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	1.    Performance standards relevance for today’s knowledge directed workers and how their use will result in a compensation that is more competitive and benefit strategy
Employees through performance standards for each major duty are provided with performance expectations that are specific. How the job is to be done is specifically explained by performance standards and the expected results for job performance that is satisfactory. Communications expectations through performance standards are helped to be communicated and there is no confusion of how a job is to be done and the job to be done. An employee through these performance standards is able to be informed of the acceptable level of performance that is minimal .Moreover to identify performance levels that are ranging up to superior or up to excellent.  Performance standards are relevant for knowledge directed workers today due to the fact that they are younger, large, mass of Millennia’s who are enlightened therefore setting up performance standards generated towards that demographic becomes important (Bruce, 2002)
Their use will result in a more compensation that is competitive and benefit strategy in the following ways. There go hand in hand between performance standards and performance appraisals. Standards will be helped to be realistic through the appraisals results. Moreover, employees will be helped to be able to more appropriate goals setting and see where there is lying of their weaknesses and strengths. What will be resulted is usually employees that are more efficient since they are allowed to become better. When it comes to the demographics of a workforce that is young and educated, performance standards use will result in more competitive compensation and benefits strategy in that their difference in matters experience will differ. This is through comparing with the older more experienced workers therefore new dynamic that included values and compensation (Bruce, 2002)
2.    Comparing and contrasting when it will be preferable to employee performance motivating through incentives that are short-term versus incentives that are long term.
Incentive plans to employees performance optimizing are motivational perks that are dynamic through the reward expectation. They may take the form of trips, rewards of cash or form of gifts. Long term incentives and short-term incentives are the two types of incentive plans. Incentives in any job are a huge part of the performance and motivation of the employee. The means of rewarding employees immediately for their hard work is what short-term incentives are presented as. In an added bonus form, it’s what short-term incentives are presented as generally.  They may be in form of a simple dinner or an extra day off. What short-term incentives provide is more than just the value of monetary. They let employees know their hard work is noticed and feel appreciated. Higher morale is promoted and employees are able to feel that what they are doing is right and important. “From payments that are differential and premium for employees working in situations that are unusual to incentive plans, to bonuses for innovation, to awards for all kinds of desired results achieving, it’s here short-term incentives range from.” (Belcourt et al, 2016)
[bookmark: _GoBack]It would be preferable to use short-term incentives versus long term incentives when a better work environment needs to be created and motivate employees to work to their potential that is the greatest. Employees will be aligned to work with their overall success. On the other way, it would be preferable to motivate employee performance through long-term incentives versus short-term incentives in the following. Long term incentives are effective since through rewarding a company value is contributed to growth. It is built around behaviours and results that are to be achieved in order for the company vision to be realized. Therefore long term incentives are seen to be incentives and are applicable when a company vision wants to be realized (Bruce, 2012)
3.    Predicting the problems that will continue to plague innovators in the flexible workforce after Viewing Lyft, Uber and Sidecar and Eat With videos
Workplace flexibility allows employees to some measure of control exercising. Flexible work schedule advantages could include decreased possibilities of stress due to commuting, commute times, hours and costs of child care and office burnout. The control over the schedule of work feeling can be increased and for a person to other obligations meeting, it has flexibility. It has disadvantages on the other hand such as opportunity missing to thrive in a setting of an office and distinction lack between home and work time. From time to time, one could run over into the other. The effectiveness of practices and policies must be assessed by organizations and strategies for obstacles overcoming across workgroup that are different must be developed. “Work schedules that are flexible do not work for every employee or organization.” (Steelman, 2010)
One of the innovators biggest problems is the lack of regulation in the flexible workforce. There is considered by many of these jobs of people working for them as contractors that are independent simply and for some of the business contractors, it’s starting to create problems. The contactors are seen to be receiving no benefits at all while they seem to be doing all the work for the business and this is only benefiting the businesses only. It means that you do not receive benefits package and compensation by not being an employee. It sidesteps having to make social security, Workers’ compensation and Medicare contributions and it also avoid being covered by anti-discrimination laws, the wage that is minimum and overtime. The employer Affordable Care Act obligation is also escaped.
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