Part IV: Reward Systems, Legal Issues, and Team Performance Management________________________
Chapter 10


Chapter 10—Reward Systems and Legal Issues

True/False Questions

10.1 A traditional approach to implementing reward systems is to reward employees based on how they do their work.

(Suggested points: 2, [10.1])

10.2 Contingent pay (CP) plans reward individuals based on how well they perform on the job.

(Suggested points: 2, [10.1])

10.3 Performance management systems are more effective when results are directly tied to the reward system.

(Suggested points: 2, [10.2])

10.4 An organization’s culture does not play an important role when selecting a contingent pay plan.

(Suggested points: 2, [10.5])

10.5 An effective contingent pay plan for an organization with a traditional culture would be a plan that rewards specific and observable measures of performance that are clearly defined and linked directly to pay.

(Suggested points: 2, [10.5])

10.6 Organizations with involvement cultures are characterized by shared decision making, lateral communications, and loosely defined roles.

(Suggested points: 2, [10.5])

10.7 Gainsharing links individual and group pay to an organization’s ability to meet strategic goals.

(Suggested points: 2, [10.7])

10.8 Pay is the main motivator for people in the 21st century.

(Suggested points: 2, [10.6])

10.9 A reward can be defined as something that increases the frequency of an employee action.

(Suggested points: 2, [10.7])

10.10 Job evaluation is a process of data collection through which an organization can understand the worth of the various jobs and, as a result, can create a pay structure.

(Suggested points: 2, [10.8])

10.11 When compensation surveys are conducted, they include only information on base pay.

(Suggested points: 2, [10.8])

10.12 A basic principle that guides the design of a fair system is that procedures are standardized and that the same procedures are used with all employees.

(Suggested points: 2, [10.10])

10.13 In the context of performance management, illegal discrimination means that raters assign scores differentially to various employees based on factors that are not performance-related, such as race, nationality, color, or ethnic and national origin.

(Suggested points: 2, [10.11])

10.14 Illegal discrimination is usually referred to as adverse impact because employees claim they were intentionally treated differently because of their gender, race, ethnicity, national origin, age, disability status, or other status protected under the law.

(Suggested points: 2, [10.10])
10.15 One example of a financial reward is a sabbatical.

(Suggested points: 2, [10.6])

Multiple-Choice Questions

10.16 Contingent pay is also referred to as ______________.

A. gainsharing
B. pay for performance

C. base pay

D. none of the above

(Suggested points: 2, [10.1])

10.17 When a CP plan is implemented, organizations need to make clear:

E. What is expected of employees

F. What specific behaviors or results will be rewarded

G. How employees can achieve specified behaviors or results

H. All of the above

(Suggested points: 2, [10.3])

10.18 All of the following are conditions that need to be present in order for a CP plan to motivate employees EXCEPT:

I. Expectancy

J. Valence

K. Desire

L. Instrumentality

(Suggested points: 2, [10.3])

10.19 One of several reasons a CP plan could fail is:

M. Poor performance management system is in place

N. Managers are made accountable

O. Clear difference in rewards for poor and outstanding performers

P. None of the above

(Suggested points: 2, [10.4])

10.20 Traditional cultures should implement which type of the following pay plans:

Q. Piece rate, profit sharing, or group incentives

R. Piece rate, skill-based pay, or sales commissions

S. Piece rate, sales commissions, or group incentives

T. Group incentives, profit sharing, or skill-based pay

(Suggested points: 2, [10.5])

10.21 Organizations can do which of the following to insure that rewards are actually seen as rewards:

U. Define and measure performance first, and then allocate rewards

V. Use only rewards that are available

W. Use only financial rewards

X. A and B only

(Suggested points: 2, [10.7])

10.22 Three of the most popular job evaluation methods are:

Y. Ranking, classification, and banding

Z. Classification, point, and banding

AA. Ranking, classification, and point

AB. Point, banding, and ranking

(Suggested points: 2, [10.8])

10.23 Illegal discrimination is also referred to as:

AC. Disparate treatment

AD. Adverse impact

AE. Racism

AF. Favoritism

(Suggested points: 2, [10.11])

10.24 An employment relationship where the employer or employee can terminate the relationship at anytime is called _____________________.

AG. negligence

AH. employment at will

AI. adverse impact

AJ. defamation

(Suggested points: 2, [10.10])

10.25 When an employer discloses untrue favorable performance and this information causes risk or harm to others, such an action is called ____________________.

AK. misrepresentation

AL. defamation

AM. negligence

AN. none of the above

(Suggested points: 2, [10.10])

10.26 The law which makes it illegal to discriminate on the grounds of sex, marital status, and gender reassignment in a limited manner is:

AO. Employment Equality (Religion or Belief) Regulations 2003

AP. Employment Equality (Sexual Orientation) Regulations 2003

AQ. Sex Discrimination Act of 1975

AR. Race Relations Act of 1976

(Suggested points: 2, [10.13])

10.27 In a traditional award system:

AS. All employees are paid the same regardless of position or performance.

AT. Employees are paid based on performance regardless of position.

AU. Employees are paid based on position regardless of performance.

AV. Employees are paid based on an equation involving both performance and position.

(Suggested points: 2, [10.1])

10.28 When individuals are rewarded based on how well they perform on the job, this is called ___________________________.

AW. consistency pay

AX. contingent pay

AY. constant pay

AZ. calculated pay

(Suggested points: 2, [10.1])

10.29 Contingent pay plans address which component of performance?

BA. Declarative knowledge

BB. Procedural knowledge

BC. Organizational knowledge

BD. Motivation

(Suggested points: 2, .5[10.1], .5[10.3])

10.30 In a small municipal police department, each member of a team is expected to have higher than average numbers of reports, summonses, and arrests for that team; and promotions and increases in pay are based on these statistics. When an officer is working on a particularly difficult case, the other members of the team are often unwilling to help that officer with tasks leading to increased overtime. This is an example of _______________________________________.

BE. individual versus team-oriented employees

BF. poor supervision

BG. folly of rewarding A while hoping for B

BH. unclear expectations

(Suggested points: 2, [10.4])

10.31 An organization’s culture is defined by:

BI. Its employee manual

BJ. Its mission statement

BK. Its employees’ attitudes and perceptions

BL. Its unwritten rules and procedures

(Suggested points: 2, [10.5])

10.32 Which of the following are characteristics of a traditional culture?

BM. Lateral communication

BN. Top-down decision making

BO. Loosely defined roles

BP. Bottom-up decision making

(Suggested points: 2, [10.5])

10.33 Which of the following are characteristics of organizations with involvement cultures?

BQ. Lateral communication

BR. Loosely defined roles

BS. Neither A or B

BT. Both A and B

(Suggested points: 2, [10.5])

10.34 A reward is defined as:

BU. Increased base salary

BV. Something that increases the frequency of an action

BW. Promotion or recognition

BX. One-time bonuses

(Suggested points: 2, [10.7])

10.35 Consideration of what skills, knowledge, and abilities are required for each job, how valuable the job is for the organization, and how much pay other organizations allocate to these jobs is:

BY. A job evaluation

BZ. A job structure analysis

CA. A job description evaluation

CB. A job analysis

(Suggested points: 2, [10.8])

10.36 The disclosure of untrue unfavorable performance information that damages an employee’s reputation is called ______________________.

CC. misrepresentation

CD. derailment

CE. libel
CF. defamation

(Suggested points: 2, [10.10])

10.37 Providing a glowing recommendation for a former employee who was actually terminated due to poor performance that, if repeated in the future, could present a risk to the future employer, is called _____________________________.

CG. liability

CH. defamation

CI. misrepresentation

CJ. libel

(Suggested points: 2, [10.10])

10.38 Which of the following is an example of adverse impact?

CK. At a large manufacturing company, only employees with college degrees are considered for supervisory positions. The employees working in the factory are predominantly Hispanic and Asian, but there are no Hispanic or Asian supervisors.

CL. A small police department has implemented a physical agility test for all its current police officers. The test includes a short distance sprint, a wall to be climbed, and a requirement that each participant do four underhand, free-hang pull-ups. If any officer fails the test, they will be given three months to retest, and if they fail again, they are terminated. Fifteen percent of the police officers currently employed at this department are women, and they all failed the test on the first try. Five percent of male officers failed the test on the first try.

CM. Language interpreters for a telephone-based interpreting firm are given written and verbal tests to ensure that their language skills are sufficient for certain types of jobs. If employees fail the test, they are given three months to retest and if they fail again, they are terminated. One quarter of the employees failed the written test the first time they took it.

CN. One particular supervisor at an insurance company consistently gives lower performance ratings to employees who are Hispanic or black than he gives to employees who are white or Asian. Low performance ratings effect promotions and pay increases.

(Suggested points: 5, [10.10])

10.39 Disparate treatment is:

CO. When employees are treated differently because of their work performance

CP. When employees are treated differently because of their position with the company

CQ. When employees are treated differently because of their gender, race, ethnicity, national origin, age, disability status, or other status protected under the law

CR. When employees are treated differently because of their educational levels
(Suggested points: 2, [10.10]

Essay-Type Questions

10.40 There are several reasons why contingent pay (CP) plans may not work as intended. Please list and describe three of these possible reasons.

(Suggested points: 2, [10.4])

10.41 When considering the appropriate CP plan, it is important to take into consideration the organizational culture. You currently work in the HR Department of a large manufacturing facility and have been asked to recommend a new CP plan that will reward employees for increased unit productivity. What type of plan would you recommend and why?

(Suggested points: 2, [10.5])

10.42 There are several ways an organization can insure actions intended to be rewards are actually seen as rewards. Please list and describe five of the eight recommendations from the reading.

(Suggested points: 2, [10.7])

10.43 What are the benefits of implementing a contingent pay plan?

(Suggested points: 2, [10.2])

10.44 Under what conditions can a contingent pay plan help improve an employee’s motivation?

(Suggested points: 2, [10.3])

10.45 List key factors that could lead to failure of a contingent pay plan.

(Suggested points: 2, [10.4])

10.46 Discuss characteristics of the most effective type of contingent pay plan in an organization with a traditional culture. Give examples.

(Suggested points: 2, [10.5])

10.47 Discuss characteristics of the most effective type of contingent pay plan in an organization with an involvement culture. Give examples.

(Suggested points: 2, [10.5])

10.48 Discuss key features of organizations (other than pay) where employees are happiest and the most productive.

(Suggested points: 2, [10.6])

10.49 Describe steps that organizations can take to ensure that actions intended as rewards are actually perceived as rewards.

(Suggested points: 2, [10.7])

10.50 Provide a detailed discussion of the methods for performing a job evaluation.

(Suggested points: 2, [10.8])

10.51 Critically assess how an organization should decide between the methods of job evaluation.

(Suggested points: 2, [10.8])

10.52 Provide a detailed discussion of factors that most often come into play in litigation with regard to performance management systems.

(Suggested points: 2, [10.10])

10.53 Explain disparate treatment and discuss the information an employee must provide in order to make a claim of disparate treatment.

(Suggested points: 2, [10.11])

10.54 Discuss the characteristics of a legally sound performance management system.

(Suggested points: 2, [10.14])

10.55 What are nonfinancial rewards, and what are the benefits of implementing nonfinancial rewards?

(Suggested points: 2, [10.6])

Answers

10.1 F: A traditional approach in implementing reward systems is to reward employees for the positions they fill as indicated by their job descriptions and not necessarily based on how they do their work.

10.2 T

10.3 T

10.4 F: A critical issue to consider is that of organizational culture. For example, if a company’s culture emphasizes individual performance, selecting to reward through a profit sharing program that rates the group would possibly be ineffective.

10.5 T

10.6 T

10.7 F: Gainsharing links individual and group pay to an organization’s overall profitability.

10.8 F: In the 21st century, however, we now recognize that pay is not everything. People seek more than just a paycheck when they go to work. People want to work in an environment high on trust and respect, where they can have fun and develop relationships with others, and do meaningful and interesting work.

10.9 T

10.10 T

10.11 F: When compensation surveys are conducted, they include not only information on base pay, but also information on all types of compensation (e.g., bonuses) and on benefits (e.g., allowances, income protection).

10.12 T

10.13 T

10.14 F: These are examples of disparate treatment.
10.15 F: Sabbaticals, or paid time off work to devote to job-related growth and development activities such as learning new skills or traveling abroad, are nonfinancial rewards.
10.16 B

10.17 D

10.18 C

10.19 A

10.20 C

10.21 D

10.22 C

10.23 A

10.24 B

10.25 A

10.26 C

10.27 C

10.28 B

10.29 D

10.30 C

10.31 D

10.32 B

10.33 D

10.34 B

10.35 A

10.36 D

10.37 C

10.38 B

10.39 C
10.40 Contingent pay (CP) plans may not work as intended for any of the following reasons (provide credit if at least three of the following responses are used):

· Poor performance management system in place. The CP plan can be paired with a poorly designed and implemented performance management system including biased ratings and the measurement of performance dimensions that are not job related. This can lead some employees to challenge the plan from a legal standpoint.

· Rewarding counterproductive behavior (folly of rewarding A while hoping for B). The system can reward results and behaviors that are not those that will help the organization succeed. Employees are likely to engage in these, often counterproductive behaviors, because this is what will get them the desired results.

· Rewards are not considered significant. Rewards could be viewed as small and that they don’t differentiate between outstanding and poor performers. In this context, rewards are not viewed as performance-based and they do not make an impact. The message is sent to employees that performance is not something worth being rewarded.

· Managers are not accountable. In some cases, managers may not be held responsible for how they handle the performance and the performance evaluation of employees. They are likely to inflate ratings so that employees receive what the manager thinks are appropriate rewards. In this case, the reward becomes the driver for the performance evaluation instead of the performance evaluation being the driver for the rewards.

· Extrinsic motivation at the expense of intrinsic motivation. An example would be placing almost exclusive emphasis on rewards. Employees may start to lose interest in their jobs, which in turn can decrease motivation.

· Disproportionately large rewards are given to executives.

10.41
Examples may vary; however, in a large manufacturing facility, the most appropriate CP plan would be a form of group incentive or a piece rate based on unit productivity. This type of CP plan is used when employees are paid based on the number of units produced or repaired. This system is usually implemented in many manufacturing environments.

10.42
Organizations need to make sure that actions intended to be rewards are actually perceived as rewards. Following are five recommendations (give credit if at least five are provided):

· Define and measure performance first, and then allocate rewards. Before rewards are allocated, there must be a good performance management system in place that (a) defines what performance is and performance expectations, and (b) measures performance well. In many cases, organizations believe they have a rewards problem when in fact the problem is with the definition and measurement of performance.

· Use only rewards that are available. If the organization does not have financial rewards available, then employee expectations should be adjusted accordingly and the focus should be on nonfinancial rewards. It makes no sense to discuss pay raises as an important component of a CP plan if the resulting raises will be meager due to budget constraints.

· Make sure all employees are eligible. In many organizations, top executives receive benefits such as profit sharing, stock options, executive life and liability insurance, invitations to meetings in attractive locations, and permission to fly first class. But, are these truly rewards as we defined them above? Do these incentives enhance motivation? In general, they seem to do so because they motivate lower level employees to strive to become executives. However, what would happen if these types of incentives were extended to the lower ranks of an organization? What if nonexecutive members of the organizations are also eligible for such rewards based on their performance levels? By making more employees eligible for the potential reward, there is a greater chance that more employees will strive to become top performers.

· Make rewards visible. Rewards should be visible to those who receive them. However, rewards should also be visible to others, together with information on what needs to happen to be able to receive the reward in the future. This recommendation applies to both financial and nonfinancial rewards. Nonfinancial rewards in particular are usually more effective if they are made public. An exception to the visibility recommendation is that some individuals may prefer a nonvisible reward allocation to avoid being singled out for attention or to prevent disrupting group harmony.

· Make rewards contingent. Rewards should be tied to performance directly and exclusively. Imagine that an outsider is asked to guess the salary levels for various employees in an organization. Assume she can ask the following questions: (a) what people do (e.g., administrative assistant, mailroom clerk, VP for HR), (b) how long they’ve done it, and (c) how well they’ve done it. If information based on the how well question is not the most useful in guessing what salaries are, then the organization is not making rewards contingent on performance. Unfortunately, this is the case in many organizations in which what people do and how long they’ve done it are far better predictors of their salaries than how well they perform. When rewards are not contingent on performance, organizations alienate their best workers, precisely those who make the greatest contributions and can easily find employment elsewhere.

· Make rewards timely. Rewards should be given soon after the result or behavior being rewarded. Experimental psychologists know that if a rat in a cage pulls a lever and a lump of sugar appears only 10 months later (on the rat’s anniversary date), then no learning will take place. This is why many organizations implement on-the-spot rewards. For example, at Lake Federal Bank in Hamburg, Indiana, the president has an annual budget that he can use to give relatively small, spur-of-the-moment gifts to employees who are performing well. These spot bonuses do not have to be cash awards. They can be theater tickets, a prime parking space, or anything else targeting an employee’s specific needs. How does he know what type of reward to give? The answer is simple: He gets to know his employees and watch what they do and how they spend their time when they have a chance to choose. If this does not work, then he simply asks them.

· Make rewards reversible. Increasing an employee’s base pay creates an annuity for the employee’s tenure with the organization. If mistakes are made in the allocation of increases in base salary (especially upward), they are usually irreversible and can be very costly over time. This is why variable pay, which is not added to an employee’s base salary, has become an attractive option to many organizations. Variable pay is consistent with the recommendations that rewards should be contingent and reversible. If high performance occurs again, then the employee receives the additional compensation again. If high performance does not occur, then the additional compensation is not given.

· Use nonfinancial rewards. Unfortunately, many organizations underestimate the impact of nonfinancial rewards, including the following:
· Formal commendations and awards

· Favorable mention in company publications

· Private, informal recognition for jobs well done

· Public recognition including praise, certificates of accomplishment, and letters of appreciation

· Status indicators such as a new job title, larger work area, promotion, ability to supervise more people, and newer or more equipment

· Time such as taking a longer break, leaving work earlier, and time off with or without pay; a more challenging work environment, responsibility, and freedom

10.43
The benefits of implementing a contingency plan include the following:

· When a performance management system is directly related to the reward system, performance management and performance improvement are taken more seriously.
· CP plans force an organization to clearly define effective performance and to determine what factors are likely to lead to effective performance.
· Supervisors and employees have a clear understanding of what tasks and results are the most important.
· CP plans can serve as a good tool to recruit and retain top performers.
10.44
A contingent pay plan can help improve an employee’s motivation when:

· Employees see a clear link between their efforts and resulting performance (expectancy).
· Employees see a clear link between their performance levels and the rewards perceived (instrumentality).
· Employees value the rewards available (valence).
10.45
Key factors that could lead to failure of a contingent pay plan include:

· Poor performance management system in place

· Rewarding counterproductive behavior (folly of rewarding A while hoping for B)

· Rewards are not considered significant

· Managers are not accountable

· Extrinsic motivation at the expense of intrinsic motivation (employees may not be interested in their work, the environment may not be challenging, or they may lack control over what they do and how they do it)

· Disproportionately large rewards for executives

10.46
The most effective type of contingent pay plan in an organization with a traditional culture rewards specific and observable measures of performance in which performance is clearly defined and linked to pay directly. Examples include: piece rate, sales commission, and group incentives (sales volume for the group).

10.47
The most effective type of contingent pay plan in an organization with an involvement culture is geared less toward specific, observable measures of performance, and more geared toward group results. For example, profit sharing and skill-based pay, where employees are paid rewards based on new knowledge and skills that are beneficial to the organization, would be effective.

10.48
Employees are happiest and the most productive when they work in an organization:
· With an environment high on trust and respect
· Where they can have fun and develop relationships with others
· Where they can do meaningful, interesting work
· Where they have a balanced work–life relationship with time spent away from work with friends and families as well as hobbies
· With learning and development opportunities that may lead to good career opportunities in the future
10.49
In order to ensure that actions taken as rewards are actually perceived as rewards, organizations should take the following steps:

· Define and measure performance first, then allocate rewards.
· Use all rewards available (financial rewards are not the only type of reward available).
· All employees should be eligible.
· Make rewards visible.
· Make rewards contingent (tied to performance directly and exclusively).
· Make rewards timely.
· Make rewards reversible.
· Use recognition (either private or public) as a reward.
10.50
The following is a discussion of the methods for performing a job evaluation:

CS. The ranking method, fastest and simplest of the three:

i. A job description is created for each job.

ii. Jobs are compared in terms of how valuable each is to the organization.

iii. The jobs are then ranked from the most to the least valuable.

iv. The most valuable is given the highest pay, second is given the second highest pay, and so on. 
· An advantage is that little time and minimal effort is required for this method.
· However, the rankings may be somewhat subjective and vary based on the rater.
· Distances between ranks may not be equal, but this is not necessarily reflected in the resulting pay.
CT. The classification method:

i. A series of job classes or families is created.

ii. Each individual job is placed into a class or family.

iii. Jobs falling in different classes are compensated differently; jobs falling within classes are compensated similarly.

· Advantages are that jobs can be quickly slotted into the structure and the classifications “look” valid, so they are readily accepted by employees.
· This method requires significant time and effort.
· Differences between classifications may not be equal, but this may not be reflected in the resulting pay structure.
CU. The point method:

i. Identify compensable factors (characteristics of jobs that add value to the organization and for which the organization is willing to pay).

ii. The factors are scaled for each job. For example, there might be a five point scale such that 1 = very little of this factor is needed for this position and 5 = a great deal of this factor is needed for this position.

iii. Each factor is assigned a weight, so that the sum of the weights for each factor = 100 percent.

iv. For each factor, the scale (e.g., 1 through 5) times the weight (percent) will equal a number of points.

v. Each point is given a monetary value (usually based on a compensation survey).

vi. The total points for each job are then multiplied by the value and the pay is derived from that equation.

· This is the most time consuming and effort intensive method of the three, but it provides the most accurate results in terms of how much each job should be paid compared to all other jobs in the organization.

10.51
Studies have shown that job rankings were similar regardless of the type of evaluation used, thereby suggesting that organizations should use the method that is the most advantageous from a practical standpoint. However, pay grade classification has been found to be very much affected by the method of evaluation used. This would tend to support using the most accurate method in terms of job worth scores (the point method). Regardless of which method is used, fairness is an important issue. Evaluators must be seen as impartial and objective. Usually, job analysts are hired from outside the organization.

10.52
The following is a discussion of the factors that most often come into play in litigation with regard to performance management systems:

CV. Employment at will is a situation wherein the employer or an employee can end an employment relationship at any time. This may appear to indicate that an employee can be terminated for any reason and that documentation of performance is not required; however, there are two notable exceptions to this:

i. An implied contract can be derived from conversations with others in the organization or from information found in the company’s documentation indicating that employees will only be terminated for just cause.

ii. Termination decisions must also consider potential violations of public policy.

CW. Negligence occurs when a performance management system is not implemented as described in an organization’s documentation.

CX. Defamation is the disclosure of untrue unfavorable performance information that damages an employee’s reputation.

CY. Misrepresentation occurs when an employer, fearing a defamation accusation, gives an employee a glowing recommendation when, in fact, the employee was terminated for poor performance that, if repeated in the future, could be damaging to the new employer.

CZ. Adverse impact, also known as unintentional discrimination, occurs when a performance management system has an unintentional impact on a protected class.

DA. Illegal discrimination, also called disparate treatment, means that:
i. Raters assign scores differently to various employees based on factors that are not related to performance, such as race, religion, ethnicity, gender, and so on.
ii. Some employees receive more training, feedback, or rewards than others.

10.53
In order for an employee to make a claim of disparate treatment, he or she must know the law and be able to show that it occurred.

· Disparate treatment is also known as illegal discrimination and occurs when an employee is intentionally treated differently because of gender, race, ethnicity, national origin, age, disability status, or other status protected under the law.

· An employee must show that:
· He/she is a member of a protected class.
· He/she suffered an adverse employment decision as a result of a performance evaluation.
· He/she should not have suffered the adverse employment decision because his/her performance warranted a positive decision.
· The employment benefit (promotion, reward, etc.) was either not given to anyone, or was given to someone who is not a member of the same protected class as the employee making the complaint.
10.54
Following are the characteristics of a legally sound performance management system:

· Performance dimensions and standards are clearly defined and explained to the employee, job-related, and within the control of the employee.
· Procedures are standardized and uniform for all employees within a job group.
· The system is formally explained and communicated to all employees.
· Employees are given timely information on performance deficiencies and opportunities to correct them.
· Employees are given a voice in the review process and are treated with courtesy and civility throughout the process.
· The system includes a formal appeals process.
· Performance information is gathered from multiple, diverse, and unbiased raters.
· Supervisors are provided with formal training and information on how to manage the performance of their employees.
· The system includes thorough and consistent documentation including specific examples of performance based on firsthand knowledge.
· The system includes procedures to detect potentially discriminatory effects or biases and abuses in the system.
10.55
Nonfinancial rewards are meaningful rewards not associated with monetary payments that increase the frequency of an action.
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