
Types (“Versions”) of Human Motivation
Maturity of Human Relationships and Organizations (“Tribes”)
Influence on Motivation on Organizational (“Tribal”) Maturity

Is There A Good Substitution 
For

Individual Performance Appraisals?
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Product RevenueSales & Marketing Market Conditions

Profit Sharing (“Bonus”) 
with Entire Team

Approach 1 Approach 2 Approach 3

Bonuses Are Equally Allocated

Case: 
 Team has 5 members: A, B, C, D, E
 Salaries of team members are comparable
 Team gets a $1000 incentive
 Each team member gets $200 ($1000/5)

Note: This option is ideal for comparably
compensated, highly skilled, full-stack, c/f
developers that are on par with one another,
hierarchically. Internal competition is minimal or
does not exist. Everyone has a shared goal and
vision. Career development paths do not create a
conflict of interest.

There are no subjective factors that influence
decision making, with respect to allocation of
bonuses. Bonuses are calculated based on a simple
mathematical formula.

Bonuses Are Allocated, Proportionally to Base 
Salary

Case: 
 Team has 5 members: A, B, C, D, E
 Salaries of team members are not comparable
 Team’s Total Salary = sum of all team members’ 

salaries
 Team Member Allocation Factor (%) = Team 

Member’s Salary / Team’s Total Salary 
 E.g. If Team’s Total bonus = $1000, then team 

member A bonus  = $1000 * Team Member (A) 
Allocation Factor

Note: This option can work when team members
are not comparably compensated (e.g. junior and
senior people) and are on different
trajectories/points of their career progression.

There are no subjective factors that influence
decision making, with respect to allocation of
bonuses. Bonuses are calculated based on a simple
mathematical formula.

Bonuses Are Allocated, Based on 
Team’s Internal Confidential Voting

Case: 
 Team has 5 members: A, B, C, D, E
 Salaries of team members are not comparable 

but Team’s Total Salary – is irrelevant
 Periodically (e.g. once a month), a team has 

voting sessions where each team member gets 
an equal number of arbitrary points of 
performance that could be single-blindly
assigned to anyone else on a team (other than 
oneself), based on perceived (by assignee) 
performance of that individual.

 At the end of a full cycle (e.g. year) each team 
member’s earned arbitrary points of 
performance are counted. An overall number of 
team’s arbitrary points of performance are 
counted, by adding up individual ones.

 Then, the former (above) is divided by the 
ladder (above) to derive Team Member 
Allocation Factor (%), described in Approach 2.

Note: This approach introduces the element of
individual bias and, potentially, reciprocal
conspiring agreements, when, e.g. team member A
and B mutually agree to assign to each other all of
their points. Therefore, a high level intellectual
maturity and personal integrity are required from
team members. This approach is best for self-
organized and self-managed teams.

Team Contribution to 
Product Success

Executive Leadership
Product Management

Internal norms & policies 
Industry Laws and  Regulations
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It could be:

 Thirst-relieving

 Indulging

 Refreshing

 Smoothening

 Relationships-building

It could be:

 Threatening

 Demoralizing/Humiliating

 Leading to System Gaming

 Tension-building

 Relationships-destroying

Individual 

Performance 

Appraisal

“You can only elevate 

individual performance by 

elevating that 

of the entire 

system”

W. Edwards Deming
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