
People – Motivation
Financial and Non-financial methods of motivation
Use the exam board notes in the Business Functions/People/Motivation section on Godalming Online and pages 381 – 394 of the Business Studies text book to help you answer the following questions.

[bookmark: _GoBack]1. Describe the difference between financial and non-financial methods of motivation (use examples)




2. Define the following financial methods of motivation:
	Method
	Definition (with examples/links to theories where applicable)

	Piece rate

	



	Commission

	



	Bonus schemes

	



	Wages

	



	Salaries

	



	Profit sharing

	



	Profit-related pay

	



	Performance-related pay
	



	Fringe benefits
	







3. Define the following non-financial methods of motivation:
	Method
	Definition (with examples/links to theories where applicable)

	Job enrichment



	


	Job enlargement



	

	Job rotation



	

	Job design



	

	Communication


	




	Empowerment



	

	Team working



	

	Quality circles



	

	Training

	




	Flexible working



	






4. Identify and explain two problems a business might encounter as a result of using piece rates to pay its employees?
1.



2.



5. Briefly explain two advantages and two disadvantages of to a business or using performance related pay?
1 AD.


2 AD.


1. DISAD.


2. DISAD.


6. Explain two problems that might result from using financial incentives to motivate employees?
1.


2.

7. Briefly explain two advantages and two disadvantages to a business of introducing job enrichment?
1. AD


2. AD


3. DISAD


4. DISAD



8. Explain how job enrichment is linked to the motivation theories with which you are familiar.





9. Explain one advantage and one disadvantage to a business of introducing a system of job rotation?
1.

2.

10. How might the empowering of its employees benefit a business?



Case Study Questions:
[image: ]

1. Identify and explain two types of financial incentives used by Richer Sounds to motivate its workforce.





2. Identify and explain two non-financial incentives used by Richer Sounds to motivate its workforce.





3. Analyse two possible advantages and two disadvantages of giving managers independence to set up their own reward scheme.






4. Salaries at Richer Sounds are relatively high for the retail industry. Evaluate the extent to which this is what motivates its staff.







5. Discuss whether it is easier to motivate worker with financial incentives in the short term rather than in the longer term. 
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Making work fun is 2 concept that the UK’ largest
recailr, Richer Sounds, takes very seriously, according to
Julie Abraham, is stock control director. I spent 4 years
with [BM, where everybody did everything “properly”
| came here, and people wear jeans and shorts in the
summer, | wasn't sure ifit was going to work for me but
you just get hooked.’ Julian Richer, the founder and
Chairman, was 19 when he opened his first store in
1978. He now has more than 50, as well as mail order
and inernet services. The Richer approach aims to
achieve unparaleled customer sevice through highly
motivated staff (or colleagues, as they are known).

Although the company has changed dramatically
over the years, Richer sill maintains a presence and
ensures that his employees are kept motivated. ‘We all
(etow what we're working for and how ourwork fits n,
says Lol Lecanu, the marketing manager. ‘Everybody is
dinging from the same hyma book, and the company
made me understand my role and how | have an impact
on the company.”

Communication i excellent, with allstaff having ample
opportunity to give feedback at seminars, suggesiion
meetings and branch dinners. Teresa Chapman, Richer's
personal assistant, says: “You can speak to people atall
Tevels. If anyone wants to see Julian, he'll see them as
so0n as he can. That's policy’ The business has a very
open communications policy to ensure there is ahways
awareness and discussion among colleagues. Results and
performance of scores and ofindividuals,for example, are
regularly measured and examined. This means chat
colleagues are very much aware of how they are
performing and that their efforts are being noticed

| singing from the same hymn book

Salaries are high for the recail industry and the perks
are also impressive: the loan of holiday homes in loca-
tions such as St Tropez and Venice; trips n the company
je; free massages, facials and pedicures at Christmas.
There is even a take-your-pet-to-work scheme.

Colleagues are encouraged to take on new respon-
ibiliies, and promotion from within is the norm; the
majorty of head office staff have worked on the shop
floor. “The beauty of Richer Sounds is that i is willing
to recognise people’s potential, and allow them to
develop into a role that they may not have previously
considered, says Lecanu.

When it comes to motivating staff, Richer is a great
beleverin measuring performance and then recognising.
and rewarding achievement. All customers, for example,
are asked to rate the quality of the service they have
eceived; salespeople who are rated ‘excellent’ receive 2
bonus, while those rated ‘poor are penalised. Each
colleague’s rating is measured regularly and perform-
ance is discussed. Colleagues are also encouraged to
contribute to the suggestions scheme, which has a cash
bonus for each idea. It has been remarkably successful,
producing on average 20 suggestions ayear from each
employee

The results of the approach taken by Richer Sounds
are impressive: as well as its incredibly high sales per
<quare foot, Richer Sounds has extremely low rates of
Jabour turnover and absenteeism.

Sources: adapted from wnw.richerstudenczone.co.uk; The
Sunday Times 100 Best Companies to Work Fo, 2 March 2003;
nd Gillspie, A (1998) ‘On the Richer sale, Busines Reviow,
Yol. 5, No. 2




