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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. 
	Please insert your completed assignment (in word format) here:

1- Give short answers to the following question                        (20)

Question1.1: What is the link between motivation and performance?
Answer:  Motivation in business is a reason for producing or behaving in a particular way. It is about motives, which are the internal drivers of employees that direct their behavior towards certain outcomes. For example, an employee may want to achieve a higher performance at work because he/she wants a new car or simply desires a feeling of achievement. Needs are usually more physiological. For example: “I’m tired and I need rest,” or “I need the company of others and social connections.” Another motivator might be self-esteem, e.g. an employee needing the respect of his/her peers.

The most important elements of designing a reward system are:
1-Pinpointing the strategic elements of rewards and how they connect to other aspects of human resources.
2-Assessing and revising the elements that make up the reward package.
3-Creating basic pay structures through job evaluation systems, market tracking and competence assessments.
4-Determining which aspects of pay for performance schemes should be used and under which
conditions.
5-Constructing a benefits package which suits the needs of both the organisation and the employees.
As well as the relationship between motivation and employee performance is that employees tend to perform much better when they are positively and consistently motivated while those who are less motivated tend to perform poorly. Therefore, motivation is directly related to performance of employees in a company.
EMENT
--------------------------------------------------------------------------------------------------------------
Question 1.2: Outline the principles of setting up reward system.

Answer: The find the below points:

The most important elements of designing a reward system are:
1- Pinpointing the strategic elements of rewards and how they connect to other aspects of human resources.
2- Assessing and revising the elements that make up the reward package.
3- Creating basic pay structures through job evaluation systems, market tracking and competence assessments.
4- Determining which aspects of pay for performance schemes should be used and under which conditions.
5- Constructing a benefits package which suits the needs of both the organization and the
6- employees.

--------------------------------------------------------------------------------------------------------------

Question 1.3:  How do team-based rewards work?

Answer: Team Based Reward

Members of a team (that is formally chosen and recognised by the organisation) may receive team-based rewards when their performance has achieved the desired goals set by the organisation. These rewards will then be shared among all the members of the team. Rewards for individuals within the team can also be used in order to recognise especially good performances by certain members. An understanding of the nature of teamwork and how teams function is necessary in order to develop and manage team-based rewards.

Profit-Sharing
Profit-sharing is better known and is practised more than gain-sharing. Profit-sharing is a system in which the employees receive a direct share of company profits. It is a group-based system.

Stock Options
Stock options are the most popular long-term incentives. A stock option is the right to buy a specific number of shares in a company’s stock at a specific price during a given period of time. The employee might buy the stock when it’s equal to the market price at the time the stock option was given.

Merit Pay
Merit pay is the most common approach to paying for performance. Merit pay schemes tend to give salary increases to employees based on their supervisor’s appraisal of their performance. The aim of merit pay is to increase motivation and retain the best performers by clearly establishing a performance-reward relationship. Evidence suggests that most organizations’ performance appraisals are deficient and therefore inaccurate. This results in measures of individual performance becoming nonexistent.
--------------------------------------------------------------------------------------------------------------

Question1.4: Explain the different methods used for developing a pay structure.
 Answer:  
.Developing Pay Structures
When the job evaluation is done, the data received become that basis for developing the organisation’s pay structure. This means that pay rates are compatible to rank, classification or points received though job evaluation. The way in which the company structures its compensation packages is mostly a matter of company philosophy but, of course, market trends are important here. There are several options that the company can choose from. One of these options is the single-rate structure whereby all employees do the same work and receive the same pay. Alternatively, it might choose the tenure-based method
which depends on how long an individual employee has been with the company. There can also be a blend of seniority- and tenure-based plans. Sometimes the pay is connected to productivity or performance. The job evaluation methods give the input for developing an overall pay structure for the organization. Other sources of information can be used for the purposes mentioned above. They are:
1- To conduct surveys
2- To write reports
3- Pay commission reports
4- Reports of the wage boards
5- Reports of the employee and employer
6- Trade union journals etc.
Choice of the Structures
1- The nature (type) of organisation which includes things such as size, complexity,  culture and tradition.
2- Formal organisational structures and internal relativities.
3- Degree of knowledge of workers.
4- Degree of formalities.
5- Degree of growth of the company.

Standard Salary Structure
The standard salary structure delivers fixed salary ranges for every different type of position for staff performing standard duties. The company should allow for variations and should therefore set up minimum and maximum levels within pay ranges to account for these variations in skills and experience levels. It is helpful for companies to determine where their organisation sits within their own industry when determining the base pay structure. It is also helpful to check competing industries which may have job opportunities available. Companies can thus gain an overall picture of salaries, enabling them to organise pay levels in a competitive way. They may otherwise risk losing valued employees to other companies and sometimes other industries. The Internet is an excellent place to search for industry standard salary levels for certain jobs in certain geographical areas. Once a company’s base pay structure is in place, a merit pay programme can be set up to take the employee through the salary range for their particular position at a performance-driven speed. This will be important when managers perform their annual employee performance reviews. In one sense, employees may begin to think they are sure to receive a salary increase; this is a disadvantage because their motivation to perform better will decline. Because of this, many organisations are using a reward-based compensation method which is also referred to as Incentive Compensation.

Incentive Compensation
It is more and more common for organisations to used incentive-based compensation. This is because there is more emphasis on performance and competition for talent. Employees are motivated to perform better by this type of compensation structure. Hiring bonuses are also in place today, including work opportunities for new graduates. It is better to set a specific time period before the employees collect their bonuses because of the risk of employees leaving the company after receiving their first bonus. This would, of course, be costly in terms of all the money spent on recruitment, interviewing, training etc. Offering incentive compensation may well be advisable, especially if the organisation is in an industry where there is intense competition for good employees. Base pay and incentive-based programmes require the same amount of research into the particular industries where companies are operating. Base pay levels will still be determined but they may be slightly lower and it will be necessary to build the annual (or quarterly) bonuses, commissions or shared cash compensation into that base.
-------------------------------------------------------------------------------------------------------------

Question1.5: ‘Rewarding is essential for motivation.’ Which types of incentives would be most suitable for the following workers?
a. A cleaner
b. A sales person
c. A nurse
d. A shop assistant

Answer: 
a. A cleaner :  Skill Based incentive
b. A sales person: Skill based and Competency based both
c. A nurse: Skill and Competency based both
d. A shop assistant: Skill Based Incentive
Above all they all can be rewarded by other way also like: 

Employee Benefits
Employee benefits are elements of remuneration that are given in addition to several forms of cash payment. They deliver a measurable value for individual employees. They may be deferred or contingent as in the case of a pension scheme, insurance cover or sick pay, or they may provide an immediate benefit such as a company car. Elements that are not, strictly speaking, remuneration, such as annual holidays, are also included. In general, benefits exist not in isolation but as part of a comprehensive compensation package offered by the organisation. Below are the objectives of employee benefits :
a) To improve the employees’ commitment to the organisation
b) To show that the company cares for its employees’ needs
c) To ensure the personal security and personal needs of all employees, and
d) To guarantee that benefits are cost-effective in terms of commitment and improvement in recruitment and retention rates.

Flexible Benefits
There are considerable individual differences in benefit preferences. These individual differences le nd more weight to the need to offer employees a choice in the design of their benefits package. A flexible benefits plan will control costs and improve employee satisfaction. When employers consider offering benefits to employees, one of their foremost considerations is to keep costs down.

These two ways of benfites also be considered to giving reward as an employee motivation like cleaner, nurse, sales person etc.


Case Study                                                       (10)

Tony works in Big Star, a city hotel. He is a full - time employee and has been working there for the last three years. But he is not happy with his job. He says that his pay is poor and he has to work on the weekends.
1. What does his statement suggest about the motivation of this employee?
2. Identify and explain two possible ways in Tony’s motivation could be improved?

Answer: 

1- The above statement shows that the employee is not at all motivated to work in Big Star. Weekly offs had been given to him as well as he is paid well. The reason can be less hike during the appraisal process or his performance may be not up to the mark. The most important that he is not happy with the assigned work which can be impact to his work performance and organization performance as well. Current research shows that A happy employee plays a very important role in the growth of the organization. The suggestion would be to motivate the employee like tony as per the below points suggestions: His statement shows that organization is not working towards the employees motivation and benefits like:
1- Reward system
2- Employee benefits 
3- Attracting staff
4- Retaining staff
5- Motivating staff
6- Wage structure
These are points are neglected by the organization which comes from the Tony’s statement. The possible few remedies are given below: 

Reward Strategies
Reward strategies are mostly about aligning the company’s payment arrangements and wider reward systems with its business objectives. This means developing systems which improve the chances of all employees attempting to contribute to the achievement of company goals. If an improved quality of service is the main business aim, this should be reflected in a payment system which rewards frontline staff as they are the ones who provide the best standards of service to customers. A ‘statement of intention’ is one of the first required steps. The organisation must explain what the reward strategy is aiming to achieve and which reward initiatives have been selected to fulfil those core aims. The next step is to expand these ideas on a more detailed basis, clarifying the aims in more depth and demonstrating how the elements of the company’s reward policy supports the attainment of those goals. This is really a statement of the business case that reinforces the strategy. Therefore, the clarification must include a list of benefits that will accrue and indications of how the strategy will be used to gauge its success. The third step is to explain the guiding values that are being used to develop the initiatives and will be used to modify them in the future.

Employer Objectives
Reward strategies and the initiatives developed as part of those strategies are best rated according to how exactly they meet certain core objectives and to what extent.
 The more suggestions are mentioned below which would be explain in 2nd question:
Competency based reward
Profit sharing 
Allow him to invest in company’s stock.
Employee Benefits
Employee benefits are elements of remuneration that are given in addition to several forms of cash payment. They deliver a measurable value for individual employees. They may be deferred or contingent as in the case of a pension scheme, insurance cover or sick pay, or they may provide an immediate benefit such as a company car. Elements that are not, strictly speaking, remuneration, such as annual holidays, are also included. In general, benefits exist not in isolation but as part of a comprehensive compensation package offered by the organisation. Below are the objectives of employee benefits

a) To improve the employees’ commitment to the organisation
b) To show that the company cares for its employees’ needs
c) To ensure the personal security and personal needs of all employees, and
d) To guarantee that benefits are cost-effective in terms of commitment and improvement in recruitment and retention rates.
--------------------------------------------------------------------------------------------------------

2. Identify and explain two possible ways in Tony’s motivation could be improved?  (5)

The two given possible ways are to improve the Tony’s Motivation are: 

1- Gain-Sharing
Gain-sharing is a system in which all employees of an organisation are eligible for a share of the company’s profits or payments. It is a system of management that encourages better performance by involving the employees and allowing them to participate. As the company’s performance improves, employees will share in the financial gains as well. Success will depend upon producing a feeling of ownership of the plan and the operations. In this way, employees begin to identify more with the company and their commitment is usually increased. There are many potential benefits of gain-sharing. It helps employees focus their attention on the main issues that affect performance and enlists the support of all employees towards this goal. It encourages teamwork and co-operation on all levels. Gain-sharing differs from profit-sharing in at least three main ways. First, rewards are based on a productivity measure rather than profits under the gain-sharing system. The aim is to link pay to performance outcomes as this is something employees can control. Second, gain-sharing plans generally distribute bonus payments with greater frequency. For example, they can be distributed monthly or quarterly instead of annually. Third, gain-sharing plans distribute payments during the current payment period. Here, it is different as profit-sharing is usually deferred. Lawler (1971, 1990) has made a summary of the most common results found in research studies of gainsharing plans:
1- Coordination, teamwork, and the sharing of knowledge are boosted at lower levels.
2- Participation and reinforcement of group behaviour is achieved as social needs are recognised.
3- The focus is on cost-saving, not just quantity of production.
4- There is a greater acceptance of change due to technology, market, and new methods because higher efficiency leads to bonuses.
5- Changes in attitudes occur among workers, and they require more efficient management, better
6- planning, and good performance from their co-workers.
7- Employees try to reduce overtime and the goal is to work more efficiently rather than longer.
8- Employees come up ideas as well as effort.
9- When unions are present, more flexible administration of union-management relations occurs.
When unions support the plan, they are strengthened because of better work situations and higher pay results. Gain-sharing plans do have certain limitations, however. The most important limitation is differentially attracting and keeping the best performers. The problem here is that, since gain-sharing plans don’t pay more for better performance, they are not a good motivator for certain employees to stay with an organisation. Bonuses are paid even if the organisation is not making a profit (which is different from profit-sharing). In addition, gain-sharing plans don’t fit in well with every situation.

2-Merit Pay
Merit pay is the most common approach to paying for performance. Merit pay schemes tend to give salary increases to employees based on their supervisor’s appraisal of their performance. The aim of merit pay is to increase motivation and retain the best performers by clearly establishing a performance-reward relationship. Evidence suggests that most organisations’ performance appraisals are deficient and therefore inaccurate. This results in measures of individual performance becoming nonexistent.

2:1: Statutory and Voluntary Benefits
Employee benefits may be placed into two categories: statutory and voluntary. The organization must give statutory benefits to the employees irrespective of its own wishes. Examples of these include sick pay and maternity leave. The number of voluntary benefits offered by employers to employees is quite astonishing, and they come at a significant cost to the employer. The main voluntary benefits are vacations, holidays, special leave, sick leave, health insurance, educational assistance, employee discounts, medical benefits, facilities for recreation, subsidized meals in canteens, credit cards and mobile telephones.

-------------------------------------------------------------------------------------------------------------
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