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Overview 

This book pulls from modern research and past examples in 
order to give practical ways to improve productivity. The 
author delves deeply into both business and personal 
applications of self-improvement. 

 

Chapter 1.  Motivation 

There are two locusts of control: internal and external. 
Internal implies that your results are based on your own 
actions. External implies that the results were outside 
your control. A study was done in which two groups of 
students solved a problem and were told either: 

x “You must have worked hard!” (internal) 
x “You must be really smart!”(external) 

After being given the next set of problems, the students 
who were told the latter didn’t push as hard to take on
difficult problems. This suggests that an external locust 
of control can reduce motivation to take on challenges. 

A team of soldiers in training was required to work 
together to figure out how to solve a set of challenging 
obstacles. Throughout the process, the officers kept 
repeating the question: “Why are you doing this?” When 
you link something difficult to a choice you care about 
(the “Why”), self-motivation emerges naturally. 

Apathy and laziness are not issues with the capacity to 
develop self-motivation. Rather, they are issues with 
emotional numbness. People tend to forget how good it 
feels to make a choice. The necessary components to 
improving self-motivation is to answer “Why?” You
must clearly understand how each action you take is 
part of a larger plan. 

“Make a chore into a meaningful decision, 
and self-motivation will emerge.” 

Chapter 2.  Teams 

Google’s People Analytics group is an internal division 
of Google, tasked with improving the overall 
productivity of the various teams inside Google. The 
People Analytics group pored over the data, studying 
which combination of traits yielded the best teams. They 
studied various traits such as: homogeneous teams, 
heterogeneous teams, dominance, introversion, cultural 
backgrounds, and emotional temperaments. 

However, no clear patterns emerged. There was no clear 
mix of personality types, or skills, which yielded 
consistently high-performing teams. Yet when they 
started to look at the “group norms” (the culture and 
dynamics of the interactions), they found an interesting 
trend: it wasn’t the “Who” but rather the “How” of the
team. They found that the interactions between the 
members of the team were actually more important than 
the makeup of the team itself. 

This was also found outside of Google, at a hospital. A 
study was done to determine which teams (comprised of 
doctors, nurses, and staff members) in a hospital had the 
least errors. It was the culture of the team which was 
most correlated to the success of the team. The best 
performing teams encouraged members to speak up 
about errors, but were unafraid to critique each other. 

The best teams encompassed “psychological safety”: 

x Members of a team do not interrupt each other. 
x Allowing for small failures without significant 

repercussions. 
x Not undermining one another, but still 

critiquing each other to help the team. 
x Being willing to admit errors. 
x Each team member has an equal voice. When a 

member has not contributed in a while, she’s 
encouraged to share her opinion. 

x Not being afraid of offending other team 
members by politically incorrect opinions. 


