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Pay is a very important motivator (for people with strong power-level needs) and is clearly tied to performance
Piece-Rate: Certain sum of money for each unit of production completed
Wage incentive plans: various systems that link pay to performance on production jobs
Problems with pay incentives:
· Lower quality product (because workers are going for quantity not quality)
· Differential opportunity (some workers have jobs that allows them to produce more than workers doing different tasks so they will always earn more)
· Reduced cooperation among workers
· Incompatible job (a job that doesn’t allow you to give pay incentives)
· Restriction of productivity (if a manager puts a certain level of production that workers must achieve to receive bonuses, they will only work until they reach the pre-determined level of production, and not produce more even though they can)
Merit-pay plans: based on performance appraisals, managers can give bonuses to their employees, on top of their regular salaries
Problems with merit-pay programs:
· Low discrimination (giving undeserving employees bonuses “oh, they did a good enough job”…)
· Small increases
· Pay secrecy (no one knows what their co-workers are getting as bonuses)
Profit sharing:
· Employee stock ownership plans (ESOP’s)
· Gainsharing
· Skill based pay
Job design as a motivator:
· Traditional views: job simplification
· Now: job scope (breadth = number of different activities performed // depth: control worker has over tasks performed)
· Job rotation: rotating employees to different tasks and jobs in the organization
Job characteristics model:
Skill variety: variety of job activities with various skills
Autonomy: freedom to schedule one’s own work activities
Task significance: impact job has on other people
Task identity: whether or not job involve doing a complete piece of work from begin to end
Feedback: info about effectiveness of one’s work performance

Critical psychological states: 
· Outcomes
· Moderators
Job enrichment:
· Combining tasks
· Establishing external client relationships
· Establishing internal client relationships
· Reducing supervision/reliance on others
· Forming work teams
· Making feedback more direct
Problems with job enrichment:
· Poor diagnosis
· Lack of desire or skill
· Demand for rewards
· Union resistance
· Supervisory resistance
Work design characteristics: attributes of the task, job, social and organizational environment
· Task characteristics (how work is accomplished; range/nature of tasks)
· Knowledge characteristics (knowledge, skill and ability demands)
· Social characteristics (interpersonal aspects of the job)
· Contextual characteristics (context of work, ie. Physical, environmental)  
Management by objectives: elaborate, systematic, ongoing program designed to facilitate goal establishment, goal accomplishment, and employee development
Alternative working schedules as motivators for a diverse workforce:
· Flex-time
· Compressed work week (ex: 40/20)
Job/work sharing:
· Two part-time employees share the work from one job
· Reducing the number of hours employees work to avoid lay-offs
· Telecommuting 



