
failure. The two urges fall at opposite ends of a spectrum, with most people
landing somewhere in the middle—sometimes achievement-oriented, some-
fimes failure-avoiding, depending in part on the specific circumstances.

Motsurprisingly, the most successiul people tend to have high relative motive
strength. This means they have a strong and consistent urge toward achieve-
ment and very little fear of failure. They will try almost anything, and they are
willing to pour a great deal of effort into big goals, even in the face of repeated
obstacles. It might not even cross their minds that failure is a possibility—and if
this thought does occur to them, it does not bother them. They do not see failure
as a personal flaw, so it does not inii midate them.

There is no doubt that failure can be difficult, even for the most highly mo-
fivated people. The trick seems to be acknowledging that failure will hurt but
managing not to dwell on the potential pain. By focusing on a positive outcome
rather than a negative one, high achievers get the motivation boost they need to
accomplish great things.

time. After publishing her first book, Harry Potter and the Philoso-
pher's Stone (renamed Harry Potter and the Sorcerer’s Stone for
the US market), in 1997, Rowling found herself caught up in a
tidal wave of enthusiasm for all things Potter. Two decades and
rmultiple books later, Rowling has becorme one of the world's rich-
est women and oversees an empire that includes Potter-related
fims, theatrical productions, theme parks, merchandise, and
much more.

Ininterview after interview, Bowling has insisted that she never
expected this type of success and never sought it. She also says
she has never felt motivated by the challenge of creating yet an-
other best seller or earning another big paycheck. Rather, Rowl-
ing's only motivation springs from the fact that she loves writ-
ing and cannot imagine stopping. The fame and fortune she has
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A poster advertises the first movie based on the Harry Potter series of
nowvels by J K. Rowling. Although the success of the series has made
Rowling a billionaire, sha says her motivation was the love of writing
rather than the pursuit of riches.

earned are merely side effects. “If someone asked for my recipe
for happiness, step one would be finding out what you love doing
most in the world and step two would be finding someone to pay
you to do it. | consider myself very lucky indeed to be able to sup-
port myself by writing, " Rowling said in one interview.

Rowling is, of course, gifted with an unparalleled imagination
that created the beloved character of Harry Potter along with his
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magical world and everything in it. Although the seventh and last
Harry Potter novel was published in 2007, the “Potterverse™ still
lives on inside Rowling's head, and to this day the author fights
the urge to pick up her pen and produce more Potter books.
“It's all still in there. | could definitely write an eighth, ninth, tenth
book,” she said in a 2010 interview. “I'm not going to say | won't.
I don't think [ will. . . . | feel | am done, but you never know.™

For now, Rowling is channeling her motivation into other sub-
ject areas—but she is still writing, and she does not expect she
will ever cease. Her intrinsic love of this activity pushes her too
hard for quitting to be an option.

The refusal to quit is also a driving force for Lady Gaga, another
artist who has enjoyed an explosive career. Born Stefani Ger-
manotta in 1986, this singer, songwriter, and actress skyrocketed
to success following the release of her first album, The Fame, in
2008. Today Lady Gaga is known for a catalog of pop hits that in-
cludes “Poker Face,” “Bad Romance,” “Just Dance,” "Applause,”
and many others, as well as for her controversial fashion choices.
Outspoken and outrageous, this cultural phenomenon seems
endlessly motivated to push the envelope of her art.

This motivation seems to have two main sources. The first
is a powerful creative urge and a pure love of making music. |f
her music career had not taken off, Lady Gaga says, she would
still consider herself a success because

she would be doing what she adores

most. It was never not going to work WORDS IN

out for me because | was already living CONTEXT
i | P38

my dream when | was playing music, adulation

she said in a 2011 interview.

Beyond the music, though, is an
even more powerful motivator: Lady
(Gaga's passionate fan base, which goes

Extreme, sometimes
excessive flattery or
praise.

by the collective nickname Little Mon-
sters. Lady Gaga frequently mentions her love for her fans and
the intense gratification she receives from their adulation. "The
monsters are my medicine,” Lady Gaga once admitted. “They
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heal me, physically and emotionally, every night at the show. . . . |
worship little monsters. They're my religion.™®

The Little Monsters do not merely sustain Lady Gaga; they
push her to continually challenge herself as well. Lady Gaga shed
some light on this fact in a 2010 interview when she described
her daily routine. “When | wake up in the morning, | feel just like
any other insecure 24-year-old girl,” she explained. "But | say,
“ou're Lady Gaga, you better [expletive] get up and walk the
walk today,” because they need that from me. And they inspire

Musician Lady Gaga performs

at the Grammy Awards in Los
Angeles in 2016. In addition to
her love for music, Lady Gaga

is motivated by the adulation

of her fans, who are known
collectively as Little Monsters,
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me to keep going.™ As long as the Little Monsters keep up their
end of the bargain, Lady Gaga should have all the motivational
fuel she needs to explore new creative realms.

A passionate fan base also helps motivate Kim Kardashian West,
a reality TV superstar who, as the saying goes, is famous for being
famous. Kim got her start in 2007 when her family convinced the
E! television network to air a show about their daily life. Keeping
Up with the Kardashians, which chronicled the everyday lives of
Kim, her sisters, and her parents, immediately captivated viewers
and became a surprise smash for the network. As of late 2016,
twelve seasons of the show had aired, and a thirteenth season
was in the works.

From the beginning, Kim emerged as the star of the Kar-
dashian clan. Viewers were drawn to her exotic good looks and
genuinely likeable personality. She was more than happy to feed
the flames of this interest through a constant social media bar-
rage that included insider tweets, fashion and beauty tips, and
selfies —lots and lots of selfies. A circular effect emerged in which
the more attention Kim got, the more she shared about herself;
the more she shared, the more attention she got; and so on and
S0 on, in a cycle that eventually earned her nearly 50 million fol-
lowers on Twitter and an astonishing 90 million on Instagram.

Kim is undoubtedly motivated in some part by all this attention.
But industry observers, who once viewed her as a self-absorbed,
talentless, and somewhat ridiculous figure, have been reaching
a new consensus in recent years. Many now believe that she is
a marketing genius who is selling her best product—herself—to
make as much money as possible and become as famous as
possible while she has the chance. It has become clear that Kim
is very good at doing these things —and as she herself is quick
to point out, it is not an easy job. "I work really hard—I have
seven appointments tomorrow before 10am. I'm constantly
on the go. | have a successful clothing line. A fragrance,” she
pointed out in a 2012 interview. "l mean, acting and singing
aren't the only ways to be talented. It's a skill to get people to
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really like you for you, instead of a character written for you by
somebody else.™

A peek into Kim's bank account proves just how much this
particular skill is worth. The star earned an estimated $53 million
in 2015 merely for being herself and being willing to share that
self on a minute-by-minute basis with her adoring fan base. Mo
one knows what the future may hold, but one can assume that
this magnitude of reward will be ample motivation to produce
hundreds —even thousands —of social media selfies in the years
to come.

Just being herself has also brought fame and fortune to Oprah
Winfrey, a multitalented celebrity who seems to dabble in just
about everything. Perhaps best known for her daytime talk
show that ran from 1983 to 2011, Winfrey is also an award-
winning film actress, an author, a philanthropist, a political activ-
ist, and much more. Today she keeps

busy running the Oprah Winfrey Net-

WORDS IN Y g the b %
work on television and O, a top lifestyle

CONTEXT magazine. All of these ventures have

philanthropist made Winfrey one of the world's most

One who has the
desire to promote
the welfare of

others, particularly
through the generous
donation of money to
worthy causes.

influential people as well as a bilionaire
several times over.

These results are not due only to
hard work, although there has cer-
tainly been plenty of that. They also
come partly from the fact that Winfrey
is blessed with a charismatic personal-

ity that attracts positive attention and

an enthusiastic, almost cultlike follow-
ing. Like Kim Kardashian West, Winfrey has used these natural
gifts as a springboard to success. Unlike Kim Kardashian West,
though, Winfrey is not primarily motivated by material rewards.
For her, it is all about following a higher purpose and using her
voice to do good in the world. "l wanted to be a teacher. And
to be known for inspiring my students to be more than they
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A Matter of Perspective

It is an uncomfortable fact of human history that motivation does not always
spring from good places. Some of the world’s most notorious people have been
motivated by extremely negative things. German chancellor Adolf Hitler, for ex-
ample, burned with a hatred so strong that it motivated him to exterminate an
estimated 11 million people. Serial killer Jeffrey Dahmer was motivated by some
foxic cocktail of mental illness, genetics, and upbringing to brutally murder sev-
enteen men between 1978 and 1991. And al Qaeda founder Osama bin Laden
was motivated by a desire for revenge against the United States, which he held
responsible for the oppression and death of countless Muslims through a com-
bination of negligent and malicious foreign policies.

The words positive, neutral, and negative are subjective, of course, and they
vary depending on who is applying them. Hitler and Bin Laden bath thought their
ideals were lofty, and many of their contemporaries agreed with them. Dahmer,
on the other hand, seemed to understand that his actions were wrong—but
other serial killers genuinely believe that they are helping their victims by releas-
ing them from a painful existence. When it comes to motivation, it seems that
the interpretation is all in the eye of the beholder.

thought they could be. | never imagined it would be on TV,
Winfrey writes on her website. “| believe there’s a calling for all
of us. | know that every human being has value and purpose.
The real work of our lives is to become aware. And awakened.
To answer the call.””

Evidence of how motivational this call is for Winfrey comes
from a 1997 interview with Jef magazine. At this point in her
career, Winfrey had been doing her talk show for fourteen years,
and she was exhausted. She was thinking about quitting. But
then she accepted an acting role in the movie Beloved, which
dealt with issues surrounding slavery, and something clicked for
the superstar. "l realized that | had no right to quit, coming from
a history of people who had no voice, who had no power, and
that | had been given this—this blessed opportunity to speak to
people, to influence them in ways that can make a difference in
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their lives,” she said. "So | came back . . . committed to use the
show to change people’s lives wherever | could.™

The commitment to LIEiI"IQ her voice and doing QCICId has fu-
eled Winfrey ever since. F'i|iI"IQ SUCCess upon success, this media
mogul has certainly achieved her goal of helping the world —but
she is nowhere near finished. As |'DI"IQ as there are still D-BDD|€ to
help, Winfrey's motivation will continue to burn strong.

Katie Ledecky, Richard Branson, J.K. Rowling, Lady Gaga, Kim
Kardashian West, Oprah Winfrey—all are motivated by very differ-
ent things. For each person, however, the result—a high level of
achieverment and success—has been the same.

This fact demonstrates that when it comes to getting things
done, there is no single correct path. Any type of motivation that
propels effort and action will reap results. It is therefore up to each
individual to identify his or her unigue motivating forces and then
build a life around those things. By doing so, every person can set
the stage for a successful and satisfying life.
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