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Case Study Pros and Cons of Financial Incentives   
  The goal of this assignment is to evaluate the pros and cons of financial incentives, when applied to a case study scenario involving motivating employees to increase sales and revenue profit among forty-three retail and wholesale stores with construction products.  The challenge presented within this case study was essentially how we motivate employee performance with financial incentives.  According to Grandey, Chi and Diamond (2013), there is an “ongoing debate about whether performance-contingent financial rewards undermine or enhance satisfaction from performing” (p. 570).  The recommendations offered by the boss of the construction products, were to educate and demonstrate the benefits of the products to the store employees and their bosses, with the hope this would improve sales with their customers and revenue outcomes for their stores.  However, this only produced marginal increases in sales and revenue outcomes, with negative attitudes from the store employees.  Consequently, the regional sales representative decided to offer financial incentives to those store employees who achieve desired sales outcomes.  Subsequently, this paper will discuss the related pros and cons of financial incentives as a motivational tool for employee performance and evaluate their contributions against this case study.  	Comment by Charles Hicks: You discuss a case study, but there is no reference for it.  	Comment by Charles Hicks: Need to reference the case study.
According to Scandura (2016), “organizations that appropriately tie pay to performance and pay more have higher rates of return” (p. 205).  This comment should not sound strange or uncommon, as many organizations continual explore new methods to encourage employee performance and motivate employees to do more with less (Garbers & Konrdt, 2014).  Research offered by Shaw and Gupta (2015), indicates “financial incentives were indeed strongly and positively related to individual performance and further, that incentives appear to have no negative bearing on intrinsic motivation”(p 281).  Intrinsic means employees have an inherent personal interest in what they are doing (Scandura, 2016).  According to our case study, after the non-financial measures appeared to be unsuccessful as motivating factors for the sales employees, the regional sales representative applied the expectancy theory to this situation to assist with motivating the sale employees.  The expectancy theory suggest employees will only put forth adequate effort when they believe that their efforts will lead to good outcomes, be correctly evaluated and the benefits offered by the organizations are desire (Scandura, 2016).  In our case study, the desired benefits would be the financial incentives offered by the regional sales representative.  Financial incentives should be distinguished from financial rewards, with “incentives referring to inducements offered in advance, intended to increase performance, whereas rewards are typically given after successful performance” (Garbers & Konradt,2014, p.103).       
In contrast, some organizations believe connecting pay directly to financial incentives and rewards can have both dysfunctional and even unethical consequences (Scandura, 2016).  Several research studies have suggested paying financial incentives and rewards can “create negative organizational outcomes, including decreased trust and cooperation and lowered self-perceptions of competence and autonomy” (Stone, Bryant & Wier, 2010, p. 106).  Additionally, Scandura (2016) has indicated, “pay may not motivate people to perform at the highest levels” (p. 202).  According to our case study, the non-financial measures appeared to have produced negative outcomes for the regional sales representative after he got the bosses of the sales employees’ involved in trying to improve their sales performance.  The store sales employees may have perceived getting their bosses involved was an attempt to control their work functions and negatively reflected on their competence.  One “issue with extrinsic rewards like money is that such rewards might be interpreted by employees as controlling by their boss rather than indicators of their competence” (Scandura, 2016, p. 204).  
[bookmark: _GoBack]In conclusion, while the issue of paying for performance is still debated, the research indicates the benefits far exceed the negative outcomes associated with these attempts to motivate employee’s performance (Shaw & Gupta, 2015).  Even though Stone et al. (2010) indicates, “research shows that in both controlled laboratory and field studies, financial incentives fail to produce desired behaviors about as often as they succeed” (p. 106).  The vast majority of research indicate these practices ultimately accomplish their desired objectives (Shaw & Gupta, 2015). 
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