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Summary of Findings:

Overall research as well as personal experience shows us that monetary incentives can be an
effective way to increase performance in organizations. However, as expressed in the table
above, there are many different variables that can weigh heavily on the effectiveness of these
pay for performance programs.

First of all, as many managers and organizational leaders have found, not all organizations can
afford to have these programs permanently in place. Because pay for performance is effective, it
can cost an organization generous amounts of money. In this case, although there is increased
performance, it costs the company more, and the variables are somewhat balanced out and the
increase is minimal. If a company puts a system in place and then takes it away, employee moral
will lower and therefore performance can decrease. If this happens, some believe that it would
have been more cost efficient to not have put the system in place at all. So it can be a very
unsteady process and great care and analyzation needs to take place.

Men and women also respond to pay for performance incentives differently. As shown in the
Journal of Organizational Behavior, women had a higher rate of satisfaction before the systems
were put in place but men were more satisfied after the systems. It can be thought that when
faced with monetary incentives, men are more likely to step to the plate in order to get the
biggest payout. In this study, women showed that monetary incentives are not guaranteed to
drive up increased performance. This can definitely vary from company to company, however it


http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?index=0&did=628335671&CSP=567093&SrchMode=1&sid=4&Fmt=3&VInst=PROD&VType=PQD&RQT=590&VName=PQD&TS=1175155357&clientId=17866
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?index=0&did=628335671&SrchMode=1&sid=4&Fmt=3&VInst=PROD&VType=PQD&CSD=544651&RQT=590&VName=PQD&TS=1175155357&clientId=17866
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?index=0&did=628335671&CSP=28628&SrchMode=1&sid=4&Fmt=3&VInst=PROD&VType=PQD&RQT=590&VName=PQD&TS=1175155357&clientId=17866
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?index=6&did=1178653&CSP=9650&SrchMode=1&sid=12&Fmt=2&VInst=PROD&VType=PQD&RQT=590&VName=PQD&TS=1175156367&clientId=17866
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?index=6&did=1178653&CSP=7316&SrchMode=1&sid=12&Fmt=2&VInst=PROD&VType=PQD&RQT=590&VName=PQD&TS=1175156367&clientId=17866
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?RQT=318&pmid=7921&TS=1175156367&clientId=17866&VType=PQD&VName=PQD&VInst=PROD
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?RQT=572&VType=PQD&VName=PQD&VInst=PROD&pmid=7921&pcid=56029&SrchMode=3
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?RQT=318&pmid=17484&TS=1175156769&clientId=17866&VType=PQD&VName=PQD&VInst=PROD
http://0-proquest.umi.com.opac.sfsu.edu/pqdlink?RQT=572&VType=PQD&VName=PQD&VInst=PROD&pmid=17484&pcid=32656891&SrchMode=3

can be shown that because of the more emotional nature of women, the conditions and nature of
the organization’s behavior may be more beneficial to increase their performance.

The way an organization is built and run can play a huge role in how effective their employees
are. A company needs to be adaptable to boost employee morale. Paired with monetary
incentives, increased performance is guaranteed. If employees are happy, they will be more
comfortable and want to see their organization succeed. Monetary incentives can help “stir things
up” and give employees a goal to work towards. However, organizations need to research all
variables involved and make sure to pick a pay for performance system that is most suitable for
their own practices.



