Running head:  EMPLOYEE INCENTIVES                                                                                  1                                             
EMPLOYEE INCENTIVES                                                                                                            6

EMPLOYEE INCENTIVES
Student’s Name

University Affiliation

Professor’s name

Course title

Date

Determine the most effective incentive program in an organization is a critical issue. The incentive program must align with the needs of the employees. The company explains the dilemma identifying an effective incentive for waged employees. The employees are paid ten dollars each hour, and when work is slow, some employee such as William work slowly and still get paid the same amount which was eating into profits as the machines being operated cost water and electricity bills to rise. The piece-rate incentive seemed to have a positive impact on the productivity of the employee in question.

Expansion of incentive

A piecework rate is defined as the process of compensating employees based on the total number of units completed which in this case is the total number of parts washed by each employee. The piecework rate identified that William would receive 0.42 dollars for each unit washed increasing his average number of units washed per hour to 26 while reducing the number of hours he had to work.  Evidenced from the increased productivity of the workforce I believe that the piece work rate system has proof of its effectiveness within the organization. This incentive has increased the motivation of the employee and would, therefore, be effective at increasing the motivation of the overall workforce (Snell & Bohlander, 2010). 
Motivation has increased productivity identifying that more parts can be washed at a quicker rate enabling the organization to deliver the washed parts to the clients on time while increasing the number of units the workforce can handle subsequently increasing the overall revenue. William was much faster when the new piece rate system was implemented identifying that the same would occur to all the employees ensuring that the machines are turned off earlier than normal resulting in cost savings regarding the electricity as well as water bill for the organization. Another reason that such an incentive would be beneficial to the organization is that the minor problems of reduced quality and breadbasket size equivalent can easily be addressed. 
According to Lan (2010) quality in a piece rate system may be affected promoting a measure to improve quality while improving productivity. In this case, the issue of quality can be addressed by identifying that any improperly washed unit would not be incorporated within that day’s pay and would have to be completed within the next day. Such a policy would ensure that although speed is increased the quality can also be maintained. When it comes to the breadbasket size equivalent that leads to friction between the employees and their supervisors can be addressed by developing standards for different ranges of unit sizes as well as putting additional charges for the larger unit size decided upon with the consultation of the employees. Communicating rewards systems as identified by Jones (2013) is central to motivating and retain the workforce ensuring that such changes are supported without any resistance. These two key issues can, therefore, be addressed efficiency by these solutions making the incentive applicable to other part washers in different stores.

Implementing piece rate system

The floor supervisors and the customer service representative cannot be put on the pierce0rate plans for several reasons. According to Snell & Bohlander (2010) piece-rate plans are more effective when they involve employees carrying out quantifiable work within the organization. For instance, it is impossible to quantify how many employees a floor supervisor has supervised in a given hour, and this also encounters another problem that of having no supervisors when all have finished their workload for the day. The supervisors work, or that of the customer services representatives cannot be easily quantifiable, and it is difficult to measure how much work has been completed by this employees. The only reason that a piece rate plan could work on the parts washers it is possible to count how many units have been washed. 
The customer service representatives need to work the normal shift until the close of the day as they must provide supportive services to the clients and if all employees met their quota, each day might leave the customer service department without any employees who are critical to the functioning of the organization. The same case could apply to the floor supervisors. The hourly wages of the supervisors are constant, and quality of supervision may reduce if the supervisors are in a hurry to ensure that each employee has been supervised. A piece rate plan for the floor supervisors and the customer would not be effective but instead would benefit from a bonus-linked incentive (Snell & Bohlander, 2010). In this case, an approach of offering bonuses based on the quality of units washed by the parts washers under each supervisor would be effective at motivating these employees while promoting the achievement of quality washed pars. The customer satisfaction survey sent to the clients after contacting the customer services representatives would be used as the basis for rewarding these employees. Those who get ranked highly by the customers they interact with getting financial incentives that help to motivate and retain these employees.
Conclusion

Shields et al. (2016) noted the importance of differentiating rewards to address the needs of each worker. Each employee has different needs and therefore different ways of measuring performance based on the job position of the employee. Rewards differentiation helps to design incentives more suitable to the different employees. The differentiation of rewards in this would identify the suitability of using a piece rate plan for the parts washers which would increase performance while the drawbacks such as increased conflict and reduced quality can be addressed by simple solutions. The piece-rate plan is suitable to all parts washers in other stores but not for the customer service representative or the floor supervisors who can be motivated by bonuses tied to the quality of work done.
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