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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	1.1 To understand the link between Motivation and Performance, you need to understand what is meant by motivation. Motivation is the reason why you behave in a particular way, the best example is in the work place; several desirable behaviours are linked to feeling positive such as productivity, concentration, attitude, innovation and creativity to name just a few. 
There is a causal link between the desired outcome and results which can be influenced by different mechanisms such as using sales commission, target based bonuses, recognition in company newsletters, competition/raffles or promotion opportunities to name but a few. 
These kinds of reward can have a beneficial effect on the motivation of the rest of the team. If employees can see that the better performers are getting rewarded for delivering results which in itself will foster a competitive environment. This then leads to employees striving to go above and beyond and look for their own development opportunities, potentially even seekingto progress further up the company hierarchy. 
There is an adverse side of using individual bonuses in that some employees who would naturally struggle to achieve potential goals, could develop a negative attitude, which would have a detrimental impact on the motivation of the rest of the department. This kind of toxic culture, once established, is very difficult to head off and is always better rectifying as soon as possible through whatever means are appropriate.
1.2 To set up an effective reward system there are several key steps that are required. To begin with, you would need to create a list of concise performance expectations I.e contact with clients, training opportunities, certifications, workload timelines, piecework goals etc. Once the goals are set it’s time to figure out what rewards would be suitable and within the confined budget of the business, admittedly the rewards system is going to be one of the biggest outgoings the business has, but as long as the performance goals are clear, effective and attainable, it should have the beneficial effect that is required.
To find out what rewards would be suitable I would undertake a few steps; asking current employees what they would like out of a selection survey which could be anonymously filled in using the company intranet or a suggestion box. Alternatively checking what the companies competitors are currently offering their employees would give a jumping off point to see what a competitive offering would be in relation to the company position, is it a company that is aiming to stand out and wanting to attract top talent, or is it a company that is looking to keep within its own budget and work to what its existing employees would value.
Once the surveys have come back and the information gathering has completed, the information would need to be analysed on a cost vs potential impact basis. Certain requested rewards would be cheap and simple to implement such as development courses for existing staff members I.e first aid, report writing or mentoring programmes. These would require putting into place a personal development plan with key goals devised from the next career step job spec. Anything else such as cash incentives, time back in lieu, competitions etc would require signing off against the budget and may take longer to implement. 
1.3 A team based reward is based on a departmental target. This target can either be based on piece work, sales based or performance based, once it’s achieved then the offered reward would be shared to all members of the team. This could be irrespective of each individuals performance as long as the overall goal is achieved, however exceptional individuals should have their own outstanding performance rewarded separately. 
It does provide a depth of understanding around how each element of the team works and where each individuals strengths lie. These team based rewards do foster a strong sense of comradery amongst all individuals but does have some draw backs. Often the best performers will support the weakest performers especially in elements of piece work.  It also highlights what would work well in each team, if the rewards aren’t achieved it would require a review into the departments performance or the performance goals as there must be a disparity between either the training delivered or the expectations from the company.
1.4 To set up a pay structure within a company it must be done early on as part of the company plan, does the business want to be a market leader, do they want to attract the best talent or do they want to focus on hiring vast numbers quickly. The frequency of pay also needs to be a consideration, does the business want to pay out its employees weekly, fortnightly, every 4 weeks, monthly etc? Each option has it’s own benefits and drawbacks, the shorter the length of time between pay periods the more work that would fall onto the wage department. You then to have to take into consideration how the additional elements would be paid such as commission and bonuses, would they be done in the same time scale, would they be done a week in advance, two weeks etc. 
In terms of the actual hourly/ salaried rate several factors would need to be considered such as the local marketplace for similar organisations, whether every employee of the same level would have the same rate, or whether there is an element of pay increases based on experience/ seniority/ tenure. There is a wealth of information that is available around pay rates, this can be gathered from employee surveys, it can be reports from government bodies or information from trade unions. 
There is a link between a competitive wage and the relationship that the employee has with the employer, if the employee deems the wage to be sufficient they are more likely to perform better than if they deem the wage to be below the market value.
1.5 A For a cleaner I would focus on rewards based on how quickly and how well they completed their work, whether they were training on higher risk activities such as removing bodily waste, using dangerous chemicals or different equipment. 
I would use reports from the business managers, line supervisors on the satisfaction of the customer with the quality of the cleaning, how effectively and quickly they have undertaken the work.
B. For sales people traditionally the market standard reward is based on commision of the employee for their individual sales and against the overall departments sales. Often times these are scaled as percentages over the target I.e 5% over would achieve 0.25%, 10% would achieve 0.5% etc. I would look to offer incentives based on high margin add on sales either products/ extended warranties, insurance or upgrades. This could be a product of the month that needs to be moved whilst they are still hot products. 
C. With Nurses performance based rewards may not be appropriate, as every nurse should provide the same duty of care to every patient. I would look to offer rewards for additional qualifications or training courses that have been undertaken, not all nurses are trained to take bloods, administer injections or dispense medication.
There could be a reward offered for nurses that are looking to step up to a position of authority and support their colleagues in a mentoring environment. 
D Shop assistants should be rewarded for their performance and how efficiently they work. Something that is now widely used is the concept of a mystery shopper, whilst this does come at a cost to the business, it does highlight how strong a performer each sales advisor is, these kinds of surveys give a strong impression of how the employee performed on the day and gives an objective opinion of their attitude. These can be tied in with customer satisfaction surveys on receipts, the rewards could be tiered, if an employee scored beneath a particular level (80%/ 8 out of 10 for instance)  then they could be entered into a monthly raffle for a reward. Much the same as with sales people, they could be targeted on up-selling particular high margin products at the point of sale
Across the board, every employee could be recognised for outstanding performance in a monthly newsletter or employee of the month scenario, prize drawers and raffles etc. We should be in a situation where we celebrate success rather than focusing solely on the negative aspects of performance, if employers focused on a culture of fostering a positive environment and celebrating success we would very quickly get to the point where every team is a high performing team and the business can move on to the next stage for itself.

Case study
1. 
The statement itself Is very sparse in terms of useable information, however the information htat is identifiable are that Tony feels as though he is underpaid, that he has to work overtime to make it a sustainable wage for himself. It also suggests that he has not developed his career in the previous 3 years and has fallen into the monotonous routine of the same role. 
I would make several assumptions based on that statement, on the lines that Tony could potentially have had a pay rise during the 3 years that he has worked there, and would look into his performance by speaking to Tony’s direct line manager to get a feel for his performance, his attitude and how he is currently working. I would also request to view his own self evaluation forms from his previous appraisal to see if any issues were raised, what his scoring was. There is the potential that Tony hasn’t mentioned this concern to his direct line manager in the first instance, which means that he has gotten into a spiral of negativity around the issue. 
I would also review the key metrics that he is targetted against and see whether there is a reward scheme that could be implemented in a beneficial way, however schemes such as this do take a few weeks to implement effectively. 
2. To begin with, I would request to meet Tony for an informal counselling session with a view to get a feel of the situation with him, by using questions around what he feels he is doing well/ could improve on and why he feels as though his pay is not sufficient. A review of the companies competitors would highlight whether the current pay/ reward offering that is available is in line with the same roles elsewhere or whether it is fundamentally different. If it is different it is something that may need to be highlighted and investigated into further. 
I would invite the employee in for a counselling session to see what we as a business could potentially offer to change the employees motivation. If the cause of Tony feeling unmotivated and underpaid is lack of progression then that is fairly quick to turn around by developing a personal development plan and outlining what training objectives would be required. If the cause of the motivation is down to Tony not hitting their targets I would review whether the target is achievable and what we can do to help that employee perform to that level such as peer mentoring. 
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