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( Solved )

Time: 3 Hours ] [  Maximum Marks: 100
( Weightage: 70% )

Note:  (i) There are three Sections A and B and C.
(ii) Section A is meant for students who have registered for the course upto July, 2017 Session (Pre-

revised).
(iii) Section B is meant for students who have registered for the course for the Session July, 2017 on-

wards (revised).
(iv) Attempt any three questions from Section A or B.
(v) Section C is compulsory for all.

SECTION - A
Q. 1. Discuss the organization’s responsibility

regarding the compensation programme, and
critically examine the issues and current trends.

Ans. Ref.: See Chapter-1, Page No. 2, ‘The
Compensation Programme: Functions and
Responsibilities’ and Page No. 3, ‘Issues and Current
Trends’.

Q. 2. Describe the procedure for fixation and
revision of minimum wages under the Act, 1948.

Ans. Ref.: See Chapter-7, Page No. 42, ‘Fixation
of Minimum Rates of Wages’ and ‘Review and
Revision of Minimum Wages’.

Q. 3. Explain the concept of Job Evaluation.
Discuss any two methods of Job Evaluation and
their merits and demerits with examples.

Ans. Job evaluation is used to measure relativities
and determine where the job should be placed in a pay
structure. The relative job size is assessed in terms of
inputs such as knowledge and skills, process such as
behavioural requirements and outputs such as the level
of responsibility for results.

According to the Bureau of Labour Statistics,
U.S.A., job evaluation is the evaluation or rating of
jobs to determine their position in the job hierarchy.
The evaluation may be achieved through the
assignment of points or the use of some other systematic

method for essential job requirements, such as skills,
experience and responsibility.

Job Evaluation consists of Job Analysis, Job
Description, Job Specification, Job Grading, Job
Classification and Job Assessment.

The various reasons for carrying out job
evaluation are:

With the introduction of various
management strategies and techniques, a
critical appraisal of the workforce and
rationalisation, the content of jobs are
changing.
Newer jobs are created every day and the
shape of traditional jobs has also changed in
due course.
Jobs have become de-skilled and more of
systematic and new specialists have
proliferated.
The present technology has changed the
degree of skill required.

The various reasons for creeping of wages in
various organisations are Favoritism by the supervisor/
manager, Scarcity of Skills, Unsystematic approach
to pay structure, and Pressures from employee groups/
unions.

Also Ref.: See Chapter-11, Page No. 69,
‘Ranking Method and Classification Method’ and
Page No. 73, Q. No. 4.
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Q. 4. What is performance linked reward
system? Explain the various steps involved in
designing a performance linked reward system
with an example.

Ans. Ref.: See Chapter-13, Page No. 86, Q. No. 1
and Page No. 88, Q. No. 4.

Q. 5. Describe the tax planning for employee
compensation with suitable examples.

Ans. Ref.: See Chapter-18, Page No. 119, ‘Tax
Planning for Employee Compensation’.

SECTION-B
Q. 1. Describe compensation structure. Discuss

the functions and responsibilities of the
compensation programme.

Ans. Ref.: See Chapter-1, Page No. 1,
‘Compensation Structure’ and Page No. 2, ‘The
Compensation Programme: Functions and
Respobsibilities’.

Q. 2. Critically describe the Payment of Bonus
Act, 1965. Discuss its limitations.

Ans. Ref.: See Chapter-6, Page No. 33, ‘Bonus’.
Q. 3. Discuss the differences between a pay

commission and a wage board. Identify the
functions of the wage board.

Ans. Ref.: See Chapter-10, Page No. 61, ‘Pay
Commissions’ and Page No. 62, ‘Wage Boards’.

Q. 4. Define ‘incentives’ and discuss their
advantages and limitations. Briefly explain the
various individual and group incentive plan and
their respective merits and demerits.

Ans. Ref.: See Chapter-14, Page No. 94, Q. No. 1
and Page No. 95, Q. No. 3.

Q. 5. Describe the competency based compen-
sation with suitable examples.

Ans. Ref.: See Chapter-19, Page No. 124,
‘Competency Based Compensation’.

SECTION-C
Note : Read the following case and answer the

questions given at the end :
A bright young M.B.A. fresh from one of the top

management institutes, took over his father’s
responsibilities as president in manufacturing
company. The company employed approximately one
thousand people in the production division. It had
never faced with a demand for collective bargaining.
None of its employees were union members till date.

The new president, after three years of climbing
the ladder to his position, had a conference with three

long-term employees, who explained that they and
their associates had been discussing the desirability
of bargaining collectively. They gained through such
formal representation. The employees had not voiced
any strong criticism of management, but they had held
several meetings and had invited representatives of a
national union to talk with them. They concluded that
they ought to try collective bargaining and for this
purpose formed a union and enlisted majority of
workshop employees as members. The three
representatives had been elected to the bargaining
committee in order to present a written memorandum
to the president with a request for collective bargaining
agreement. A series of issues carefully spelled out by
the union were handed over to the president by the
three representatives.

The young executive received them cordially and
listened carefully. He accepted their memorandum and
suggested that he would like to have time to study it
carefully. He proposed a meeting with them for
Tuesday of the following week.

When the committee members returned, the
president reminded them that the company had been
careful to maintain wages and working conditions at
least on a par with those in unionised companies in
the same industry and region. He expressed the opinion
that the specific proposals they had presented seemed
to him quite reasonable and appropriate. He had been
thinking of many of the same changes and would
probably have made them without their request. He
was pleased to hand them their memorandum with a
notation indicating his acceptance. The members left,
quite satisfied with the effectiveness of their
negotiations and promising to report back to him as
soon as possible.

One week later, the president found the same
group of representatives waiting to see him. They
appeared somewhat crestfallen and embarrassed. They
reported that they had gone back to the membership,
presented a full report of their discussions with him,
explained his favourable attitude, and recommended
formal retification of the memorandum as a new
collective bargaining agreement. After extensive
discussion, when the motion for ratification came up
for a vote, a majority of the membership voted against
ratification.

Questions :
(a) Identify the issues in this case.
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1Role of Compensation and Rewards in Organisation

INTRODUCTION

Compensation and rewards play a major role in an
organisation. In this chapter, we will discuss the concepts
and roles of various forms of compensation. We will
also discuss the current trends in compensation, a
comprehensive view of compensation policy and the
compensation structure and programme.

CHAPTER AT A GLANCE

COMPENSATION: THE CONCEPT
Compensation is a system of rewards for motivating

employees to perform well in an organisation. It may
be direct or indirect. The direct compensation provides
remuneration in cash while the indirect compensation
provides the various benefits to the employees.
INDIRECT COMPENSATION

Indirect compensation includes statutory, non-
statutory, social security and welfare-oriented benefits.
Indirect compensation is also called wage supplements
or fringe benefits. It is given to employees not only due
to legal obligation, but also due to the organisation’s
own interests. It varies as a consequence of the
compensation policy and consequence of the
compensation policy and human resource needs of the
organisation.

Organisations spend money on fringe benefits
because the indirect compensation attracts and retains

WAGE AND SALARY
MANAGEMENT

COMPENSATION: CONCEPT AND CONTEXT

labour and induces the employees’ commitment for the
organisation. It also generate good morale in employees
and promote their welfare. By providing indirect
compensation, organisations also avail tax benefits,
which are applicable to expenditure on welfare
programmes. Cafetaria plans are part of such welfare
programmes, which enable employees to select a benefit
programme from the available options. Employee
benefits programmes are determined by the organisation
compensation policy and its objectives.

ROLE OF COMPENSATION
The compensation policy plays a major role in the

survival, growth, competitiveness and overall financial
position of the organisation. Compensation enables an
organisation to attract and retain its required manpower.
It encourages employees to develop skills and
competencies required by the organisation. It also
motivates employees and builds an organisation culture.
COMPENSATION STRUCTURE

The gross earnings of an employee include basic
salary, dearness allowance, overtime, bonus, fringe
benefits, and social security benefits. The basic salary
is generally a small element of the gross salary. Dearness
Allowance is determined and influenced by various
factors such as union and management policies,
government policy, consumer price index, labour court
decisions, etc. Overtime rates vary with nature of job
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and type of organisation. Bonus may be on the basis of
profit or incentive schemes of the organisation.
THE COMPENSATION PROGRAMME:
FUNCTIONS AND RESPONSIBILITIES

The compensation programme of an organisation
mainly determines the wage rates, wage structure and
methods of wage payment. It also maintains the
rationality of wage structure. Wages are determined on
the basis of job evaluation, which is a systematic method
of evaluating each job. The wage structure could be
either equitable or inequitable. In equitable wage
structure, the differences in wage rate depend on the
job evaluation. The equitable wage structure is also
called Internal Equity. In inequitable wage structure or
external equity, the wage rates are determined on the
basis of similarity of jobs in the industry. There are many
forces that affect internal and external equities in wage
structures. They mainly include Labour court decisions,
Impact of trade union movement, Taxation rates, Effects
of implementation of wage board recommendations,
Minimum wage legislation, Dearness allowance, etc.

Compensation is a tool used by management for a
variety of purposes:

1. To recruit and retain qualified employees:
Recruitment and retention of qualified
employees is a common goal shared by many
employers.

2. To increase or maintain morale of
employees: Morale and job satisfaction are
affected by compensation. Often there is a
balance that must be reached between the
monetary value the employer is willing to pay
and the sentiments of worth felt be the
employee. In an attempt to save money,
employers may opt to freeze salaries at the
expense of satisfaction and morale.
Conversely, an employer wishing to reduce
employee turnover may seek to increase
salaries and salary levels.

3. To reward and encourage peak
performance of employees: Compensation
may also be used as a reward for exceptional
job performance. Examples of such plans
include bonuses, commissions, stock, profit
sharing, and gain sharing.

CORPORATE COMPENSATION POLICY
The corporate compensation policy should be based

on the community goals and environment such as price

stability, employees’ standards of living etc. The
strategy of wage increase should be on the basis of
production plans of the organisation. The rationality
of pay-packed, internal equity and external equity
should be ensured to achieve company objectives. The
payroll policy should also be analysed regularly. A
specialised wage and salary administration function
should be built during formulation of the corporate
compensation policy. A single integrated compensation
plan is needed to develop for all hierarchical levels in
the organisation.

(a) Corporate Compensation Policy and
Community Concern: The corporate compensation
policy should be in the interests of the organisation,
employees, shareholders and the community as a whole.

(b) Strategy of Wage Increases: The increase in
wages depends upon the improvement in productivity,
reduction in cost, intensive management communication
with union and economic concessions.

(c) Rationality and Hygiene Factors: Rationality
of salary package means the remuneration is linked with
the performance and fringe benefits depend upon the
needs of the employees.

(d) Internal Equity: All employees compare their
jobs to other jobs within the organisation. Generally,
they consider skill, effort, responsibility and working
conditions in this comparison in order to determine the
value of their jobs relative to other jobs. Internal equity
deals with the perceived worth of a job relative to other
jobs in the organisation.

(e) External Equity: An employer’s goal should
be to pay what is necessary to attract, retain and motivate
a sufficient number of qualified employees. This requires
a base pay programme that pays competitively. External
equity deals with the issue of market rates for jobs.

(f) Payroll Analysis and Policy Correctives:
Payroll policy should be based on regular analysis of
wages and trends in the market and pay structures should
be updated accordingly.

(g) Corporate Compensation Structure and
Managerial Compensation: The salary structure of
managers varies with that of other employees in an
organisation. For instance, managers get more perks and
benefits than their subordinates. Therefore, the corporate
compensation structure should follow a systems
approach.
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(h) Wages and Income Policy: There should be
an integral policy on wages, incomes and prices. The
primary objective should be on fiscal measures for
regulating income and providing positive approach for
savings and investment.

ISSUES AND CURRENT TRENDS
The various issues and latest trends in wage

administration are: Broad banding, Team pay plan,
Documentation and communication of compensation
and communication of compensation policy to
employees, Pay for knowledge, skill and competency,
Restructuring of wages based on changes in the
organisation and Compensation based on globalisation.

1. Broadbanding: The traditional narrowly
structured pay grades are generally determined through
job evaluation. However, using broad banding, they are
replaced by fewer and wider bands. So, there is a greater
flexibility in setting and adjusting pay rates using broad-
banding.

2. Pay for Knowledge, Skill and Competency:
Pay for knowledge, skill and competency is a common
practice in scientific and technical organisations. It helps
in motivating employees to improve their knowledge
and skills.

3. Team Pay Plans: Team pay plan supports team
work and their empowerment. It also helps in improving
organisation’s culture and achieving the organisation’s
mission and objectives.

4. Documentation and Communication: Proper
documentation and communication of compensation
policy is necessary to motive staff. Such communication
provides information about revised salary structures and
changing roles of various employees, which encourage
the staff to work in the organisation.

5. Coping with Change: Rapidly expanding
techniques, growing competition, increase demand for
competencies, higher consumer expression, changing
manpower, etc., are some of the changes that are
common to every organisation.

6. International Competition: With increase in
multinational organisations in the country, the
competition has increased among national organisations
for providing an attractive salary package to their
employees.
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REVIEW QUESTIONS

Q. 1. What are the major functions of the
compensation programme?

Ans. The various functions and responsibilities of
a compensation programme are as follows:

1. Formulation of compensation plans and
establishing criteria for wage and salary
determination: The compensation programmes
determine the criteria for salary and wages and
hence help in making the appropriate
compensation plans.

2. Recommending and administering plans for
wage incentive systems: Many wage incentive
systems such as fringe benefits are based on
compensation programmes.

3. Supervising and maintaining records
pertaining to all matters or compensation. The
HR manager keeps records of compensation
paid to every employee, which help in solving
salary related matters.

4. Analysing government wage regulations,
company wage policies, and agreements with
unions: Using compensation programmes, the
HR manager can analyse the various
government policies along with their affect on
establishing the compensation structure.

5. Establishing job evaluation systems and
ascertaining on-going rates for jobs in industry:
There are many job evaluation methods that
need to be implemented in determining
compensation structure.
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6. Rating employees and thus recommending
increase in their wages: With a compensation
programme, HR manager can rate the
employees’ based on their performance and
thus recommend the revision of their salaries.

7. Establishing fringe benefits and other
supplementary compensations: Fringe benefits
encourage employees to work better for the
organisation. They are established through a
compensation programme.

8. Assisting management in framing a
compensation policy that is aligned to mission
of the organisation: All organisations work to
achieve their mission. The appropriate
compensation policy can be framed with a
compensation programme.

9. Promoting the desired values and
organisational culture: Organisational culture
is affected by compensation. Often there is a
balance that must be reached between the
monetary value the employer is willing to pay
and the sentiments of worth felt be the
employee. In an attempt to save money,
employers may opt to freeze salaries at the
expense of satisfaction and morale. Thus,
compensation promotes the desired values in
employees.

10. Promoting team effort and unit performance:
Compensation may also be used as a reward
for exceptional job performance. Examples of
such plans include bonuses, commissions,
stock, profit sharing, and gain sharing.

Q. 2. What is the overall objective of a
compensation policy?

Ans. The overall objective of a compensation
policy of an organisation is to consider the following
three concerns:

1. Community as a whole (both economical and
social)

2. Organisation’s Mission, Objectives, Goals and
Strategies (MOGS) for expansion and
diversification

3. Employees’ benefits.
All organisations have a compensation policy,

written or unwritten, formal or informal. For some
organisations, the purpose of that policy may be merely

to meet compliance requirements. For other
organisations, the goal of the compensation policy may
be to attract qualified employees, to retain those
employees, and to motivate employees to direct their
efforts towards achieving the goals of the organisation.
Regardless of the goal, size and complexity of a
compensation policy, there are generally many easily-
identified elements to any compensation policy.

Compensation is a tool used by management for a
variety of purposes. Compensation may be used to
recruit and retain qualified employees, increase or
maintain morale/satisfaction, reward and encourage
peak performance, achieve internal and external equity,
reduce turnover and encourage company loyalty and
modify practices of unions. Recruitment and retention
of qualified employees is a common goal shared by
many employers. To some extent, the availability and
cost of qualified applicants for open positions is
determined by market factors beyond the control of the
employer. While an employer may set compensation
levels for new hires and advertise those salary ranges, it
does so in the context of other employers seeking to
hire from the same applicant pool. Morale and job
satisfaction of employees are affected by the
compensation policy.

Q. 3. What factors go into the determination of
pay in an organisation?

Ans.  The various factors that determine pay in an
organisation are as follows:

1. Corporate Compensation Policy and Salary
Structure: The corporate compensation policy
should be in the interests of the organisation,
employees, shareholders and the community
as a whole. The salary structure of managers
varies with that of other employees in an
organisation. For instance, managers get more
perks and benefits than their subordinates.
Therefore, the corporate compensation
structure should follow a systems approach.

2. Rationality and Hygiene Factors:
Rationality of salary package means the
remuneration is linked with the performance
and fringe benefits depend upon the needs of
the employees.

3. Internal and External Equities: All
employees compare their jobs to other jobs
within the organisation. Generally, they
consider skill, effort, responsibility and
working conditions in this comparison in order
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