
Welcome! 
Grab coffee and breakfast. 
Thanks Tom and his team!
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Motivation 1.0: Biological Drives (food, sex, survival)



Motivation 2.0—Rewards & Punishments



Motivation 3.0—The Joy of the Task







“When money is used as an external
reward for some activity, subjects 
lose “intrinsic” interest for the 
activity. Rewards can deliver a
short-term boost—just as a jolt of caffeine can 
keep you cranking for a few hours. But the 
effect wears off—and worse, can reduce your 
long-term motivation.
Intrinsic motivation is fragile. To develop and 
enhance intrinsic motivation in children, 
employees, and students, beware external
motivations such as money.”



Give your kids an allowance and some chores— 
but don’t combine them.



God is looking for heart (intrinsic) motivated people



God is looking for heart-(intrinsic)-motivated people



Paul was intrinsically (grace) motivated



giving









In a ROWE workplace, people don’t have schedules. 
They show up when they want. They don’t have to be 

in the office at a certain time—or any time, for that matter. 
They just have to get their work done. 

How they do it, when they do it, and where they do it 
is up to them.





ROWE, ROWE, ROWE your company!

















Some people outside of the company thought I was 
crazy,” he says. “They wondered, “‘How can you know 
what your employees are doing if they’re not here?’”    
But in his view, the team was accomplishing more under 
this new arrangement. One reason: They were focused on 
the work itself rather than on whether someone would call 
them a slacker for leaving at three P.M. to watch a 
daughter’s soccer game. And since the bulk of his staff 
consists of software developers, designers, and others 
doing high-level creative work, that was essential.       
“For them, it’s all about craftsmanship. And they need a 
lot of autonomy.”



People still had specific goals they had to reach—completing  
a project by a certain time for ringing up a particular number of 
sales….But Gunther decided against tying those goals to 
compensation: “That creates a culture that says it’s all about  
the money and not enough about the work.” 
Money, he believes, is only “a threshold motivator.” 
People must be paid well and be able to take care of their families,   
he says. But once a company meets this baseline, dollars and 
cents don’t much affect performance and motivation.  
Indeed, Gunther thinks that…employees are far less likely to jump 
to another job (with less autonomy) for a $10,000 or even $20,000 
increase in salary….and spouses and families are among  
the biggest fans.



“Money is only something 
you can lose on. If you don’t 

pay enough, you can lose 
people. But beyond that, 
money is not a motivator. 
What matters are those 

other features.”

















Motivation 2.0—PROFIT maximizers Motivation 3.0—PURPOSE maximizers





1. Do you agree that money is only a “threshold 
motivator”—too low a salary, and they’ll lose 
you; but once your salary reaches the base-
line of what you need, more money no longer 
motivates, but more freedom does? 

2. When have you experienced flow? When playing a sport?
     When working on something you enjoy?

3. When have you experienced “flow” at work? How might you 
increase the # of “flow times” and reduce the times of distraction?

4. What “higher purpose(s)” motivate you as much or more
than money or other extrinsic motivations, these days?  

group discussion STARTERS


