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Employee Motivation Programs
Employers are quite often challenged in looking at ways they can enhance productivity and productivity while motivating employees at the same time to attain organizational goals. For several employers, variable pay plans have risen to the challenge. (Wagner & Westaby, 2020). Notably, their types of variable pay programs are customized in a way the employee's performance depicts their incomes. It does not refer to his/her position in the organization. The plans are set to motivate individuals and groups that effectively contribute as they differentiate non-performers and performers. This paper will demonstrate how the variable-pay program attains that.  
A lot of companies have a belief that Variable pay programs increase productivity and motivate their employees. In a study carried out by the American Management Association, a total of 80 companies reported a drop in grievances by 80%, lost time by 65% and absenteeism by 85% after the introduction of the variable pay programs in those organizations. Notably, the programs make the employees responsible for their salary packages, from their performance and contribution. This, in turn, motivates them to improve their performance( Mikkelsen, Jacobsen & Andersen,2017).
Some of the Variable pay plans components are Production incentives, gain sharing bonus, profit sharing, pay at risk etc. These different systems are a way of rewarding an employee regarding his performance. The variable pay programs also motivate individual workers in working well in groups. The programs are paid at different levels; worker, manager and group levels (Frisk & Anderson, 2016).


Types of Variable pay Programs
Individual performance-related pay is any pay scheme that relates to the award of a base pay increase or an individual cash bonus to individuals achieved results. It is usually measured against pre-agreed objectives.
A piece-rate pay plan is where employees are paid in regards to the number of units they produce. This kind of pay motivates the employees to provide a maximum number of groups, and thus productivity of the organization also improves.

Merit-based pay is based on the ratings of the performance appraisal. It motivates the employees to remain in a job. Its main advantage is that it allows employers to be able to differentiate pay based on performance and creates a relationship perception of rewards and performance. 

Profit-sharing pay is a plan that distributes the reward across the whole organization in regards to the company's profit. The prize is mainly indirect cash or stock options allocation for the top managers. This kind of variable pay has a positive effect on the employee's attitude because many of them report a significant psychological ownership feeling. 
Bonuses are also becoming a system that is widely used in a lot of organizations. An annual bonus is an essential unit of all compensations for the many jobs done. The plans include even the lower-ranking employees where many companies are now rewarding employees that are productive with bonuses and money when there is an improvement in profits. The gifts have motivation for workers. 

Skill-based pay depends on the skillset of employees. It will provide a better understanding among the employees in the organization as well as an increase in flexibility.  Implementation of skill-based pay is done; an employee is selected, and the characters that lead to a contribution of his/her performance are identified. After the competencies are identified, each employee is compensated in regards to the extent that they demonstrated the characters. 

Gainsharing schemes are types of bonus schemes that share a set proportion of performance gains achieved above the level that had been agreed.  An example is a factory labour productivity directly with employees where the higher performance level equals the more significant benefit for both employees and the organization. 
Pay at risk are schemes that involve the employees giving up a portion of their fixed pay or pay increase, and in return, they get a chance to get higher pay levels regarding the performance of the organization. Notably, if the targeted performance is not met, the base pay is reduced. 

Advantages of Pay programs
The performance-related programs have both a strength and a disadvantage.  The incentive program, for example, has a specific target of production that is set for just a relevant performance period before it begins, and the payouts are dependent on meeting the standard. The standard may also demonstrate higher or lower payouts regarding the extent to the performance targets that were achieved (Román, Millán, Millán & van Stel, 2017). Its advantages are: 
Work-study carried out before the introduction of the incentive pay plan provides an improvement in methods, workflow and the relationship between the employee and the machines he is using. 

Employees are encouraged to becoming innovative such that they are motivated in finding new methods for production increase. 

There is a feeling of cooperation between the management and workers, and their morale is increased too. 

Employees get too satisfied with an increase in pay and rewards, and the management is pleased with the increase in productivity. 

Disadvantages of Variable pay programs
The biggest challenge when it comes to the incentive pay program is that the setting up of bonus rates piece pay rates can take up a lot of time and is also quite problematic. For instance, if the raters are low fixed, employees may be dissatisfied and become unhappy. The employees may work under a lot of pressure to deliver. Notably, when there is a higher fixation of the rates, employees may result in increasing the productivity just for the sake of getting a pay increment or bonus in that they improve the performance only in terms of productivity but not in terms of quality. 

There is an unethical dimension in regards to incentive pays. It is kind of unjust to pay extra to employees while they have been paid their average salaries and wages. When an employee is paid for the required amount of working time in a day, the employee is expected to have a high performance. For this to happen, it is not necessary for the extra pays. Notably, the incentives also bring about cases of corruption where supervisors may join forces with handyman and give wrong records so that the employees get the incentives which are later shared among them. 


Theories on variable pay programs
Incentives have been used for quite a while now, whether in the form of rewards offered or promised to individuals or as a way of punishing unwanted behaviours. Notably, the questions as to what motivate employees began in the mid 20th century by scholars and scientists. According to the many arguments in the manufacturing and research industry as to what motivates employees in terms of performance, the scientific management emerged, and a conclusion was reached that employees are motivated purely by money (Ehrenberg & Smith, 2017).
The process theory of motivation explains how behaviour is energized sustained and even directed. . this approach reflects on the understanding of how people choose responses to fulfil their needs. This theory is associated with the goal, expectancy and equity theory. The expectancy theory suggests that the actions o employees depend on the desirability of the outcome. The effort that has a lot of desire will be taken; so as much as demonstrating what motivates employees, the theory tries to answer to what extent will it drive them. 

The goal theory which is the same as the instinct motivation theory suggests that employees enjoy tasks that are challenging and require thinking a lot and a view of how their efforts will achieve a goal and a reward motivates them even further. When applied to incentives and management, the theory dictates that both management and employees set goals that are challenging that will promote thinking strategically and cause employees to use their thoughts in finding solutions to problems. 

The equity theory, on the other hand, suggests that an individuals perception of fairness or equity of the reward received leads to the performance and job satisfaction. An individuals motivation, comfort and performance are dependent on his/her subjective evaluation of the reward ratio relating to other employees in the same situation. When applied to incentives, the theory aids in understanding dissatisfaction because it focuses on the feelings of people and how fair they are treated as compared to the treatment of others. 
Counter Argument
As much as variable pay programs have been used in compensation of employees for quite a long time, most employees still don't see if there is a secure connection between pay and performance. However, just as mentioned in the disadvantages of the pay plans, it does not mean that the performance-related payment shouldn't be used ( Shantz, Wang, & Malik,2018). Instead, they dictate that these programs are more useful when they are executed as part of an inclusive management program whose aim is to maximize the output by making use of the employee's commitment and potential.  Withal, variable pay programs do not practically work unless with associations of quite several hitches. 
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