Research shows mental illness has strong links to debt
BACKGROUND
One in four people will suffer mental illness at some stage in their lives, a condition that, recent research has shown, has strong links to debt. According to World Health Organisation expert Rachel Jenkins, as many as half of all adults in debt may have mental health problems although what comes first - debt or depression - is almost impossible to tell. The Consumer Credit Counselling Service has itself also recently confirmed a definite link. For four weeks in November 2009, the charity added two test questions to Debt Remedy, its online counselling tool, to gauge clients' mental well-being: Over 4,000 people responded to two simple questions: Do you feel down and hopeless? Do you get little or no enjoyment out of life? Nearly 90 per cent said yes to both, while seven per cent said yes to one or other, providing indicative evidence of a link between debt and depression. Tackling the Great Depression (2010)

In an energy news article, Talbot (2009) reported that up to 30 British Gas employees were suspended after allegedly fiddling with their personal energy bills. This case demonstrates the pressure and desperation that struggling employees are faced with while trying to meet their outstanding bills payment

The global recession has not only taken its toll on the UK economy in general but has also had a reverberating effect on the retail industry in particular. In a recent press release, Kollewe (2011) reported that the Chief executive of Next Lord Wolfson expressed concerned over gloomy retail sales outlook. "Retail in the UK is going to be different over the next few years," The consumer environment is likely to be dominated by the challenges of global inflation, public sector cuts and limited growth in consumer credit. These factors mean that retailers cannot plan for never-ending growth in like-for-like sales that many have enjoyed over the last 15 years."

Industry news like this could be very disturbing and de-motivating to employees who are already struggling in the face of the current economic recession. In a attempt to reassure staff and engender their confidence levels it is important to come up with motivational schemes that will not only help the employee, but also assure them that their employers care deeply about them.

Working in the High street retail industry and maintaining a relatively good standard of living definitely comes at a price. Month in month out, the worker has different bills to pay, ranging from the cost of transportation, basic utilities, comfort, and necessity to luxury items.
INTRODUCTION
The investigation and study of motivation over several decades have revealed that there is no one individual proposition that could be considered definitive either in the theory or practice of motivation in the workplace. With this in mind, the authors will examine some theories of motivation and hone in on specific models which suits their proposal.

The authors have come up with 3 new motivational techniques that will be introduced further in the essay. Positivism, rewarding and incentivizing would be a hallmark of all 3 concepts.

E-commerce has today brought about a totally new way of doing traditional high street shopping with the resultant effect of less and less people shopping in high street shops compared with just one decade ago. “HMV was not the only retailer blaming the cold weather. Clothes chain Next said it had lost £22m in store sales because shoppers stayed away when the snow fell in the run-up to Christmas.” BBC Business (2011)

Factors like adverse weather conditions, cheaper goods and convenience are now forcing traditional high street shoppers to shop online. Consequently because fewer people shop in the high street, there is now fiercer competition amongst existing shops and the pressure to increase sales rest largely with sales staff. The need therefore to enhance motivation in this workplace cannot be overemphasised.
MOTIVATION THEORIES
This scheme is based on a subset of Frederick Herzberg’s 2 Theory of motivation and part of Robert Owens’s Paternalistic Theory. According to Adair (2004) the eight ‘hygiene’ factors, according to Herzberg, which can create job dissatisfaction, are:

Company policy and administration,

Supervision

Interpersonal relations

Salary

Status

Job security

Personal life - the effect of a person’s work on family life, e.g. stress, unsocial hours or moving house.

Working conditions

In particular, we will be examining the effect of an employee’s personal life on motivation at work.
BENEFITS IN THE WORKPLACE.
Private health insurance, share options, company car, pension scheme, gym membership — there is little doubt that what employers like to call a 'generous package' looks great in a job advertisement. But does this multitude of benefits really help motivate and retain staff? Do employees actually make use of their benefits? Do they want them at all? A survey of almost 750 UK firms across all sectors suggests the answers to these questions are far from clear. More than a quarter of companies surveyed offering standard benefits package felt the major issue they faced was that it wasn't sufficiently valued by staff.

Difficulty in communicating a benefits package was a key issue for more than a fifth of firms, while 16 per cent thought their package was too costly, and 15 per cent believed it required too much administration.

Michael Whitfield, managing director of Thomson Online Benefits, which commissioned the survey, said the findings show that firms can make their benefits strategies more effective. Better communication should result in better take-up and appreciation of benefits, he said. But, of course, no amount of good communication will persuade staff to appreciate benefits they do not want. Berry (2004)
MAKING PEOPLE TOP PRIORITY
Employees should be looked at as customers who need to be kept happy and satisfied if they are to last long with the company. Most great companies reward customer loyalty and custom, therefore it is imperative that some sort of benefit system be put in place that addresses the exact needs of the employee. “Understanding the changing needs and desires of your customers is critical to continued success. If you don’t understand those changes, you lose your customers, little by little.” Anderson & Kerr (2002).

In his book “Fifty Little things that make a big difference to Leadership and Motivation”, Freemantle (2004) makes it clear that the little things like giving ample time and attention to your employee is one of the most important things an employer can do. If true motivation in the workplace is to be achieved, dropping everything else to give the employee attention in time of need is a very important corporate endeavour that should be practiced. The employee would be better motivated once they know the value that their employer places on them and how critical their contribution is to the company. White (2005) lends support to the forgoing position by emphasising the need for a company to use the High performance work system HPWS. The HPWS concept refers to a combination of HR policies and work organisation practices which if sufficiently coherent supports high levels of motivation and innovation in the workforce.
EXPERIMENTING WITH NEW MOTIVATIONAL STIMULI
According to a YouGov Survey conducted to measure the level of happiness in employees in the UK, It was discovered that benefits play a key role in the recognition and reward strategy in order to drive engagement. It turns out that only 48% of British employees are happy with their benefit package. Out of a list of 24 different benefits offered, employees only received 3.6. The important thing to note here is it's not just about throwing more and more benefits at employees. The key to satisfaction with benefits, and subsequently employee happiness, is offering the right set of benefits. 'Benefits to make staff HAPPY' (2007)

Developing an experimental style of motivation will encourage team members also to be creative in coming up with new ideas. This in itself will be motivational.

It is well known that a single motivational stimulus (such as a pay increase) will only have a temporary effect. Initially the award of a pay increase will put the person on a motivational high. Then as time progresses the motivational effect wears off and fresh stimuli are required to prevent the individual becoming tired and jaded, leading to motivational loss. The figure blow shows the relationship between motivational energy and Time.

Source: “Fifty Little things that make a big difference to Leadership and Motivation”, Freemantle (2004 p.114)

The same applies to any other motivational stimulus, whether it be a team picnic, a quiz or game, or some exciting training course. The motivational impact is far from permanent. Team leaders who are effective in motivating their teams have very much an experimental style. They are always trying out new ideas and fresh stimuli to keep their teams on a high and perform effectively in doing the biz. This is illustrated in the following diagram:

Source: “Fifty Little things that make a big difference to Leadership and Motivation”, Freemantle (2004 p.115)
OBJECTIVES
The main objective of the scheme is to ensure that employees who take advantage of and sign up to it, no longer has to worry about recurring weekly, monthly , quarterly or annual bills.
ABOUT THE SCHEME
The company has signed an agreement with Santader Corporate Bank to provide this unique service to its employees. At the moment, Santader has an existing bills payment facility www.billpayment.co.uk . BillPay is a payment method originally developed by Santander Corporate Banking that allows business or personal customers of any UK bank or building society who hold a debit card, and in some cases a credit card, to make regular or one-off payments online. In collaboration with Santader, we have developed the technology further to create an exclusive portal for our employees. By using XML feed to interface into their existing system, the project successfully introduced new functionalities which allow employees to set up a one-time-only standing order for any number of bills that they wish to pay.

Employees are invited to register via the email sample below on the company’s secure Server.

Dear Stephen Makinson,

As part of the company’s ongoing efforts to ensure that we respond to our employees welfare needs and provide them with fresh, innovative benefits, we are delighted to inform you of our latest endeavour. – In partnership with Santader Corporate Bank, we have come up with The Bills payment Assurance scheme….with you in mind

A handbook containing all that you need to know about the scheme will be circulated to everyone by 4pm today. There is also a questions and answers section that deals with a lot of the possible issues that employees might have.

We hope that you will take advantage of this opportunity and make sure that you never have to worry about missing a bill payment – ever again!

Sincerely,

Kelvin P. Matemba

Human Resources Manager
BNEFITS
The following are the benefits to the employee who joins the scheme.

Employee peace of mind and happiness. It is common knowledge that the employee with the least personal issue to worry about is most likely to be happy in his place of work. This view was supported

Establishes a good baseline for Negotiating salary review

Gives Employer an idea of employee's needs

Caring attitude of employer gives the employee sense of belonging

Free Service

Unlike Banks, employees are not penalised when funds are not available to meet bills payment

Motivation is all about appreciation and recognition, and that is the rationale behind this proposal. Although the proposal has many similarities to Key performance indicator- KPI, its unique features distinguishes it from other methods of motivation. The authors decided to call it COMPETENCY REPORT (CR). It entails management sending a monthly praise/appraisal letter along with the employee’s payslip. This should be directed towards motivating the employee; hence his/her achievements should be highlighted and praised. This proposal should not be operated from the basis of a “stick and carrot” theory. Therefore, a worker, whose appraisal fall short of pre-determined standard, while not receiving the encouraging letter of appraisal, should not be criticised outright. The job description of an employee forms the basic criteria for the monthly appraisal. The elements listed below should all be appropriated percentages which would be used to score the employee

Punctuality.

Attendance

Grooming / appearance.

Sales target.

Customer relation/ feedback

Teamwork.
.
Features of Competency Report are;

Although it is the organisation that has to formulate clear competency criteria, the employee has to understand and accept these criteria as a part of the company’s policy. Both old and new employees should sign up and be given a unique login access, permitting them to only view their own report.

The competency radar letter is sent along with the employee’s payslip with a personalised summary, recognising and appreciating the contribution of the employee towards achieving the goals and objectives of the organisation i.e “Trevor, you have, for the last 3 months, consecutively scored above 92% on your Competency Appraisal. That is fantastic! Keep it up. Please remember that management operates an open door policy and would be happy to consider any ideas you have that would help accomplishing your duties more easy and comfortable.”.

The letter is sent monthly, accompanying the monthly payslip. (This would act as a symbolic gesture that is aimed to creating and reinforce, in the mind of the employee, a balance of interest, between the organisation and the employee. It indicates to the employee that while his monthly salary is being paid, he is also fulfilling his duties to the company that provides his wages and that they are satisfied with his work, appreciates and recognise his contributions towards achieving organisational goals. (This would help to maintain the employees focus on the objectives of the company. Besides, recognising and appreciating the employee would help to motivate him to either raise or maintain his level of performance. Receiving his appraisal letter would be a pleasant anticipation, a source of pride, ego massaging and valid proof with which he could show-off his level of competency to colleagues, friends and family).What better employers reference letter could a prospective employer ask for from a previous employer than a competency report that would show almost every detail that a prospective employer would need to make that complicated decision of employing or not employing an applicant. This CR would be of immense benefit to HR practitioners and managers alike, who would demand job applicants CR, confirm same to be true by contacting the previous employer and be in position to make informed judgement on which applicant meets their requirement. The employing company would know the strength and weaknesses of the applicant and be able to place him in a suitable position and find ways of solving the problems .E.g if candidate john has an excellent score on his all elements of CR except punctuality as a problem, an employing company would then ask him why he was often late for work and possibly discuss the option of him either moving close to the new workplace or being posted to a branch close to his place of residence with him. A job advert from an employing company could then read “the applicant must show at least a 12 months CR, from a reputable organisation, with an above average punctuality, teamwork, customer relations and sales target, as the case may be. The purpose of Human Resource practitioners conducting job interviews is to determine the right candidate for the job and they don’t make the right judgement often enough because such judgements are based, among other things, on the impression they get from the applicant during the interview. HR practitioners have often acknowledged that, more often than not, job applicants try to create an impression that would get them the desired job instead of a true picture of themselves. And that is fairly easy to accomplish in such one/two hour interview. Whereas, the CR reflects a more valid picture of the employee, and his strength and weaknesses because it an undisputed documented competency report of the employee, over a long period of time. A period in which the employee is his true self and performing his duties. He is then past the “creating an impression to get the job” stage. Of course, we should not do away with job interview, but the result of an applicant’s job interview supported by the CR from his former employer would form better criteria for judging who to employ.

The employee should have internet login access to their competency report. And when in disagreement with any of the assessments should have an avenue to voice such.(This entails the employee being up to date with his competency report and if the need arises for the employee to attend an assessment meeting with management, he would go into such meeting being aware of all the details of his CR because more often than not, when employees are invited for an assessment meeting with management, performance figures are quoted that only help confuse the employee, who hitherto was of the opinion that performance was flawless.

Supervisors and first line managers should have access to the competency report of all the staff under their supervision, and should be encouraged to casually approach employees with challenges in their CR and enquire if there is anything management could do improve their performance. CR would also enable a company to monitor employee’s level of competency and intervene when necessary. If, for example, a candidate that has consistently scored excellent on his CR, would all of a sudden, score below average, alarm bells should ring, and management should show concern by inviting the employee to a one-on-one meeting where he would be asked what the origin of the problem is. This scenario presents a win-win situation where a company should demonstrate how much they value their employee Since there exist a likelihood that the employee’s problem is solvable he would leave the meeting with management knowing that the company not only, recognise and appreciate him but more importantly, also cares about him.
DIFFERENCE BETWEEN COMPETENCY REPORT AND OTHER KNOWN METHODS OF MOTIVATION
Although KPI already exist as a method of motivation in many organisations, the competency report method is unique, motivating and more humane in the following ways:

It is incorporated in the employee’s monthly payslip as a symbolic reminder of the contract between the employer and employee.

It compliments performance with a personalised message recognising the employee’s efforts and encouraging him to keep up the good work.

It avails the employee the opportunity to suggest to management, ways (if he could think of any) of improving or maintaining his output or and making his work more amenable

The CR then acts as a reference letter that the employee would use to apply for other jobs.

A sharp fall in competency level is easily and quickly detected and remedied where possible

KPI is time consuming, costing the organisation much man hours in labour. Such hours are spent on meetings between the manager and the employee in an effort to discuss his performance. It is also stressful for the employee who has to leave his work place to attend such meeting. Employees are nervous when invited to such meetings, mainly because they are unaware of their kpi report beforehand.

With competency report, such one-on-one meetings are not held until necessary. If an employee consistently performs his duties at an above average level, there would be no need for such time wasting meetings

With CR the employee can access his report and be able to voice any disagreements. The kpi is management controlled and can only be accessed by management.
