
RESEARCH PAPER ABOUT PAY FOR PERFORMANCE

Article (PDF Available) Â· December with 2, Reads Organizations started implementing pay-for-performance practices
(fixed pay + .. In the initial research pay satisfaction was identified as a part of job satisfaction.

Additional description of the information shall be done such as finding the correlation between salaries and the
lecturer performance rate such as with the student grades. The presence of unions is another environmental
factor that may influence pay for performance plan effects. The field studies comparing managers and
professionals under merit plans with those under seniority-related pay increase plans, or no formal increase
plan, suggest that the presence of a merit plan positively influences measures of employee job satisfaction and
employee perceptions of the link between pay and performance. The expectancy theory explains that in any
given situation, the greater the number and variety of rewards that are available to the employees academic
staff , the greater the probability that extra effort will be exerted in attaining the set goals or targets in the hope
of getting the desired rewards Bodden,  Contrary to what many employers believe, organization-wide
incentives such as profit-related pay and share-ownership may not generate such positive effects, as they were
found to have negative relationships with employee well-being. In Figure we have classified pay for
performance plans in a two-dimensional matrix. Taken together, expectancy and goal-setting theories predict
that pay for performance plans can improve performance by directing employee efforts toward
organizationally defined goals, and by increasing the likelihood that those goals will be achievedâ€”given that
conditions such as doable goals, specific goals, acceptable goals, meaningful increases, consistent
communication and feedback are met. Case studies suggest that individual incentive plans are most
problem-free when the employees covered have relatively simple, structured jobs, when the performance goals
are under the control of the employees, when performance goals Page 83 Share Cite Suggested Citation:"5 Pay
for Performance: Perspectives and Research. Do pay for performance plans help sustain or improve individual
and group or organization performance? Another recent study by Gerhart and Milkovich analyzed five years
of firm performance and compensation data for 16, mid-level managers and professionals in large
corporations. It deals with major contents of study. Early research mostly case studies and laboratory
experiments examining employee perceptions of the fairness of pay distribution focused on differences in pay
for different jobs or specific tasks Whyte, ; Livernash, ; Jaques, ; Adams, ; Lawler,  Similar findings have been
reported by others see Terborg and Miller,  Unfortunately, although a conceptual case can be made for the
ability of pay for performance plans to help an organization attract and retain the best performers, the research
does not allow us to confirm it. The performance appraisal ratings used with merit plans often combine both
behavioral for example, provided timely feedback to employees and outcome for example, reduced overhead
10 percent measures of performance. Cumulative studies primarily laboratory also support goal-setting theory
predictions that specific goals, goal acceptance, and so forth, will increase employee goal achievementâ€”in
some cases, by as much as 30 percent over baseline measures Locke et al. The bonus is based on value added
or cost savings, defined as the difference between current production or labor costs and the historical averages
of these costs as established by accounting data. It shall be belief and consisting of straight forward questions.
Academics and other professionals experienced in the design and implementation of group incentive plans
emphasize the importance of organization conditions that foster employees' beliefs about their ability to
influence aggregate performance measures O'Dell, ; U. Procedural justice theories suggest that employees
have expectations about how organization procedures will influence their ability to meet their own goals, and
that these expectations will be shaped by both individual preferences and prevailing moral and ethnical
standards Walker et al. In this type of design the researcher will record the information that is present in a
population but they do not manipulate variables. This type of motivation according to this school was
internally motivated. Later, the other system that evolved was position based salary schedule. Merit Pay Plans
It is not difficult to view merit pay plan design as a means of overcoming some of the unintended
consequences of individual incentive plans.


