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Compensation Strategy
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Compensation System; Different Aspects of Salary and Wages; Considering
Factors of Determining Salary & Wages; Historical Background of
Development of Legislation of Compensation
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Compensation System
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Richard 1. Henderson4s 09, “The compensation system results from the allocation, conversion and
transfer of a portion of income of and organization to its employees for their monetary and in kind claims

on goods and services.” WLe, “efSDT FEF ©F FIH 7R ATF© LT ¢ TEIS 7 ¢ G &
2f DI TET @G [ T e, FOST ¢ FSTFA 0 (To @ AT a8 77 17

Benham (9, “Compensation is the value of work of the employees according to the agreement

between employer and employee.” SR, (@&« @ *NfFefSF ZET fqrrFe! 8 FHwWa W<y e pfe
S FANAF SIS 7 |
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Different Aspects of Salary and Wages
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Factors to be Considered in Fixing Wages & Salary (Compensation)
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Historical Background of Development of Legislation and Compensation
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Key Legislations Regarding Compensation
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Key Legislations Regarding Compensation
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i. e @ wae! wiE;

ii. ¥ TR (ATHT @ AT TGS SA12;

iii. ST TS 123 G

iv. e sy ey e wige |

i. NS 8 YTTBr ST (Wages and labour hour legislation) : A®RF ¢ NI SCWET ©F
=Y PRy Rt 2 (A0 | 93 AT 0 N [ed A ear Ty =S e 24 |

ii. AT TR (AT @ YIS TS A2 (Pension and labour welfare legislation) : FIWA
AT @ T oI W | ISR R AW (T Svbo 8 Sdq0 I (ATHT 8
AT SIE AT Fl = |

iii. SAFT IEFS 2T (Tax treatment legislation) : ST AL TZT 20T QNF GG AfG2T
A A5, T, TS, FRAMPFS! HIT T AR dWi FA0o =¥ | ©f 7 0T SR (P gy
ARSHIT 10T GICS AT 7 |

iv. et @y @y e S8 (Antidiscrimination in employment legislation) : fRgg
ATSHTR SR WA I AR = | ©IF G (7 @Y T G ([T ey wiEs A
FA T |
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i. NfeSF @ YITBr AT (Wages and labour hour legislation) : & *fetaa wFCe TFe
FAARCI, ASZ I AAID], AYNZ I FAMIA, ©ICAT AN 777 Tonifer M Siorw Fa1 T |
Sr80 HATE SIFEA WIfFT (AfTeT NfBT ©fi« f[I8cae (Martin Van Buren) @36 =" siomt sifsr scae
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QT WS (SR 2 David Ricardo F$% “ AT (TR W& (Iron law of wages) AFICE 7 |
G Sbrdq AT P T A | G G I AR @, AN AFoF o7 0T (12 T A &S s
AT ABCS A FCF (ST |” (The natural price of labour is that price which is necessary to enable the
labour one with another submit.)

S0 S50t AT AT ([ WA G HLR Yo TBRE (4 FIe FCS NI T = | G I
“Hrfwe! 3fE” (Liberty of contract) STeeF™ 03 | @t 2o Wfidma ¥F @g SIfEFE, I @fFre
¥fi% o7 EAIE A& $909 #1163 | (The right of an employee to sell his other services.)

R LT &EBT 1 Pro¥ i oF nipered eeiie &7 Sod0 AT 74 efia e «/ife
et @it (@ e-93 e @& € (Henry Ford) e b 991 et $419 4 6] FE @3 F0Sd
YE A8 AwS (Conveyor assembly line) IT& FE | @ TN (FN1 8 e Mg whw-FA40 T2
Yo Tl FCT FCAF | 59 A Liberty of contract TONSIA ST | O ZCAI- 4T @ fRema &=y g™
BIRICY NRRE B T T | S90b AT FLATT Fair labour standards Act (FLSA) “FT F47 =7 | @6
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WG Gy e AR (vrae I Sfifsfie e g w1 @w=:

i, S (oM PR o
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iii. fof¥=i@ ¢ seqw RiFTFrRFma o ;

iv. TR AFFFS SAFHT IS T @39 P e e Sod GE (Handicapped);
v. SRR gzasar RERRfvre & |

AT ¢ ATBT A4 24T Ww (Major pieces of wages and labour hour legislation) : <<%
8 AT NEPTIR orore e | [0z of (e zge

. TETSTH Y FIRA- 35V (Railway labour Act-1926) : S5V AT (TS N3 AP F4 F €I A3
IR0 AL FAE RFASRAT ALHE (AT 7, @F SR St &esl 2o, Al e ey
AT 00 AT |

J., TOfON-ITPT WIgH-359> (The Davis-Bacon Act-1931) : (SfO9-3F7 WEH SCNRHE =T
AfF TET T S50Y AT AP T T | €T W3 FFMIT ¢ To-FMama & ¥ Fdl =T 1| ¢
B0 I JEACR (¥, SR ey ey ¢Feq perow =ieq Aif7efie meia o« Faics W0 (s Ao
fROTE 2000 TR I | €Ifoa Pow ~Aiffie 5F a0 (0T | A THfEe 26T = N[ A
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O, TOT &Y WW—)&\')Q (National labour relations Act-1935) : >59¢ ACE 93 3T &fF
TSI I AP (A0 AP | AL ST SIere SEBIZ, ey I Tonfng &y wifk wece
A |

8. QW—%WT%E@ IRA-50Y (Walsh-Healy public contracts Act-1936) : afedi 0,000
B Sf4s piefefas Fes & T G BT Qi FCAR | SIRET TR ANG Togiivg &y Alfd
FABZ 8o THIF @ TS I S (AT @ &M “Nifzifs face 21 |

¢. @ifEF AT HARZF-399b (Fair labour standards Act-1938) : @6 @IF @I 3T @A FAFeT
@i At efeRia «ufie SR o o sifiefines T A 21 | vy o 77, «ft SeRBIEN
e e s fmees |
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ii. WRF-FTNWI (AT € WY FAPRES A2 (Employee pension and welfare legislation) :2TS/
meRe e e Aaweifs, SRaee TRR | GT SPIE sdbo € 9o A U.S.A-Te s IR
I 8 e 7 Ty [y g wigw wifs w9 2@ | e [ wfote St o &b
FAT FenTe 6o T4 20CR | AR I FIE I SATG FACO HY I I8 HAH(E A(MLS
Rl e 'R | FER AN TR (@I FRCT SP[F TRCR I OFT AR 9 &R&F0aE
AT AL (ST TR | S50¢ AT ANIG =ral See (Social Security Act-1935) 7T F41 &
e AF FAMACE NPT AN SAEF LT (S T | RO I T 0eond 9T 1 SR 77 I
AFSHITTR BT T FIACT FIFaT! PR AT IS AR SIACE SN fFarsrer At Jfdr (redm R |
T (T 05 @ I PR ST TS 90T 43 TR

S, I ¢ fofeedr 97 @BYE (Income medical facilities without gap) : ¥f¥F 8 g Faper @
COITTTR Ty @l (7 SR il BT W SR Sind oY 8 ofest gy (@It @f6 =03 1 | «re
St Tt ffoe 207 |

3. e fSateet (Employers security) : 2f$9ItR Raeies™ Farsre o=y @3 3T =7 w1
Y | I RS Fenieniiee X A s-wHmae THfe MY 7T |

O, T IR (AT ARTEAT AP 2T (Welfare and pension plan disclosure Act) : (FUTT ¢
T @ FAT FAGS ETANT @ B ATACHT | @ IR AL (GFe, AS(F 8 TSI @
@I AT ARE-FAIACE AT &V FAC0 TR | N[ (AT AR 2@ [T SAmiiy 8
SR AT 2T &AW FACO R(A |

8. Jifey WZT (Trade Act) : WNFW (== 8 Feyead [Reaw @ 2T e qifaey wza | @7
T AfSHITRS AT AfET® 2T | e &N FHWMF I AT SeH| 57 F7 I |

¢. Fee RIS S8 (Welfare investment Act) : S [ w2 ®fie F5 @ e
T ey GF0 AIF | @ AIBT Ahw-FNma deprencd gy g [ @ @ Y9 wiere 2@ of
TS ST B A (R8T T | O (e 70 AfStamt e B Aiees 7w 270 |

FSAR FE AR @, FAE AT 6 T & TAYS HAZTTR Wore wppsd | (Mol & s-aiona
AT 4T 8 Fapet R eaate g SN2 T FF ©f FFT 41 TR |

iii. SYFF IFG N2 (Tax treatment legislation) :NTF TG ST 17 F1 TF Sb-aQ AT | €
Gy W PLACE WM =W @ AR AL QT TR OR¥E AW FA =53 | @fbq eve =7
e | o aW wfiwme s (@ re [T S 27 o3 ©f @@y | ©t1 a4 f6g 9 =2y
TR T TSR | (TN

1. Tax Revenue Act.

ii. Economic Recovery Tax Act.

iii. Tax Reform Act.

iv. Income Tax Law.

v. Tax Payer Relief Act.
vi. The Worker Economic Opportunity Act etc.

iv. Tt (@Ey e s F© W12 (Anti-Discrimination in employment legislation) : 3590 (&<
ST &R FCAreT ey Gy (AT S et 7 | SRS G WIZ AP /W | 4 0 Al ol
TR ST AT | 9T B FAT FOQ ([ WSAT T, F AR (SAT Z0q OF A I S0 |
g (e ey s fmset

i. Equal Pay Act : 1963.
ii. Rehabilitation Act : 1973.
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iii. Executive Order : 1964.

iv. Older Workers Benefit Protection Act : 1990.

v. Civil Rights Act : 1991.

vi. Family and Medical League Act : 1993.

vii. Uniformed Services Employment and Re-employment Rights Act : 1994.

il e o feae widT

Wage and Price Control Legislation

T FANAR (TR oo 047 ~H1ffe @ oy fFgel SiEa A7 1 2 | F @R0 TN QAT F,
W @R 2 T 9 R PR @R T 98 WiEH effelre =) en AR ¢ Yo e Wi
EIGIE

i. Wages Stabilization Act.

ii. Defense Production Act. etc.
ii1. Economic Stabilization Act- 1970.
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Compensation Legislation
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3. I METFF @3 G T (@A FEoRT Wit Ay = | @i 7 Samices a1 @ e
%5 2re wovme M Fce ARTen Clew@ T e % fm a1 T wfeq fws zre wfosmd
AT 147 AW | G377 Foo=0el AR pfes Ao &F wmiere f=»ife T3 |

©. WfiF TF AMAFS FrooFe N #RRCS TFmicas N6 zre wmr w41 FIE 1 |
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iv. (@ ¢ Al Afawrer (q71-ses) : @ g7 e Rz ==

S. (Ao ¢ ffRIfce sifae =9-

T, GO T I A Ty R OIRC AN SHFOICT o7 T (7 S A = =30

<, SATE FCE AW AT NSl 9o, CTCwe AfHB Wfis I iews 2, O ¢ SHOER 0F FAMT
T S AT T WICR (TR AT WY AT FC (A |

3. T WG wele % 20T W e B Ale FA;

. I BIE AfHE TSl 90, SIRE-

5. Wit oS o7 wwhie ez, Z/ oS Srwve (R oy weEreR o 7R A
SHFRICE B T ST FIRC SATGH FIOIRIf ol R AN;

3. &R e SN SFFIE e =, A TS TwEAOR (@ AN OO Io7q A Al
<, W SR T AW TS 9 AT SFE TES! GG OIRC WO WA AT TFO
Sifed Zro bR SR 28TF *F (@ TM0T A TR O AFTS! NI 2 Wi &tid =0 |

ST I AR @, 00 AT JREITe! gy w3 war «fb wifimors wlosEe eifes e |

| Fredm s : | @ ¢ i TS T AT $oF SIPTEATS 14 |

o7 e

o ¢ AT TREE T ARFHRS 8 o ot T4 2wy, @W: AN ¢ WA AL,
HfiF FHMA (AT 8 FATCORGE 2, AAFPRGE N2 @ e (ay [ 7wfee «iae |
i. N5 8 WITBr F12F (Wages and labour hour legislation) : ARE ¢ ¥TBR AT &
=Y fig Rt » (A0 | 98 ACWEeTa e o [{ed dfimar Wiy #iffie oy 4 | i, @f e
IANAT (AT 8 FEIIEHS 2T (Pension and labour welfare legislation) AR (AT 8
T TS AF | JSAFTR R S (T Sdvo 8 ddq0 AT HNS-FAME (AT @
FATCET B 27 AT T | i, WTSH LS N2 (Tax treatment legislation) : STFF 2IRTY
Y TET AT @I AfTT @ AT, I, FHeS!, WEHFer AFAcE ATF AW FACo 2 | o
T T O @ Ry afSd e were AR T iv. Wt @Ew Sy i Wik
(Antidiscrimination in employment legislation) : g @i%ém’ﬂﬁ @A [T FIAWT TG (TTNT
R | ©1% G (R (19 TG G (T Y SR AT 0 27
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I e e FERem wformrem g S e e
) TR Hfove fdivtTa eeReR; AR @At AfRsiT ewimeen

Executives Compensation; Components of Executive Compensation Plans,
Maximizing Executive Compensation Opportunities; Influencing Factors of
Compensation; The Types of Executive Bonus Plan

@ =
Q A1 N A
»  RRmE woome I o TS HE;
fRiora wfevmer A oI 31 FA0S AR
» (@FoF ¢ AR WIET et @foRife AT s Rewe re AR |

FRma ~fareis

Executives Compensation

@ T ofel afedmz R Fesme ¢ Ty e Fene afis-sifae g @od ¢
NI arzer S ACF | T 2 TR (@on A oo F 203 @ f{ox ey [&feg mest wmar
CACE TR B TR | GFEH IR AP e IR Facet efspitd o eor afewfre =,
ARSI FIETIMA STl =7 Togifvy | O v FfosFe A ARl Smimme 6w @+ = 4T |
QT ¥ A QIS [RIRE ([od F© @ 201? @ T et e 991 Seeieae! T | MLRerSE
TS (oITeT Af DT TH R FHFSIMA FICF Wi RO @ Wi 8 saifds grart qfdr eme
T4 27, ©I-2 TERma wfosze |

IR =z It ~Hifafis

What is Executive Compensation

AR 31 TR I Q0O A FIER ST AFroTwel (PR A, [A1fEF @ Arefs -t
VI T W, SIS 12 =wlosjzer It sfifaeifirs 71 =7 |

AT g @ AR @, JIPHFE A TRERE T, (4, wwe! @ Sfveeld e 9w afewis
FEETM Bl WO O TR &y i egin Apfora afen (e @ 7 wiofie wifds
R S - eWIF T T S W12 Fhoset a1 i a0 |

ARSI FHWMA TaR IR STe I AR IS epd Fie7Fel (N AF | [ S 120
ST (TS 8 @APPIR NI FO7H0eT & 2b% AT S AH | FERma o 9o wwddn
TR ATTPFR AT ¢ TR 1y AT o7 A 2 |

AR wfesfae TominR

The Elements of Executive Compensation

ARSI TH=IMg FHFS! AT AIFIRFWE Frosaet AT Al oft Somwicea sy aifde | 72
. ﬁ?/w (o (Executives salary) ;

Q. TR s W%"B‘T (Supplemental financial compensation) ;
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0, TS ECIIRES W%‘*’B‘T (Supplemental non-financial compensation) ;
faes fRiRaR Ffos@el SoimiaoTR IfT T 20el-

. ER™= (@ (Executives salary) : A 31 SR IZFMT SAfSeee!, T, WFe!, (4l 8 Afeey
FRAC ORI AT FAMF PR AP (FOF (0T AF | e 6 FRee A T{iwma «fs
(O guIq <1 ] | I

i, AfoeRm ReE wFepT™g FRIRITR o) TR | SR SIace afeBit @ AF & O ([o7
e =T |

ii. T (o R @Fer 3jfE v | qre @ R Wit STHme SetfRe 71 st fmwea
JRBATFANS TS AN TS (FO AT AT W4F FICe SRS 27 |

. RS wifefe “ﬁ%"ﬁ”f (Supplemental financial compensation) : (IStHa A MY FHA=
L I (@I QM 8 353 G A Wi T T AP |

0, AR i “ﬁ%"ﬁ”f (Supplemental Non-financial compensation) : JR¥ Sfefae FfL
2T @7 af e Tefeq MRt @ Afkdr (reat 27 ©ite Sfefae seifds wfosger e | ArdRers
FiETe TIRIET & N, IF© (A= 7, IR W0z i [ S, Faa swon e ),
(e RIS, e pies, B9y ¢ wigwere e Axmrd Fepifn s @or e il wwlovma A
wfefie F4r qvis FaT @TS AN |

Components of Executive Compensation Plan

R wfosae Afegera SAmEPER e -

>. V& (9 (Basic salary);

. FHCIW ST @ (Short-term performance bonus);

. fafey w2t 353 (Variety of Equity);

8. A ST (@97 (Long-term performance bonus);

¢. [ifeq @R e ?ﬁﬁﬂ% (Severance packages);

b, AT ?W/Tﬂ% (Retirement programmes);

q. faTera sEaT Al (Special package of benefits and perquisites) |

S. W& (@O (Basic Salary) : GG IR RS T0T 0T (@ AT ([Fo7 “AfRCTa 77 &7, ©I-
T @O | @t @A [ 706 91 3906, @ (@7 AW FA093 IS | #m [ g oft [fvs
AT NS |

2. TR FEATWE @ (Short-term performance bonus) : (IS (FIC =7 ST FACH
SR fEF T (ATF ST SRFIC AP G ACIAEHSF I G S (I I T8 T
FHAE I @ NEF FL eMIT I, SIF FFHERIW FRETAMT (@FRT 0T | TS ARSI
(@R G0 oA (A6 2T |

o, 3536 8 23T TFS TAMITR (Equity and equity related components) : 233G =0T
@R R IR e To i 20 AE | 30T e SISl (@R Tifee =0T A |
CRIGER & TR S =0 (1T O 503 #Afer® 27 | 2 363 @PT RReTd a1 Soems (@= e
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RO FHWI [0y I F41 2T, AE 65 2 FHR (Stock award) 6T | QBT TwIoFITETE 3568 o8
(ISO) &1 7T |

8. WYGIW TR @ (Long-term performance bonus) : AR FETHW (@PT ZCET
OF GACTF T2 AR T TR @7 2FTHET ol | @t R ;e =271 9t /0 3w
FRGEIRT T &MIF T T | (@ 7 [ PFORE 40 =, Sf I @ TN 75034 30, SHI [0,
IR @fe =i, era a3fa Toniv oite (@eece 91 | qrwe IR foqfs &9 weye A | @ :

i. 354 1 8PS AN (Introduction)

ii. T%J (Target)

iii. ICT% (Maximum)

c. ﬁ'%a’ 409 ATITFS W (Several packages) : @A TR 8 FwMa &= ﬁ'@ Rk ﬁ%ﬂ'
TR AT (el 01 A | [WEifTe SO o @99 @90 A1 27F1 A, (S I
T FACS A SR R IS A T | GF N AR (@O, (T, G 8 (Wfeaie 7=,
AT @I, 353 AR A0 TR | SITHa (9Tt ATAB'S (Golden Parachute) (FE3T T |

v, I W (Retirement program) : 3 1 AR S0 aze Y oy JRarews ﬁm/‘{%
CAENT T4 =W, ©F [T FY[6 | (AN: FIET A2 I AT Falo1e S AT AL | ST AT
AT (FCT (FC T (TN R 2 G 72 Mee =0 | S99 AR W0y TOACR- i, e,
ifercas S@wiw, st <t To5ifn | @ e IR ey T SRB AN AW |

a, JRqiF [T “Aniteer 8 Wﬁ?ﬂ?ﬂ’{{ (Special package of benefits and perquisites) : (F=AIfT G2
8 AR FAR &y o @R Al e A 93 ETetE AR I HIRCER NGFRS e A1 |
@ [P @ JENOONI IRIEE &) 1S, PRI S FII5, QT THACIFHCET & 495, <@
05 AR, AR/ &y Wi #1ifS, (et Tepiferz s Spiey Afquifir |

ORGIS AT FIOCAMNR AT AT S, (or<are ffbe @ FIFIEET @ewicTa Jeame, «ifa e g
AT, ST 90, [y F AP [0, FIRF 7 SR @, @1 (@ F¢ AI2EE
BGIRIESI

Maximizing Executive Compensation Opportunities

wrifce ffeg w@ma R A0 | @: T we R A AWAcE (@O SARee 0 < | 99
T FEE DANNEFOIE I (TS AR 41 27 | AfSHI @y @ Sy, Fgeifin 8 A
FRe7Re ARTE ACF | 9T ARSENCTER @ AF G2 2F, O FCIZ TR (@ T oozt
e @ 4ioIT ar e w4 27 |

QTHCG YATNZ AT (A ARt amif | % @oqaid FA2ma e difes owtg A A
e 340 0T AEF 9 O @ LT TAT 9 QST T | A S [T genw v o|r @
i oq I =, GfbtF I STy (A 0 @ A AfSYIT IS I AW SR @ 8
ST TR 8 AR wrosmer AR a2 T 27 | SNRFETE A AW, qFG O 12T
(O JIE QR T A (e, O (TN AT T H,20,000 TR Il T Fo @ (WE1H® | € @Fe
TH @Oy TR @7 (O TE @R (AT (TS AR | 4T T, GG IR ¢ I B
FAET IR TS ¢ ILAF T (T b,00,000 TEAR AR FS 2% THIHTETF (Credit) FRAT AT | (7 TS
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O (oI5 2T ©,00,00 (FoF %) T (0.02 x ¢ x ,00,000) | ATHEG ©F WS FEAT S,b-0,000
TR (19,00,000-3,%0,000) | TSR (FPAIR WY BCAT G LR (2T (377 v 40 |

fror fAeafs 2@ « oy g ARt fFromet [y a1 | @iar FE1e I 9w Tow ffaet 71 e
SfEre i SRR Q7R TNY (AW T9m, 5F I TR 5P Tojifv &7 FACO B, TR
@i fromet fite 2@ @, R @ 16 1 vifea @re %W | e e forerer
FIoR STesr Uit FAqE 70O @ | @I @ T 9 ey Grv w_T oy (g FA0e A A
[BRISIGERTIAC ol

Influencing Factors of Compensation

AFE FAR FIOATT (PN A AN F AR FO7 T GFGT FA (AT AT O TG LORS Al

Teome {Eabar ca [EiRer Face =7 | 0 et wret <31 e

>. PP @Mret (Educational qualification) : @ (FIGI (Fcaz FrFe @rire! a3t e
@7 | «rwtE e @eireTts [RRbarR (el 23 |

R, f wfeeet (Experience) : T FIE IF &9 Sfocee! FOT R | 7 Sfower 7 fofe
A Hosje e T4 27 |

©. S T (Expended Time) : TME FSMG TN GFGH FAF R AT T 757 2R @3 fofey
AfSBITTR &y FO[T TN AT FCACRH, ©f KI5 FA2 Fhose fdie T4 =7 |

8. & (Training) : 354 AT A &TF 71 | ©12 (T e 12T ATAGIT elf¥rmer oz FECE,
St wosael (@’ |

¢. JFIEEFY (Supervision) : AT AR FOUET Fier AT @ SWAF T AT AR Feaw ©F
oo FETe @er e |

v, IE ReIss @Prst (Job description ability) : 35 AR FFa FIer A0 THW w7 | =Y
2fSBITR T REaee FO5F @it A0, ©f Rrasar e wfosme fdiaer war =7 |

q. SfSTIMMT @& (Competitors strategy) : 2AfSTM efedTa gamr e afednm f&i@ma
(@S (FETSAL I 2 AE 1 | AR &St afpias @on e @ Rrasar fas
A

b. WIZTTS JGAGFS! (Legal Accountability) : (TN WEwa Ry ¢ o Fo¢ Adfe®
BTN H*E S =S |

5. g SIPAET (Industry practice) : FEafeditT famerm, i, nfanfiesr sy afssie=
AT T | YT FE HAE (oqod |

The Types of Executive Bonus Plan

fdRira =fevme ARy @Rt ewesd s Tame | FEIRe™ @AET “Afieas 12 S o w4t
QR | AT

). fRefe® @R (Deferred bonus) : 2fodia e 932 TR fefere wfefte wFeoe el ik
iR Refre @@PT av 341 =10 | @ft FRIRIom (i wfosme 37 siiifices sfmeis I 3w
I | G QN ARG WWE 20 TS FACETS O ST 2] FCIF W T FCHF IR 367 31 7 |
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BT R (G “nfefiess sifamner e v MR AfSHItT €@ It NIRRT 0 | O (@I W=y
I TR AfSHIT (ATF BT (R0 BT T O Ot Gt [{eifare @ el i &3 = |

2. IBF I I FER A (Stock option) : AR e “fiegar e Mg o= 6
SfEre MY GRS AfSHITT Stock @ Share FEF AT ASTT TF | GBI T G AGBIANT
e 18T A1 GIEAIR SR Wiews fofere Ry eamar R Fage 3z s I

=Ty A1 RACET 363 TR T i 91 & |

Tofe @A ~fFee vy M FRER[WT (F@2 Ty | AR FHE 97 WY 97 | IS @ 4R/
fF FOoF TFFET QIR RIS LA B A |

SIHR IR T3 ARt

Non Cost Executive Death Benefits

@ft @G SR AfFTgar | @ AR W& AR dE Gwq GF6 TR B T =W, @ (T
IR Tera +17 ©ire TeRifateld W Rl e Al | Ko e SR sifen @ w4
T, @F Jgia 7 e 9 @A ©r Serifaaics e «Aie |

e =forme A IAemm ¢ SfeR fRIRme Al wfermeR wa

e SRS (QCERe SoFrolT e |

Vo7 e

Rt i e afedim Swomz aiesind A emme g | I T Swomz
FHFOET AHTTS THITSH BIFE FET G2 O AR @ (oI A | F =7@f7, & @eaife,
e elfSHItae Twewg IR SHRd (@O (7T A | [ TSI efevitas oo (@R
ARSHITT IR A4S QU (@O AT | (@ (@I AR T2 @b ety | g TR Afeoig
R o @R MR @ @ 21 | SIS T AfSDTT GFE TIFATE (GG
@RI AfSHIET TIBAT AEF Q@R (@O 8 Ty A AL (T AHN | Q2T & e, [
T TR @ @ (@S A TR AR (N AE? 9T TF @ AW (q, THATF IIZIoAFAT
YOI S5 e =0 @7l AT | @ CHCNE @S] ANCSH AFEI N4y AE 1 | 9
TR @ISR @ ANE [ | O AfSPetE @ AT (@R @GTEmT WK (@O W
P2 TR P | IR Ffosmer ARTEaR SAMTTR T T (@[, T ST
o e ket | wesme e dereNR 7eET- FEre @rrel, o7 wfeeer, aff e, s
sifvrerr, F1 Resaer @rirel, afswaiitrm @, Ry S eefe | WERima wfosme e
T JE TR (@, ORI AKIT - (AT AF | @F W ACACR- (oI AR
a7 | T @it AR (iR @ T AT e I A0 9 SIRd @ wedd T
9 ey 2 | oy a2 sfiwre ot oAfieeiias fFeswet f[diw 321 | agiers, @5aw SR
Tg7 A4S (oITa A LR |
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FfTImeTR o AR g1o; Afffices afsareermz

Types of Performance Pay; Barriers to Pay for Performance

@ =
Q AT T AR

v AR G TS I TS A
» ARl fetmmermiz Tt fem fRagel fite A= |

—b’8

IR ey A Affeite o= 3t aFen

Types of Performance Pay

FTImeE G s ey ey @ 2 4 | W05 eteT 9ot 471 =6

>. ceifefes #AfTay (Merit pay) ;

3. GTeWMAIYETS AR (Incentive payments) ;

©. WETS ATHVAT @ SowaATeTe! (137 e<rmifae (Group incentives and productivity gain sharing) ;

8. YT QR (Profit sharing) ;
€. A e (Long-term incentive) ;

b, FTM @ (Performance bonus) ;
s, crifefes sAiffafie Afeig (Merit pay)
FIRTHMER &~ o7 @I ewged s = aifefes i sifaeer | Rfeg efsora

aft fFfeg g 2w At | AfST efedns Fitem @ T (Standard) €= T 2T ATF | FAWT T
S+ wifty I S IS 20oR i 71 O TR F1R J0T FLVR | WG G TR S fefe
T e I AT Al v w9 =0T ot (ifefes sAfeig 3wt | @t w7 1 @
AL & I A6 W | @S Ifelie @oF RET 107 27 T ASEwE ST & AfRwerg T
T AF | @fS ArgrRere IRT fofere emim 71 &7 | (vHifefes AT 2ceT axF ess A 99 16
@ e R | ISR WLPTHF IR OIS &F G Suig@l 1 «ifeite Far a7, of [ e
TAIRACNT N (AT =

W@ | qe 3) ) R 2)
FTM FERT 1 2 3 4 5
wHifeles iy gia 6% 5% 4% 3% 0%

foq : craifefas sifsreig
T George T. Milkovidn et. at., Compensation

AT SRR 1-5 (Afbr-« T SR F1 R QIR (O SR S o (IO AL A1efS
A @ =7 | @ft I=ET I TR ARSI SIET SERYITT 20 AT |

TARES SCDAT (0T (NYISfes AfRees Ffoaw ey Aftetre =3 | @
5. @ (A I2F (*IT FANHF SR F41 1T |

R, TR fefere FHMme o7 (qoiee A Aefe Afeery el 27 |

©. T 2 SBITTa <=5 I =1 |
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8. Wfere-Af-FIa N0y T 75 27 |

SRR ST FECS A (@, =G (<0 ST ¢ FHe FILR AR FORA=ET ST ToT (@O
R ASNS (T remargers AIRE aniy T 27, ©I-2 (difefes «AfHeg (Merit pay) |

Q. YUIMAIES ARG (Incentive payments) : TIVAEF ARCHY Iece OTF GI AawforE
J FAWACE AEH TAMT Vo] JRIE@ e I | QU@ FAHACE  ITHMCT &)
AT eSS @ (o7 AW 1 T | T FANT & TS 27 3R 7 TeoAme et 24
FE | AUHG IO ¢ AfREE AR T 7T QR | [Rew Fhew FemImeE 347 F92
O[T (0T | SR ST welied, [, T efe [emr AR F@ s 90 | 9o [awy 09
ST I | 7 SRS A e gt el «itam &9 (Piece rate) | W€ @ e wex e
AT AAolT T*TZ T FACS T, ©OF T A ©F TAM KT 107 207 1 | @ FREmAmeR A 39
Q¥ rifde 77 |

©. VNS YA 8 TeATAES! (13T (*1Wf¥R (Group incentive and productivity gain sharing) :
VETTe STelviel et foF «aaa | (@=: (1239 (R (Gain sharing) | @ @¥ @36 ARCg *m@fe
T AR 7297 AT IR I3 (@ Te ST T4 =7 ©f Tl @ FHAR MG ©Ff A (ST
| (13 97 HROBT =W e A1 RIS (@I TAT | oS Al qCET AT Sz (Profit
sharing) | @ (O JIFR X FAHACT G R A POIF “af© Tl S0 Afevica Beea il
R(J, AT AL ESOP (Employee stock ownership plan) SCeT |

8. AT WYRY (Profit sharing) : €t TfEw FFmIME A T w7 792 afod=g =
AT AR | GG TR @R TFIE ST 7 | @ff T ARty I @ce AT ==&t adei
AR T @04 (RS @S S (@I [ o2fker wiwiw | @3 gfo Sy @ () R
IR AT @R (i) ATSHICTT FIA 46 I | @ GACTT ATTWNT SAIZEST ZCT = (1) ARG A
fTRIe wiezE s@ afts F99 &5 e f<fea “IfRFE (Share option plans) ; @32 (i) WK

b,  JFIETMT Q@ (Performance bonus) : @ &S I Here FRETHIWET &5 20O AT | T4
qft ies fofe 2 o3 FREM @b a7 Som wfaeiy foq e | i fifey oo @ft iR
e T AT | Wb 7T 2o 20 IR0 *16 77 FA00 J, AI: FeF IEA (G Welio IRCE
24y TS T35 (@INRT B0 o) STIts =S RO (ATS TJ |

AR T AT @, TALT TANT G A SDITT FIAAACE FLTAMCAT & TN (ST (@S AN |
QTR 4y AfSDT @B Qe 8 YRLTE N FAE, ETOIF AT FI6 Q2o FACS 211 |

FTmMfeies Aftafites efsqreeinr

Barriers to Pay for Performance

FTIvETeies sfiffites @R cwg Fhosr Tt e 3t Feae

. ofsfs ¥ site ey o e =i1dey 20e2 AF |

. I ST PO A T O |

. g 1w ity W, fSTeT a7 Fa0e 7o AN 4t [N Affgfere ware 7re i |

@ P FE WS THAOT ¢ W ARG R IE WO)8 GPe~, (7 7o IIGT G TN
fdifae T (el 18T T 1 | W ©f T4 T, ©F Z0A o SIET] 7 1 |

® 6 p v
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¢. 9FGH FAN IS UL AR AN AT FACS AN, ATINS FACS AN | I @ FISF Forewet
S FATST @ TEeR T (99 I, SIRE FIS(T AP Ty T8 TS 21T |
b, TG TFSITG A AT TFST ([@0T (@S 2T Q@ AFT AN FZCNST TS FACS AN |

W3 e efsamae! g Afs 8 Ty IR/FT FAE ANS F@ g | ate wRffed FHma &=y
Ffefer it it o e i I@Te Ao I e | Fapfsts,
freraeaere SbRe SN *FeT=y 2 Q3R (2RO ©F 8 JFEPTIE SR 2T HIEH |

| Predia sie : | SRR o AT 97 @7 ¢ efoqmael TE 4roR oy |

Gy e

pd

FWMET oo S Afteay [(feg @ @ 9F | 9ot e 2 (oifefes  sifaey,
AUIMANETR SR, Fere TWAl G SRAMTAETS! (13 (<ife, YA SeaRe, At

ATV, 8 FROTHME @Y | FRET=IMarefes A FdRer cra sfoom s e 3
DGR

>. afsfl Ffa FiteR Wy e fm ey 2res A | 2. 770 ST YOI A= 31 T | 0.
g et AR, WY, foTET GF41T Fh0 2@ 217 1 [fve siffFfers Face zre @ | 8. @ 717
JCer AF TSl 8 T GG IR FIEMs 0@ e, @7 e e &= A9y e
el I T 1 | M O FAT T, ©f FE ©f SEN W A1 | €. 9FG I IS AR Tyeng A
AT FACO AT, TTNE FACo A1 | AW @ FEF Feee] A AANOf @ wFed ToF feq
FE, S FGG JAPTCT TG 8 O AT | b, GFSH WHOPITE FA AT WHel (@08 (@S
AT @ L TG AN TST NS FACS A1 |
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I 330 a9 e ediem IRRRT @MPT ¢ RETEE G,
FIEOTIMTRR A AR AL AT SRR

Concepts of Equity and Classification; Patterns of Individual Based Bonus and
Rewards; The Reasons to Link Pay to Performance

@ =
Q A CTT AT
v 3 F o IS HARE;
»  IPROT APIRren I FACS AR

» FESfET @R 8 JFHET 4T TE IR FACS ARE;
" RO AL AR FRCAPALCTT SRR I A0S 2R |

ECIERIERIRCE R Eec

Concepts of Equity and Classification

T FARN ST TR e METH Topee e A | fog Tl vy TFemry wole Sigme!
e fag @RI | wdie 33T 7= oo e Jenize | @e: T#HEE F9e (e PR 1-F Jie
YT (AT T 7 O3 ©IF 373 | Twigge R @1 317, (@It i (@i afsdi s
SR GR @ 2fSBI OfF AR T (I N0 (T8 WitR GRS A4 e @ Frm 2
27 oIk 33 | arers Jfem e W = T 9 ereed wog LT AW | O FARME
FAMT 220 IV 4@ 2 Q3R AT 320 (@ 0 T 41 27 OFF 31mT G (6T (531 F47 2 |
@ SR ¢ PANORERMA WK 3Fe0d AN AT o Wmre fog | R W
FARSIEGRAR SHR(C AN, ©IF SRl FROIRE | G Ny IS THE(G I (AT ©itd Sfeonis Far
oy @ Sy ARG AT 77 | AHRTS AfSHiT S T afSdiTm T RIIsar [ @I
AR TR T4 AfSHITT FIR AN 27 | Af DIt Fg I FORT T @ o T oo
@y

w@efed HR Council 991 2373154 I1eel oo (rearm =ee -
Work place equity refers to the perception that all employees in an organization are being treated fairly.

iR, “FRCH@ ANS! IS AT RN JHNZ (F, AfSHITI AL (@ AT A At o1 |7

External pay equity exists when employees in an organization perceive that they are being rewarded fairly
in realation to those who perform similar jobs in other organization. SR, “FEN TIT F FCE @, G5

AfSHIT (@ IS I (@ TR AT AR, IETT AfSHIAS (72 ISR & A3 TR ANSH A |
(@I Y IRTF AR ST ACAC 0T N 4 27 |7

SRR I AR (@, TSl AT 3F3 20 AN @6 Rqw @A T T4 T (@, eTTF A2 AICER 786
T | ST AL AN FCA-F(LT ANSTR LRI |

331357 1T (Kinds of equity)
3HE00E IS OIT O 1 AR | (:
>. Ser@e TS (Internal equity)

3. difey® ST (External equity)

©. & e (Individual equity)

FTHE b TT-533
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S CRC R O]

Internal Equity

Internal equity JECS YRTS AfSHITT TSI A& ©IF TE A ©F AWML (@ TR FE SITE
[ | IR FE DT @ Fle FAR ©F TR o0 #A152 F 71 [5edr 2SI Terem T s«
(T ofF (o R A sievz o =1 Tepifn g igrere sreredre 2HrEta 92 | Swrad Ko 6
T, @I Agency (T GFfG 2T TTTMIT FR @1 SIS I | ST IS IR W T F€ (To 8
Sy AR T T | SR Sifewet, frw afirwe, Armier Tenfv fhs s F@ SR e
(@S 8 Sy JLF AL (7T TR, G512 Internal equity.

International HR Council @< N9, “Internal Equity exists when employees in an organization perceive
that they are being rewarded fairly. According to the relative value of their jobs within?

TofE DI TGN T JACS AT Af DT TR AW A I (@S € Iy
AfRiva ey FIEH T FICT (T TFROT B *, OItFE Internal equity ICT | T (AT (S
AFSHITT OIS ST AATAMIF T AICEI (5T e T Ff4T (819 T ' Internal equity 0T RTI07 |

JifRy= et

External Equity

External Equity I1fJ& el Sefesie FTelq Irel2 | wy T 1T T efosims o ber Fa1 a3z
afedita ifeea o=y afediaa Tdmi Ffqafig w2t o v |

Jfe= et

Individual Equity

Individual Equity IS (72 ANSIE @RI 27, A AfSHIT fes Ao Mods 3 | Jore 75t
2R S IS 49 @ YR e FAR (I | ITTSIF T TAMI 002 (S Ao | 9 FTo!
[IBT G2 AFSHITT G2 AT IAIS I (O FIIICAT AN FAE ZCS AT T2 ALEB T o
T4 8 T SRR OFF FATFOR AMHA AL | OCF QTHCE 2/TFT FUET N2 OFI*e &7 7 |

e et Afedieast

Eshtablishing External Equity

fifey afedim a2 “m fwifere w5 a1 {2 @o IR TeEs AidFss Afgs et I
External Equity JCT | Y Awel eqmia Ife a afedimg iz I o @1 ate I
FRBIATHT I, (4T, T@le, &%al 8 Nfoeee I AR & @ =IIfFg AP 8 TXF AR GIBAH
(TSR SIS WG | AT AT IR (@O FISAR fF0TE |

foes 2ifers o sralt Ew et 4@ =0 -

). A ¢ o wfast (Compensation survey) : A 8 @o st Te1ce Tfe T fevim
fafey feaa SEnRe RAtesaT St A | Afstaifreres Jwa 8 ¥ AN SO A5 7%y
ey elfediea i ¢ @on Gl $oi7 97 w3 fFrea ez «2 S Toge 340 @

F. W2 e BfFesae (Identifying key jobs) : JIFWE @I ¥ 1 “WE bize e 2 @O
JT TSR TS T | TS TN ZCAT

>, oW R TCarear 7re 7| |

2. @ ~miba aPfe qTT O T @F & AT IR 777 7 & SHITT AN 2 |

FTfE b BT-530
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©. ey efed ¢ (@ AfenitTa o it S bz G & e wey Wieg & 71 o Wfera orare
2 |

8. BYNI@ UfG (FTCSH &1 7, LI 8 T (FISCIR W(E U3 TR NGO A 2(J |

¢. %@ TSFOR AN job description Al FF I Tofd FATS 7T |

4, SReIT T Afesi e (Selecting organizations to survey) : &foP FEI57 T 202 TR
T Sl 8 el R | wRieom Ty afewia féiv Face =@ s e e arees 23

5. AFE @S SEE T diee [eifere 0o =04 |

3. (OICNfeTe ppel R A1 =0T |

o, SRR ¢F Af ffdive oy« diwte 2@ | vat ¢ fgfefes R@par, @oF FoTs
AT SAfeT AFCS (A |

. O F@ZFA (Collecting data) : ATEIF fSHT ST FITT €7 @ FFE [Cav=1 I3 oy wapreaz
T ANT | ©AT AR FACS (A W0 [EATE] Rt [eavai =iece (7 -
S, Aoy AT S (NS T @A @TS A |
3. FINT BRI o7 FACHE e fee 267 |
9. Professional Associations (ATF © 7@R F4l (ACO AT
8. fafeg 71ezr 3t wfast TGk At (e @S AT |
¢. IfErs wfaer @3 e Afedies e sARfR (e @em Qs MR-
. @
<, {5 =1,
o, FICE A9,
9. FIGE AP,
8. (G K 7T,
. o7 @ AT AR,
7. ASIET ST 8 Teofifre #telR Afaffs,
. (@Hifg wifds w93,
A, frareifas fqeead,
<. I FA-03[[Ll 8 R TR |
Y, ffey 2AfSHITa Av@rT @32 I JEFITCT CHE S1ZT ST IR (@O SIS ST (@S A1 |
q. O] WeGZ IR T T S IR I (@qCS AN | @ {07 &S I=a QNwa @es 719 sfaot
]|

q. '«VP{T@E ORI T f[RCFS (Explanation of collected information) : 7 Je@tad A AL o
TSI [eeaet F0e 27 | ST [{eae Feeewm O 2re 2 | Iyt [Resdse 8 wfq 9w 6
FACS (A | I RO0eR oy Meeies [ [Reasaiw Siace =263 | @@ -

5. (T AL G#FS 2 AfSHIT TeTea SR (AT G AT 1 |

3. TOFE HRLTOIA AL FAAFS ©UF T FCO XA |

©. AR AT 20e &feft T I eme Face T3 |

8. o T =[@T BT (o1 ©T AAF FACO T(J |

€. SYfT T T RO TG0 RIS LA AL SO A |

BT v *B1-338
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2. @S NS YGRS (Pay-level policy) : &TSiF gfedi [y g I siwg AR @ 56 |
efsvmrem A hr FT = [fey @ AU0F | ©@ AFT AW T G2 AT (W v Sfow =7 W
©12 Pay-level policy 435 efSdTa o=y wifsss Fidwsar ST AT 7 A | Pay-level policy STaTe
TS AT W0be Rt Swee =0 |

S, I A (Equalization method) 3% [RTIGIT LTS BCJ |

3. ¥ 1Yl (Lead policy) 93 *I&fe (IZF FI0 T(A |

©. F9 I (Slow way) IR IO (A |

S. NI A&f® (Equalization method) : (T (FICT afsda afsrdt e | afswd T e
[IAT TSl FYIoR T 8 1 | ey afeviw [fegens simm efesiem sere afstfrem s
el R ACH SO O (@O FIIT T AR (GB! SIfeTd A | BIR Te Areae
NGRS | AFI I&fed N AfSHIT ©i7 FifoFs 0wy (=TS AN |

2. K A% (Lead policy) : (T SR (T (I AfoDTTT 46 e g | Afstarit efese o=
FAHRWT (TOICT ([To FISITAT AT ATH, O (AT D (FO FIINHT W TG NSCF MY gy v
Lead policy ICT | A AP MG (@ (@A @A ©F N FIETGE TSF I19F G31 Biferea
R |

©. qF A (Slow way) : AfSDT AT I (@OF AN S AL | IS 479 WA LTSI
AT (o T T L AE | G2 AT GF(6 QRIBT e Al o Afer@r afeviw gre @o
T AT, QTHE AR T @K ATSDT SR (Productive) S @32 SETSENF (non-profitable)
TR 3 YR AT | AfSTIT FroNT (@O T [ T @BIR ©IF Yy AW | @ g
IR SAFE, &F(6 8 7T (Philosophy) TR @ T Frare fifeq afesi fifeg soem zve
AR | qOIF T S 5 {earaeed 4o s T (External equity) 2f$dT 41 37187 |

Ifes et Afedima

Eshtablishing Personal Equity

G ST A ISR (17 QR TOIF 417 | G IO AT GFE 2OV qFR 7 FIT© (FICAT
T @ST IO A FACRA ZCS AR T FfH F [N AL #107 ©F Ger, T, 22l @ foeaey
IR N @ETOR THG A0 | AT T e el WIS Iy [T @ @It Fraw azer e
T | O TG 2T FUN2 LGS (Unexpected) 77 | Grading ST (@@ ST [Ne=er w1 207
AT | FEF FNR T4y Ffes et ez gy Fse Rameten sfs ewge

. (9 WW(Designing pay ranges) : e efevi [fegeid sive @ Salary Grade
YOI S AF | (@FIAT TS (@O (2T T (@O FIIC T AN S efSHA do (AF duf6 @oa
(T TP I AF | (@O AT T = ST e -

F. @S A &SP (Establishing pay ranges) : Job evaluation point I SEHIFT AT ST
(IS ST AT pay ranges COf FACS A | QTG (T G2l ©F TN FCF TN ATl [eizer Fare
2T | ©I% T (Wage range) R S f94i@er S99 (0@ lead, match or log 2T fRtasry =i |

¥, J© FIfHR (Broad banding) : *W EHRNE SAFeod AR FH (SFTF & Broad banding
TR T8 RMRET | GT® FC Job grading @ (T Ffaw efewer 2 =7 ©f qu ISR vp e AT |
©IT AR TZCEL AT A f¥ @S 21 | Broad banding SR T4 SItwa ftew =g
AT |
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. ME tﬂ?’{ﬁ'ﬁﬁ’ﬂ?ﬁ (Above and below range employees) : WWW Above rangeﬁ
0= fofrs w4 20 | 93 AwfoTe IR AT 2 W3R (T 08 (o1 FIIICT AR &7 | <o e T
a1t 5% ® ST Below range T3 RO [{afbe | @3 T QG+ 787 79 | AT O (@O T
SCARE] TG |

3. IfETe @ W7 (Setting individual pay) : @fe afee wfes Frrer [ I @O
FISCA! [T ST AT | GTFCR 0o AT (LT AT A

F. J@THTS! (Setting individual pay) : QTSI T I @3 eFwof Kaw | IPCSWT FIHW T
Wﬁ'@?{ﬂl GFTT T FOpF TN AFGHI ey SfSeas! (experience) T I AE GI6T ST I
@7S R | Individual equity ST senior € junior ¥2 RIAT SIS AT (T | FIFRCS g
GFG PR AEHBIA FE 8 o I2F IR T YIeH e ALET AfSHieT @ 77 Aoy FEE,
7 fofere Tors (o IR 9P =03 1 |

Q. G4 (Merit) : (V4 M4 MG S V7 OFiy @0 I | G0 e Afedig 51 s
TR FCR ACE | T FAQ T 8 (PRI RO RIS Sl 2 | IS 0T (Merit) SRR SIH
o FoT fifae = |

F. QS (Skill) : @IS TR T & APON SHAWIT | T (e il AfSHT Seiiegzhor e
S FACS AT = | FHF @ (Skill) Tow fofe o ©ig (@ Fomwar w20 4 | 79 FH12
Entry-level @3 ST 0 ([ FCIAF | TSI Skill S I SACE {19g Department-< 5T& I
932 1T Skill performance AW I8 (TS /1 |

Jiefefes @AM 8 4787 @3 &7

Patterns of Individual Based Bonus and Rewards

S. CHAf¥S @ (Attendance bonus) : SHF afedT TR @MT B (RCATR | TR &ER
SifEfere afsvm <@ ¢ a2t ARAfeT TenE fefee = | @fie wgeifge 4R s
e T T QI TAMTATS! P A | ARE TAFe «fFa e Te AfeFoF T FISE A
I TN | O AN SRS ffveaace ey T3 @@t 5 T4 27 |

3. OISl AP 8 (EUPSIT ATFIT (Length of service and seniority) : AfSHI 9wa % T3 AFTe
T, TR S0, 3¢, ¢, Yo ITF 4TA IG IACL | SIWAE (TP &fiF <71 | O @ (EIPSIF AFro
MR & efop fFg ToiReme I9% a2 F0a AT | @: Fq @6 P, Fefa 96 ergfe amm
TR ACE | AN e == f&feer (redl =70 | e Al @ 4+ 2w A4, 7 gk Fitea
ALY AT | (STDWA T (T 0 Gia Afis-adrarere i 27 ¥ (o) @, SRErs SRns a3
G T SRIT Z0E | 0 ARSI FICT AR (@@ T |

©. A A AT JFTFF (Referred awards) : YRS N o IR o7 Afswce gofifee
F(E, SIACE referres applicants 1 T | SIHACS SIPRATSIA @ (Meq™ g =190 SIitwd S wysT
@ T AR | (T2 AR OIMF SWiN ATHER AT T+ [Fg 990 BIFl (e =T | T 2FTHES 9
*Gfefs 4T AFG! PR AT T 1 | & JECF & T TeRodE 19y «ff J3%e 27 |

8. (M5 9FF (Patent awards) : ¥ ¢ T AT FNWAE AKGF THFESE AN IS FAC© &1
GIR SIMRCE Wgd g TerRs ey f[fey R et wace @1 = | o s fowl wea @At 7
(I ST TR FCH ACF | PO ATo3ca N3 Afsel *If& (Intellectual capabilities) I& SR | O
W3 ST S (SETd Ty iy e o 03 To7 fFg SO Fa0e @1 27 | (@ 7hel &B-Foa

FTfE b BT-53Y
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Ter foet afSPIma (oI55 e IR, SIaE AfSHI 1% (AF 2[TFR emi 41 27 | oI @b
(B ST 0 |

¢. = AfFFE (Suggestion plan) : AT 2fSBIT oy FIT ¢ AFF TE GO (ST TF @R
e FIS FAE IO T2 T FA AT A AfSHIT a7 Seicey ARSI | AWF A
AfSBITTR ToRICa T, Simace e e saFe 791 & | Wwe Afeviag o ARiroter 7
Y | GTS TOCAL SN B AT |

v, Reax T%CW 5@FIT (Special Achievement awards) : &g afsdiv st ffeg =< semy=e
Forpa & TEERAT ATF- ST 20 30 AP | OfF T=a (N7 FO! ANF-FHNHAACE (M 77 |

q. ofSTIf e @9 (Contest bonus) : W 7Ny feww [fey [ afewmifrer, e et
AIFTST JIZ! T, AT ARB-FANAT T W4T TR B & | QTS TAMFANTS! 8 AT [ Y ¥
Ty AferRifrera g AT ATF-FATR S (boredom) H FIF &=y | @ efscaifrery @Ry Rema
SRS (AeTT T 217, 7w TfSe, Reeis Seiees el 2R Fg TNEE & SIS [9are 301 |

The Reasons to Link Pay to Performance

Institute of Management and Administration Sl ¥ &1 TR @, [fSq TwiomnEs Al 337
FACE FATFO] @ FIOTMCTT AT TN QT | O FIETHAC ANCK AR IR AT
OFIEF TR TECR | FIRANGTAT N6 SAGAT F1 26

S, (@YY (Motivation) ;

Q. 499 ol (Retention Capacity) ;

o, TRoAWRETS (Productivity) ;

8. Y ZPTRAY (Cost Savings) ;

¢. Afsifas SrpiafeT (Organizational Objectives) .

fats siwwer fefere ififie Jiaa wReetst I s ==

5. (&FAT (Motivation) : FAJCa FRFAS 7 [IRAN FCF O TMR® @ Feeifre T
Af T (Tl T | “Motivation is the act of stimulating someone or oneself to take a desired course of
action.” SR, (TN AT (@A TE A G THNTE 41, @F 7 I ORT AN*e FHT=AMCT
AR 7T | (LT TR G0 TBIEd A, N FAAE OF SIfRAl SRR 210F 1S I (AT | (2ol
TS T &WIe 41 0T AF | T (2ol LT 8 Sifels =03 AT |

Q. IR FAS! (Retention capacity ) : SRFIS! FECS JAH @F [0S TR @A T Fo5F IS
WHSIT AL T IO 2 | (T AP T ATSDIT Ty A SR FACS AN, (T AT AT
SRR A N sireaR SIS A0 | =9 =T == wrst eveq 03 okl fRrestifes =3 «3e
T T Af DI ©ftet I | g elfedia s St A7FiF few < |

©. SAMTRTS! (Productivity) : @30 fHE AN (T ANST A T (T ToAfre ey @ Hay «@e
CRT AR ST TR TAFACIT TATATSCE TRAVTHATS! I | TSI I AT ([, TRAMT G
TAWAR TATACIT TATSCE TRATHETS 0T |

TR
iR, BRAMTATS! = Gt

T v BI-524
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AR TAWMCT TATI IR 0 AGFRI 2107 =AM FACT S I #1131 | I efodiesr
THfea Sy SIS ZCE! TAmeAIeTe! Jiaaaer | TAMCR AR I FAR Ty TAMA SATRCT FIAT
RTF e w71 She | «fs o7 @ @@ FHma wwel ¢ Ftew afs wEeRd ToF | afowi
fRraifere «fi w5 792 W ¢ wfew @F 71 @ ot AW INEw Afe WA T W SR Af4F T
(RIATSIRE 7 77 | AfSBITR T=AAMRIeTo! Jiad AT T Tl A 27 |

8. F5 JFA (Cost savings) : WWE Tozel W I wosre TP 2197 I CRI QWiF F41 I
SR T XA AKE AR 219 I G138 T4 T | (e effenien @rreifefes e e
T W= 57 1T AN© FA0o AT | DT T ST T Fo7Fel 476 NCABI
FCA ST | A AR5 I AT A0 FE7Fe 069 NSS! (0T AR | ©I2 496 F0T T e To
e 97 geifte 2T |

¢. afsHifve St (Organizational objectives) : A WEmaE T2 AfSHIT S
TE TS Tre TF | eifenifas SrmrRfer ere Somfaeat asf sritefes faaw | w4 sTarws @bt
TRATS AT | cmeﬂ@ﬁz@m—marﬁwwwwwwm
ST AT ST A @I Freoftad wel @R | FRAPTeR A sk
WWWWWWWWWWWWWWWWWWT
(PICAT ACWR (712 |

TAfE G (AT I AT (@, @, ROTNS!, GAMAeTS!, W6 Fodd «R i
TSIt T FAwwele fefere sAifefie Jiace T35 o At e AT |

i e ¢ | ZTR0R €T 6 EPRCOR FE ST A | TGS e AR
T | ot e g |

@ HATRCFA:

AT TR ST 336 e MerdHrages I A | fo8 3330 Fere Tfewmy zore szt
e R @R | 9 THRT 2R Woro Wred YR | @N: AL AP Jeq FERC T
e fqres @Feid THRE I ©i2 o 33T | Tuead el I I, @l [fe @
AFSHIT FTe g @R @ AfSHT O TAANER AFA @EFT WA (T8 AR A7 S 21w
afer @ JerRe R =7 ©12 3HE0 | Arers Wfew 3E T =7 9 9 ereed Fou 33
TRCR | T IEE ST Sff T T | (@F:d. Soy@are 7! (Internal equity) . I et
(External equity) \©. & el (Individual equity) Institute of Management and Administration ISk
IR oY IR @, oy TmivmnEe ot T9g FHoE wwEel 8 FETAWCRR wAfrer
I AT | ©IF FROTHAMER AL AL A AT GFIF R A0 | g TR
fefere A Jiaa FiReret Srae Far =@

>, (Tl (Motivation) ; . el (Retention Capacity) ; 9. TS (Productivity) ; 8. ¥b
KPTRF (Cost Savings) ; ¢. & VI SR (Organizational Objectives) .

BTG b B33
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PACEURNl  TRE Affiw; Toree Afefices o Selee Al ewitw

Incentive Wages; Goals or Objectives of Incentive Wages; Principles of Incentive
Wages Method; Considering factors in payment of incentive Compensation

® =
Q 2 T A
n TTRS AT F o 90 ARE;
n TR AT T TS R A0S AE;

" TR AR QWItTa SITSRET STt I F0e ARE;
" SRS Al Qe s ooy R free A |

TR/l

Incentive Wages

@ @I afoRnT 1S FHma e [ @ 9 8@ Jfqdr awe T =@ o e A | "
SIMACE W8 W% I &, FI0eF 2fo oae Toifee I SIiid aldl % JGTd &) ([ Sfoie
QAT (e T, OItF TR Al 9ot | @3 Teores ANfftes T e Fitee afs @R 7w
SfSar 3 T [rera oot fafos Fa0e o | oRieT @ AR awites 27 162 2@ afesie
T I SO AT QAT AP TS 4 |

TR W A %7 9T T, e DT @ =g, =0 5w Wfiema W At e afhe
T ATITS | TS AfSDIT ATl-RAW, FIe SerTe! Toh @RI ATce AT | A O3 @] 7w
QTR & TR Alfafiesa g 4 2R | @3 Al @ Fme Sarerer ive Face sy
T, (S FRMT FIET TLZ AT |

Teiies Atfseifcas =y 9 Sty

Goals or Objectives of Incentive Wages

TRE AR Q4T T2 T FAE IIed Al AL I (Sl | 0w 97 SrmR. ST

EXIEIGIE

. FI® S (To earn profit) : AfSHIT AT OIS T FE TozE ARNTda 45 Sy |
TR YA TO I AT w02 AfSHITTR FAN Sfere 203 | qTe FAE! FIee &Afs T TF | O
T @ Al AW S T Y AR /407 TRAMCTT &) S FC 9erCe J(A |

Q. T=AMS FCIAT (To increase production) : SM2E ARERCFT Sroy GG o7 20 I
TeAMS ST | Ffiwma wfefae AT ame Fac1 ol wfelie Fie F403 | T WEF TG
Ao} TeAI® 70T IR AT AT @I IS |

©.  FE BFEE (To develop relationship) : &fSdi FHar wfefae nffie eme wacT «fiw
AT AL NASA oI 0T ST | T TS AN (FIC! ARG TC6 7 |

8. TR (To reduce cost) : SRAMCER (F@ IT I I AOJ@ TR*F | FAEN T© AT ©92 G
FIACER (BB FACE; PR QTS ©[MFS FO | O} T© [T FANT ©© o Afefsa sifaser
TR | ©IF FHWR TMZ te 1 @, o 2N 99 T I0R T |

FTfE b BI-52>
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¢. T N Sf¥F FE (More work in less time) : A= 7w e@god @b Sy 2 @3
AfRINCFT T 7 TN AW A WS ey S (ST | R FTm A’ mew s
O JE AU FACO A Y | QTS ANEF FABI A AT |

v, JIER Af Fef? jftﬁ (To increase job satisfaction) : (I (FICT f I Fitee afs Fma wag
ORI Tol1w 2@ oI Sfefie Jfdr emiw 47 | o1 ToiRd AR T Fars
e elfs TEME e I YR FY IVIRF FACS A 2F |

TodlR I AT @, @ (@I ADNT T TG Ty FAMd TNz e eme st sore
a@el |

Considering factors in payment of incentive Compensation

ARSI Fe AT wweid T fofe T I We TR} I (ST & wfsfie (@ i
AV A W T TONF AAffiE 0e | I Toties AT vt Sres «fs FRer 2
AFSHITT A T oer | AfSTIT A1 JRIFE @ @It [aww oww W fog f[owsy A
SR | A G REPTR SR b1 7 R CIORE (SO e eifoui F9@ o767 wew w4 789 7 |
TEAR FAR TIET Ml emitad ¢wa @ [{eaey e aeare of fomsm

. TesmeRETe! Ifw
. A

. YA i

. G (T
. TN el

. RY *ahe

. 3N e Jfa
o, A o

S, S FTZT (To reduce excessive cost) : TNZF AffiF ewicaa s @ a9 [easer w41
QT A SRS A7 | AfSHITT T AT Ty @Y T FACET G 1l | TS IR SRACTA
AT e Y 21T | IR (N e AfSHITT T SAoSTET T T A GG o7 AR
A

2. oA jf%\_ (To increase productivity) : &foI=a o @W’T‘f TrwT2 JCAT SRA
I 41 | ©I TNRF AT I Ao ABIR I W0 J (@, @F FCT SoAMe QR 6 7 |
I 1 AT O T D @ VT, FIBAF TOAF Fhod TYAT S (A |

©. A (To reduce cost) : (T (I [IZIANE CF@ TAMS Jiawa 2HAAM SeAWT AT @9
U oul Fare 2@ | I Afefre afeditm Tw W qere AT @ AT TG T AT
PG TR 2GR | ok IR [TafB wreye e |

¥ ¥ 06 A ®G LY
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8. Wjﬁﬁ (To increase profit) : TN THRF AT LM TN THF A4 W@ @, G2
Y celfirre efediey et i Aoz & =1 | 3 YAt Jfa =1 s oea are S e zres
Wiferes W4 2R Fioa® T AT |

¢. ITIBEEE @ (Satisfactory bonus) : FNWH AEFENE QT AW TICT e &S
SR SR ST X | O TS A it «id ~Ritesar F9ce @ @, are F
QAT AR & 91 | ST 9 20 S FI0S TAEB (@Y FACE G2 SR FICS NG I &F FAA |

Y. ET ©FFF (To develop relationship) : TS N Wit SRS IJIZAF 8 FAWA
LT TTHT IS ZO0Z I Tyaie e Zovz ©f [av F0e =07 | IW Mo @ I ATH I047
IE O 1 ACF O ATSHI %) TG Tl FEF Z0J Al 92 WA Ffoq Wi ST =07 |

q. ﬁW@T(Efchiency of employees):ﬁi\'ﬁé @ fifers SR F7 (@I @, Sfows!, e
AR ©F T 167 07 TS ATRTE 2Witaa 98] FACS 2F | AFEFe AW GF8 78 Al
Tl 7Y Gk wiefie sNifiefie (rea 2a ot afenity wro sifers 5w i =1 |

. RK Y& (Easy method) : THEF N AWita I8 SIA=12 A2 A&6Te 2 I, AMS
FRHCET Of JATS #AICH | RS JATS 1 AT &5 ¢ fercsa Ty et (8 =0 #M1e |

S i jftﬁ (To increase employee’s satisfaction) : 2fSBITT Fae FHWT 7B qﬁ% <0
o8 wFgld 9P Ay | TeorRs N1 ditas 2t (e AT TR @, I Pieed elfs
SR SR el T O @3 A oo 7@ A

So. SEHPr TSI (Legal principle) : T2 S Wit T S22 SIeS™
YFCS T | TR AZATHS 7 A Q3 3] AANTST AT T | AR [T Spraet I
ToTes ARl & by Fare 703 |

AR I AW @, TS et a7 T AlffSe it e wrere el | 7e [aes Tom

ST T ACS A |

e wifffie awic Sifewrer

Principles of Incentive Wages Method

fepi Fwe Fhora el Wil @ e ani w6 21 ©F (@res Wik wwel ¢ @i Jfad aa
S TR ot (@ Sfefae ifaelie menl g7 ©ite ToiRs Al e | Teoiee Al
VIR YT FAIF AN PR NFOTAT TPiaet FA0e 20 | 2 of (e 2 -

DIECERIECIReS

et fofe
MECIRIKIIO)

FEe fofe

AN NS

I TAM e ST
TS

I 8 QYA

. I SRR A Feaifesyef
So. e efemzm

5. ST TSI

3. @S T

yo. Ty FAfRT

T L6 R X®»OWLY

Teoes Afifse emieas Mifexte
¥
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Atz Seotes AN emitas MfSxer TS F4r 2T

o

so.

.

R

ToN AT (Minimum wages) : TR sl emitam el @I e g
wfiora e s emies frsrel ARce 71 | w4 o 05 NI sihew @y A
(TS #ITH ©1-8 SIMA &M FACS T(F, @ I(F &fSHITTR (I o 71 = |

i f$f@ (Scientific base) : WWE@IfNE T 2T Tozs AfE awitd o f[ow 3o
T | 92 ANRE et T s fofes TS SpRe F90e 201 |

SRETIMTST (Acceptability) : “ITNF awita ¥ afe o712 @F e 8 &fSNF Tox % age
F(E EIWCE T ATS TF | M 9o 1S T 27 e Af e wiermed fre 7d |

e @ (Legal base) : T At ewitha [ «afo Fifs zeen @t w3 99w
ATIBIfETe 20® 2(F | NETPTACST W2 JIIZ! HeCR [ 1 ©f ABI2 FACo (A |

IS S (Principle of homogeneity) : MG Aite G2 A smafed oy a6 [ife |
3 TfSTe T ATE TR (@, 93 AT AFSDT A2 737 Affss 5931 sAfwifere 2wz 57

TANTST (Flexibility) : THNET AT 2afe T2 997 20 Q@ | 4TS T I Afe T8
TeifEe 201 W3R 8% @Y F4T |

& 8 (Y (Simple and understandable) : FNME W3 AENE et IFIH TEHwT €
@4 0O (A, TS Ol FREZ JHCS AT | A & 3 (IFT IS4 0T Ol FIeerd afs
T R T F |

g T wfgs Afaelfis (More production more wages) : Tis Al smafoq ai
TRIfe TEl SiEE T wfis Al | e afepns o 2w Seve e Fow
T I #1131 G AT T AFT NG FACI (SN FHANE FASA T |

il g At MAFS7IS (Relevance to financial condition) : ef oD Wi @ Ay e
@ 93 N safe 5 Fare T | IR AfLF M ST 1 AT GURE@ @3 oTafeis
T W Fhod AT N2 ST | ©I2 ST S A Feafsoyed Ao 27 |

TS efeFat (Standard process) : AfSPITT 7 By TeoAMT TS @ I, TooAWE I<F!
T {6 91 ©f 61 FACo J(A |

I SHANT (Highest level income) : TRE NefSE awitas safed [Roaw @3 ez
S SR S ST A Tl | TS SIS T FA W IS &S SNfalg FACS (7l T |

@99 T (Standard quality) : &SP TANTE AT @S T AP ARETF | 20T T W2
T A (FC O T FACS BT T | A (ST AT YA 513TS AT N e 3 |

FTfE b B1-50%



a9 e @eT 8 IS @

3, @WW“T@'@‘T(Congenial work environment) : STZE ATRFE AT AT AT ABIR FAC©
T3 afedita w1 #Afaeil Tew [ 91 | 9T oo SREr ey ey I AR Fure 7 |
AR T AW @, TS AfE smafe <o T8 o Sofe Aifone SRt I 0%

ST |

| Pl ole : | SR Siifrsifiees T, T @ SNt Sror FfRm v |

o7 s

@ @It efedie #fie Fo FiceR [T @ o 8 AR« emig T30 27 o 2o Akl | =g
SIMAE TRE TF T &, IEE &fe TS TeANTe 0 ©IA 741 T TG4 &) ([ Sholqe
QNPT (RSN T, SITF TS ANffE a0 | @2 Teomzs sAiffseaa T w5 Siee afs 7@ 27|
Tz Nfeea 4w Sy ZET AfSHITTR YA S F1 | S AT RS 6 Sy | «f
TETFWME AN ARF-FAWR IPreF 10T 9eCe AR I | T AT [T FAAR (B8 I |
FIZHAFMAE TR NS Wit owa sy ag S ance 7@ | Sz A fcs
P @ @ I T = | elfeitr S Jrece e, @i vfE fte =@ | e ¢ A Jfa
FACS T(A | HF-NTFWR T TP GIT FACS (A |
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PR  UTRE Al ~AfesmiR; arimet ARTE IR0 SAR

Incentive Compensation Plans; Ways for Effective Implementation of Incentive
Plan

@

Q oI5 T AR
" TNRS A AR ARPEARTRR T 9 S0 AR
QU ARFEN IWIRCET AR T et es #1903 |

TR Sffffie AfesrmER

Incentive Compensation Plans

ofefs afesdicm «ab “ffie sifawarg s (pay structure) QMCF, K wqi ffey “rcma afis-
TR FRETMER & WY AT (fie-men) «fieie sa 201 @ AR @ @S -
FAWA 6 G2 T, SIMACE IS SN IR (7 70y [ «@qeaa oS e Jk«q I3
TR T | AR N T AR AT ewia Fa7 AResmie 2 TR AR sfawsmr |
N qr Nfefie ewits o TR e ot sfefie e, T Afie-sHmae i Tete
| 06 @ ITIF NCEFATS T4 =0 -

F. JITSS AWl (Individual incentive) : ITETCS@ FTHMET & &fNF-FAE @ TS
Al ATy T 27, -3 IfEF v | e o7 @a @ites ey, @W: dfe a3 I
ARFE (Piece work plan), 330 BT @ (Time saving bonus) 8 FRMF (Commission) |

i. ofS 9% FE ARTFN (Piece work plan) : ¥ “&fere FHwRE KLie SAwEma T
ST AR qviT T =7 | Gre AGRTS Jaow T07 efe TAMER wAfuer SEd Akt
e <41 2@ T | @ F7FT FA [Vifqe M G @ T FA0O THRY W, SIHAE AL
T A e F1 2 | AT e miere qaaee 29 FEEe SO w0 @@= o,
fdifae T <48 @F 7T ¢ 2. [EiTe MEF G AT TAmes &y TIR-9F 79 | [Fdifse Tiew
R IA4F TAWMER &) WS R ARITE emie F47 7@ FAO AfF TAR (@14 I |

ii. 3T AT @Y (Time saving bonus) : SR (@ e e "’[@/ T I
T FACS AN IBICAR &y AN 2wl F71 =7 | Ay Ml emitad cwea S 9957
Afs TAMER &y 436 [Me 7ita i aepr 363 | o' @ /e (7 IR oF @) afe
Yo fatha wx s fdifere sifasre S imy Face 27 | @ 37 WG #td TeAme 7=y T4 =09,
S FAATH *e4! ¢o O (@FFT AT TR ANfINE 1173 |

iii. ST (Commission) ;: AT @ S ST (et o | Wdifae sifzme sy [{fes o=
M em o4 <7 | wogrT NHifae Tite wfefae sy fega o afefae s emw s =@
T |

¥, WS YT (Group incentive) : FIHACE HETTOSII LTV W ST AR | Fifes F e @
Ve 40 A T | (T TP FIEAHAT (0@ ReTTOOIT THBT LT 8 TP WA HRAI T ATEH,
CPIR CFGG MYRTS We o107 a1 T AF | @ 7oTs AfSDIg Ao SR ST 3 2 |
TEEFfSTS HATeeIas TR AlfefNeaa (o At |
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S, IR TRAGNSGT Tt (Organization wide incentive) : €% @3F gremaR F7de | 9IdR @t
G I @A e AR T TS0 e 476 FACS @ [T AR TS TH & | T
AFSHITTR FTFCAL QTR (T ACF | @ 2T e FAA 2THBT TP AfSHIT e e
IfT® 27 | THIRIeTRe IR AR ST @1 T | @S T Aeernieies =27 | are efsdig afs
TR SISy @ FEFDT e AT |

o QoW BT

Lincon’s Incentive System

T&T TP (James Lincon) 2@ 1@ SERG e (@Fii-aF (SwItae Mo | fofd 538 T @

@ifTe @3B Teies “MifalfNe ARFEA (Incentive compensatoin plan) 0o 36w | f*l I=1 &BB™

7 OfF @ ARTEAIT ey TP LFIF® 27 | W3 AR L4 A4 Nfouter e -

S, @A AfSE-FITa T AW BIFHE FIATTF © I AR SIWAE TRIE o TB! F(F I8
FAATF ¢o ABE FIEH [THTS! GV FCF | O @ ool e @FIEr i 8 @on A
T QRT T R ST @F IS (ACF AF-AF FIE A2 W] 2o ARE; @3 @ sifwg s
ST RS AT (Overtime) FI& FACS AR | (@A & 97 A0 @0* ewitad Mo e Jifos
T AP AL |

3. TFevmd T T GIF =G TAMIT [evar @ afeflt Fitas ey MR o SR F6ce
(I | SAMITRTAT ZCAT = ST, wrel, Wiftg, SN ez, IR e 8 S« |

0. A AfTF-FACE Piece rate ATV ARTHFNET 20e 2(q | TR (@ TOB! AW F4F, ©F
MEF 8 (FoF v© WA |

8. ¥ - ROy ey 43R e @ Iy fwarwe RS o gere “=s Fjbre
FHYRA FACO A |

€. J2CA Y3 IM TN YEREE TN @qress W qe Al ¢ @on Al w0 @1 2@ |
OTHG SR 566 TS T ANF | (@N: i, FSI@arey, ii. @, iii. SOV AT @32 jv. G=elr
8 RIS |

L. BIFRT 4T I%F 217 AT Wi @rnfag e @ S AT |

q. SfF-FAoT TAAET (@ICST TN W15 0 AR | 93 @eT AT 8 T AR ooy o
eTE GfST TR | O FOITSIE T ARISHZ TIFIAN TSI T AT |

b, PG AT S A 497 B AT | GG SNF-FR949 Piece rate Aafore AFERF (0e “ca |

. AfSDITTR ST [T FSafG S ol 20 #I1ed | (@o:
i G0 S TN Sy R T AM;
i, OIS (RIS sTopIe| #A1l; G
iii. TSI HfAF-FAT SR JARFR AIGP2 AN |

So. ¥ JIfE F9m JAFR AR (ATF S S S S+ 7 AT |

2

AT I AW @, efevre Afswifrenms wfwaes B e oy wfie-sliom wrel 3fa,
aefreaaced ey U3 (b T Ltemer “Iafs afdT Fre 2@, @ AfSHIF ASA e AT |
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TN ARTHAT ABIT I 7T I ST I AYETIR

Ways for Effective Implementation of Incentive Plan

7S 8 @oq (Fovmd) e M7 Fm IRETRF 90 eFed ¢ T Fe | T 97 T2F
TR I T o7 I | AT ¢ @oq 7T FoFeE TAmE 77 geifte 7 | e @ e
T SO F4T ZCAT

S, oW “%fS BB (Innovating a standard procedure) : TARES ATl Afwgmr e 7
(SR & HAFWT IS SRR @ OTF G0 A s TR 8 Bl FA0® (A | URGIe
SR @ TZCE2 NfNF (TS I SRS I FI0 A |

R, TeP] W &fSS (Establish effective standard) : &f¥t3a FIE7 A2 M7 afedr Fare 7@ @
ST fAfeE TS FIS FACS AN | G&F T2 AT IS AFCS (A |

©. I & JIEA AT (Permanent incentive) : ¥NE-FTma &y afe® AT FIY> ARl
O T | TR, AT T I T AF-FAa T (FoqDF GO ATre AT | ©IF %
ARRS T T ToF©! TR FACO (A |

8. ETHIICH (FTHTETR AT AT A& (Linkage incentives with goal achieving strategy) : &fsG
AfSBIT TR Gy B (FTHIeT AT | 9 FTHIC @R IR AT Wi AR I
T4 Tfow | ©f 20 & F-F A0l ST TR 7(F |

¢. TEERH 8 AT e ©oiw ¢FPIt™ (Emphasize short-term and long-term success) :
TR QR AKCRWM (@ T S-S Ao FIROTHMCT T T(E, SIIACE AT
AW TIF] AFCO R | AT O FIF (L9 TS A R WS A=W AN A |

b, U538 ATFHIF T K FF F9I 341 (Emphasize relationship between effort and rewards) :
AT 7 FRETMER (S AHE ¢ 2foD F9F AW JTFF @ F3-UF W AT
TE AT A0S ;. @ - rore JATS AN (@, A FTHifre 2=z J7FwE [Fve
T | TS ORI NAICACAR AL ST J6F =S |

. ¥fiF I gorF LT AEIET (Need direct support of Employees) : &fSBItaa &telivwar
AR IR & ANF-FAIT dorT AN S | I ©iwd (a6 @it azeigey =
FET ©f IV T WS T | T AT LT AT TS TS =S AN |

v, ofSHIT ebfere Mawel eviver sifiesim RTas= $90e J@ (Corporate culture should be
considered) : 2SI &feT® I STATTFS @, ANF: ABHETS @A, T, GORGIET egfs
QAT SARFFA LT AT [RCIGA Fce 7 | 9LR Abfers Mgy @ v a1 73, &7
e 7 (0T T ARPFT oI FCO (A |

AT I W (@, T BT af SR Fiae Wfis-F o oy 4dre erdvel ARgas Isife
AT |
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| el e : | SRS~ ~fiamie oRren SIehal T 93k <ol i 5 |

Gy s

AfSt afedima aafG AT ATy ST (pay structure) ANF; TR WA ey =i Afie-
FAMA TR & TR Ao (ofafie-taen) sfawirg s 27 1 @ b @@ «fiw-
AR 6 Q2O 2F, OImAE Ie Slfes 6 OF wicwy [y w@ew oifds sar-gfa®
[IF! AT 7Y | R W Fart At 00y ~ifaeifis emig s ARegaie 2o T i
sAfger | AR AT N avea e SR e «ft Sfeiie e, @ Sfie-sHmas
FS TS S | ATV ARSFAT IBIRT FSFETET TAWE 74T &oife =7 | @: e 2rafs
TR T2l i eifent, IR & FRT T, T 8 AT TFTor $7 eFgiE &gf® |
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PRI <S5 Qe @ |F APRCSH; WA ATAWAI 8 T AICSH

Individual Incentives Types of Individual Incentives; Group Incentives, Types
of Group Incentives

@ =
qQ AT O AR

ST AT @ AT AFRACSW T I FACO 2ATCI;
" HEAT ST 8 OF ABRCSW A T FACS AIE |

(&S Lremat
Individual Incentives
@Al AV @A I FEIe FROTHMTT TeerolR fofere @ eTiManE “FFE AR oS

FiETe el I | Ifed Qeivar Al v qFh =ife gibiaeT Agr A1 “afs | Hfes eremar
safore @ afeRnm fmfee st s afers wel, @ere!, e 8 @ fefars o
TRATMS G T2 T Al iy a1 = |

@I efsvitas [iie %7 Seiwa o 749 feTe SaAmaRers! “fawier F41 27, ©47 IS erevar
afs e FEFT o | IR ¢ (RS efePiaetEne IS Ifes Arimar fafeq =R
R i (AR | AE® edmal “mfon R Jad w0 efonitTa oot Jia AT | TeoAme
¢l TesmelteTS! I (oITe AT |

&S YrawaIT LIRS

Types of Individual Incentives

AT LSBT (FE FI G FETHMET AFeTolR fSfEre @ ATAMARES FFFF 1 ST e
AW 0T |

ET M ¢ ST Ol Tl T | TT:

>, 9FF K ARFFEA (Piece work plan) ;

3. wrsIfefed (oo (Skill based pay) ;

©. (4ifefes @e (Merit pay) ;

8. I JIGICAT ([T “AfFFFT (Time saving bonuses plan) ;
¢. SR (Commission) ;

Tt e eremar e a1 =e=:

5. 4% I ARFHEN (Piece work plan) : T AR g s ome aFe @3¢ ofe
oA PR M emie T4 27, SitF 9FF I ~ARFFA 0T |

Gary Dessler-49 09, Piece work is a system of pay based on the number of items produced by each
individual worker in a unit of time, such as item per hour on items day.” e, “@afs WME uas T
T (PICAT P &l T AT AfSe (@ #Ifmrer TesAmey e ©fF fefere’ 4o S ermaeTe Frosge
oqu FA=J |7

3T 0 b -0O



a9 e @eT 8 IS @

Professor Fisher-4< Y09, “Piece rate incentive is the most common form individual enticement for

production workers.” SR, “TRAMT FAL Te) FICHCH HIE© TS TET OFF FIY el |”

R, wHelfefed (@7 (Skill based pay) : TFoIfofed (o Il AT @IF @6 JTFR IIF A
AfSBItT FIF TFS! TR A QW 4 I ACF | TFOOed (@O TEl THfefed (@O IIF] |
T SIFRCS AT FE AT ©FF el 173 A 1 | &0 QAT wFe! QR AL AL AN I SIeT
(@O JTTS AT | FAF AT @ TFfed I TFolfefed (T SSATTSIT Tve | TFelfofed (o7
I A (T T ENSTA TS G T FACHCG S WHARCN NPl A 7w, aft
VETS JIER IR F&; (@97 I AT @97 2B @2 357g Rmwe 8 «ff Feoifye afedm wgs

Ao |

R 'CSNT%%?‘@W(Meritpay):NWWWN@W@W{%QTWWW
IR fofere 7w R eme 1 27 | AdRere I e fofere aifefes @oa
Sfsfae o AW S 2T | (T T AT SFONICT I W FC (12 756 FAIACE SALF (4T
ool NI 41 =7 |

E (4ifSfes (@O TITF ST T TorTe SAFF FAT eTl-

Professor Gary Dessler I(<T(®9, “Any salary increase is awarded to an employee based on his or her
individual performance.” SR, “ LT ATIA 20T (@ (@A ([T ﬂ']%, q I TS IR
fefere e fRee e w0 = 17

Professor Fisher & Shaw 4 {09, “Merit pay is an annual increment tied to the employee’s
performance during the preceding year.” SR, “5(dq ISR Frwoly fefere @l sl I
(IO Jfad TGIZICF (T Arew e |7

Professor Decenzo & Robbins @< TS, “Merit pay is an increase in one’s pay usually given on annual
basis.” SR, “YF fofere (@o am TR TN (TS OFH I IfFeFad A AYRTS IARTE
fefers e =1 1”

8. WY G @Y “fFFE= (Time saving bonus plan) : JNF BT @7 ARSFA ZCAT S=roT
FosFT A= | FAT AT @ ARFA! Tafore sKfvdifte @ sie e swem 4 iy 3@
@ AT BT =W O fefere Tfofie 2w @ (Rsal 27 | SHIRaarTamel- (I SO (it T3 I
vo ffyea difae Ttaw FIF ¢o NG 7y T3 AT, O ©F So N6 797 Jiviaw & & F=
fafve 2@ @ 21 |

¢. IRMT (Commission) : SR Tooz WWE 2w Rerw 577 oW S99 #i9 Sfefte [ewa & @
T @i 11 =Y f | TYReTe Ry S0 o [ I Teorr witas &y Sffefes Fives et
AV 41 T | IS MBI I 27 |

T ACEDA! (ACF T AW @, 93¢ I g, wrelfees @or, @i @ow, T 61,

Q@PT SfE ¢ TR W, e Arimel Floome TIFEACT FFT ARG @@l o
AT I ACE |

BTG b BI-50
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Ve et

Group Incentives

YIS A TV Fo00 G2 AT SCIEF FACH EISIF FIPTHAME G ( TS (o7 lef
AV T T ST AT |

Professor Gary Dessler @< (S, “Team on group incentive plan is a plan in which a production standard
is set for a specific work group and its members are paid incentives if the group exceeds the production

standard.” SR, “WEART TV ARGFEAT I7C0 ONT @I 2AfRFFACE R @A 2fefs [fvz Ftweea
T G TAM W 5T I 2 @R TF W 7 i Seome Wi Sfeww wa Sizee weerd wee
TS TS AT 77 1~

Professor Fisher 43 W, “Jfed STHITR (50T WAlT SO & (T &tiime fdifae =3 oits wam
TR 0T 1™ FA STl I Io e [Tad Trore I 8 Feey] [IFN | QrFed Sl
AF Team spirit [T FROTHMT I ANF | TR LA IIZT AR QTOIF Fa1e SAWET T
(AT 2SS AT =TS e AT |

WA QAW AF[TeT

Types of Group Incentives

HfeE SR (5TT WA SOITad & (T e [4ifae 2 St Walle Qrelve J0eT | eIl 6T T3

@, 9E Il SrelfdT FACH @O FETHMEAT & (F ATAWAREF (T0-9Te! AW 71 T SItF Fely
AT 0T | AT AT Q@ SIC ©fef ] R | 7T

S. YT I AT, 3. 1® % AR,

©. FACE AREE, 8. UM,

¢. I AR, b, T I AR,

q, 353 NI AfTH |

e el Qe aiacew IefT ST T

. I I ARFEN (Profit sharing plan) : I I 2AfFF! I01Ce AFSHIE I FHF Ol
IR ARTFAE AR | Professor Fisher €< JC9, “Profit sharing is an incentive system in which
designated employees share the business profits.” SR, A IB TR IF G AT TIZ0
I [T AP S (AP I A A5® 77 | N I8 (S (e s1fge 16 e
“The Gallatin glass work factory’-TS 588 (a1 AL YAIFT I5 TG 2T BTe] 27 |

SFIFCOA (Types) : T I ARFHAT ALFANS © GACHF 0T ACF | T
i. BEf® AT RFEF (Current distribution plan) : @ JE I “AFgaw IqHE A A
fefere %! 9w 27 ©1es veife “Afeg “ifssmi < | @ff Fom sAfwgar Aeve «fafoe |

ii. @ (A-=%s ARFFF (Deferred payout plan) : @ JAF 7 ARFHAT JNFF @6 [T
o TR DN N T T 9. AFIONS TF ARES BIFl T I SHNST [ (! NAGF SIFST

I T (& T SIS REfars (1-=1e5 Afiwgraly 0 |

iii. Y AfSFFA (Combination plan) : 55 “RTNY @R fEfre Afdega W0y ATTNGT F0

TAFR (@ AL FACE QA 4T T, SIeF (@ AR5 30 | «fbs @ weti ereimg oige |

3Tf5 b -380
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3. S 359 ARFEN (Gain sharing plan) : (T ACMARES ARFEAT FAWT Q0 N AT
ATHBI #1083 TRAMTATOR Ty (s (WCAfEre &7 ©ITF 511 IB ARPHA! 0T |

Professor Fisher A< JC®, “Gain sharing is a type of group incentive in which a portion of the gains the
organization realized from group effort is shared with group.” SR, “FC IV TR GIF GIFH TR
TS ARFFA, @A ST ST @6 ¥ Wl Fwa Nk 3o 27 17

Professor Gary Dessler 43 09, “Gain sharing plan is an incentive plan that engages employees in a
common effort to achieve productivity objectives and share the gains.”

©. FFCET ARFEFr (Scanlon plan) : FEENT AR F© I ARFHENT I IO 8 G
VAR ST ARPEAT | T ARTHA 2R GF(6 AN TS Tl TTVARES FH9Yb A JIZF 8
ST L 7B YT @ ST AN FEF QP! A0 | SdR0 AT <19 WP Joseph Scanlon FITT
&I e e R e 3 #fREaR SR S |

8. I ARFEN (Rocker plan) : IFF ARTHEA SFFo! N g weet | @it @36 v
T | S €3 AfGSTe @APT Ao Siets Teak-« e a0 20 1 @3 ARSENT @« w3

TR T3
WWWW=@QW_@WW

¢. O %9 ARFEF (Win sharing plan) : &F 359 GI0 7AR ramaR o | SR, Wl &7 O

FACE JAFE AWM I 27 | Professor Fisher € WTS, “Winsharing is an attempt to blend gain
sharing and profit sharing.”

V. %% e AFFE (Employee stock ownership plan) : 5% W@ ARSHNE ACHCA
ESop, 30 | (FCIRE GBI (@ SRS T dd 90 IAER (MG e @3 Arevarges Afisaia Sefe
9 | Profit sharing '@ Pension plan €3 SRR JIRE FA9 &) G2 ARTe! $EF |

| Frefir e : | e ativEr @ v AT GERTR T |

/o7 e

AT 2 SBAR @IA T Jfere FTHMET o fofere @ riManEs J7F[ AW oS
FfEIe Lreima AT | ITEF LTI 2N Waa @I SIS QibiTes <19 31 afs | e Areivar
gferes @I dfedns fmifore o5 o Jfere wFel, @mrs!, Awer ¢ e fefare o=
Teriifire G THR AR AN eme T4 & | @A afovies fWfie o see oy
T HETS ToAMTATS! AT T TW, O (G Al o fKF IEFT | @A
AfSBITTa AT T WSS FOTHMTTR TEeToiR fefere @ AriManETs *7TFR =17, OiF I
LTIV 0T | FIET ATVATE @ ©IT Ol FA1 AR | T 3, 9FF FY AREHA (Peiece work plan); 2.
wrelfefed (@7 (Skill based pay); ©. (N4IfSfeF @S (Merit pay); 8. T BT @RT “Afawgar
(Time saving bonuses plan); ¢. FF (Commission) LTS VAT eVl IS Y2 Al Sl
T COIT FITHAMCT G (T TN (IO [T Wi S {F SIS AR | WA TS
q SITr Ot B[N T | TA: S, AT I5 ARSEA, . TS 3% ARSFA!, ©. FINCE AREF, 8.
TCANTITR, ¢. TR 2ARFFA, b, T I ARFF, Q. I5F VAT A5 |
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Ao q3B ACRIT ramat 8 Refve il A Teiead; =7
FfF SN erevae IIQ; THERIT LTI

Designing A Long-term Incentive and Deferred Compensation Plan, Supplemental
Financial Compensation Using Incentives, Concept of Short-term Incentive

@

Q A1F CITT o
30 AT el @ fEfRe sifafSe sAfiege FeFas TIE Sre 2heE;
RS I Al T IR TEe SR
" TN IR TS o140 AR,
" RECAI QT TR ae frs A |

G35 AR gramar ¢ Rafre sifffie sAfiega s

Designing A Long-term Incentive and Deferred Compensation Plan

@3B AT vt ¢ Retfrs sfifsefie w0 2@ & @ aem Ted el dere, ©f 2o
@ GFEH [E OF AT AL G2 FACS B, 9T FR @ I W (@, I (AT @2
AT T GFG S O T ALCIAT Q2 TS AR = |

S IR SATHF QAT TSR T2 AN A SREre Iy agd F9ce e 27 | «ft =reite 96w |
S IO AT T IO (R AR FAR JOA ARE A (R | GRGNS L 77 &1y [{eavatr
e o @it A= T | PR Soo Bl IR GFCS Soo BT ARFETS I»F (*(F G W15 FCH 7 |
e S Jenee el w |

TRF (ST FA o FCae TGN TSN AARCE AT I | IOV (Sl NoJ& LS | SRS (OFf
FACS AR fF T o SfNFH5e | Jo1e I T, ST FRCEZ FRlo1e SRy (6ex A e siww o
TET SRCEF & I ACF | G ST TON 8 ST NS o & o2 b SR | FRrarer aApafs
X TET LT A2 FACT AR (T G O Sfqayce G age F419 {419 I030% |

Ty (@, Q4 AN JE0e A TN 4T (@ ARPEA 5eCe AE ©itE [ | W [@fre Fece
R, @ CRIF T Afa-Fee @ a @mfice 9 dzo w3 | 9y, AfE-FT o @13 ANEe GRE
=y Al a>el $ea, A9 T oo Ty 20 (R | et Afwgaies o St o w4 *GR |
[« D E

i. QT A wores e,

ii. T ST 8

iii. Sy REfre e Ry S =iy 593 |

T3 @S, AT TFE 8 AR THF Gy AT TS 8 FRAW N AT NG Ters TS |
qTy AT e W o S A A Ace 201, T Afedima Ao Sy et
AT I | ooy Bfe 2 a1 Tome T4 T | AROITS AMew Zen fofe s, fofe 4am w3k fefe
TeomeAeTs! Soimie afedt T | fofe T ZETr @S TN T TSR W ef e A2 I 27 |
fofe T TeAwe 4ab =T G A6 A 2lfs TBR AT &N [ R FF 9IR Geoitd 7wyl AR
Ael] TRAWIH F© NIB! 7T F41 2 ©of 4= 767 | /19T (BPF) fofe Teomeiiersd Solwi SowiT
T© AF© GAID ¢ TAMCT YL AL % ¢ ALy o) e | Aaresy fofe siwen FrRe=-mee

FTfE b B1-582
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T R 79 T TOAW TeAMe ¢ oG T M Wy Sy 7 T AT | 9re T
HARD! (06 AN of ey T4 =71 9B (AT WG ANIHIZ FCeAT SRAMANETS AT Il gain, A &fSHT
A - Ty AT |

E@RZ—Z I T (RSN T |

Rocker Plan

a6 @35 eemar «fwgr | @fF Eddy-Roker-Nickels (PN $9¢ @3f6® &% | @it @ 36 #Afawgm
@t v fofe feaver Fat 2 | @fb SCTF6T Scanlon RFENF ST | Rocker AREHNT Seoivasiar
(Manufacturing) 2D @ e e Fat | @6 AT T afevitTT ww JRBA TE Tge
AR | @ EeT g6 @By z0e, «ft efeftae Seamee Son fofs s avamer sifssse e s
= |

Scanlon #RFFFR A o7 ~1LFT =, TPR ARSFAR TeAMAITO! AR I TH GO @, GFEH
afiee @ A A A e 2T e TeAm FOpF T RS J0T | QTR T+
TREATE RCAT R 20 AR @ Teefe {06 ~A14FT | T3 ARSHAR (T Ao G w1 2 ©f e
1.3 = oy (@ Site <RE T ¥ Ol fofe aw et |

ii. TR ST IRIT FACO (A |

a. TeAMCae Rara 13,

b. FIBINIETH /T 3

c. ¥fs I3 Twpif |

3. AT AfFEFT (Improshare plan) : €3 9 FET SAmifaces fefere SeamaaeTe Sz | @fs
a3 g A T fOfe 2 Sesimaiere! wifiaier e Sigimifag “Afiesmr | «aft swew v Sowa

(FEF (Mitchell Fain) 9 edfe® 7 | @6 PR Tt o6 efep oy 7=ees @ ere @
e TR ©IF [T FA |

q SAffFgaR dfe T REn AfEiE AReiy F =7 9T FNTRE WS I, ARF (@O
TEOINMACES TWYE I(F | TG A SRAMTATS! (AF Sfere e AS (gain) AfSHE @
oA Wy AR AT o O] il Bl T | ZCRCI AR @2 e 2 0 et
ACE AT TGS F4[ 2CA |

Employee Stock Ownership Plan (ESOP)

B4 NI sAfqega 9 ZE- @RI @ @I AT AERFS 365 (ATF G0 I FRWF 04T
G 0o T | WTe OF @A NEFFE @F0 e ZCo AT | Te SItMa N« (&FAfea &
T TR FINT AEF OGS (@, (@I S 206 OR12 FTOdI 201, NG ETIFAN e OIe Hoas
A | TS AREL TLAICZT AL T I FIEAPF FCF | @ (& ARIENE ESOP I 2T |

ESOP €3 J{4l 8 SfR4T (Benefits and Costs of ESOP) : W& @ FHME ATF ESOP €7 Qe
R 8 SPIfRET ACACR | TS Q@TeT WTeT <R =T

3T 0 b -989
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Tifer® “TFa <4 (Employer benefits) :

5. ESOP €5 Zi, T Sy &ifodT ¢ weasee Ay 6d | Of6 erenif*re Fimeas 463 qiee wefq
T R 1S A |

2. TS ifermore T Ff4l 3 I |

©. 9 ESOP ~fsag! Nifertaa PifeeRit RENT s0% «as @ s7rin €17 Fr4te AR |

8. ESOP Swoited = 11 foire wiferieg ot ffes Face Iitq |

¢. @R 2fSHIT ESOP ARSHA 1] ST ST S AR el w1 S et 0 |

b, @ 3¢ IR 2R FF F[T AT |

e Sy

5. ESOP @3 T 3503 eI TN ([0S #A17F |

3. T 9L ABE 2o I |

©. I50FA o Yo7 e 0o =09 IR0 FeeEee =i Al R |
8. S5(FT WIN FCN (T FAE 720 RIS A |

WW(Employee benefits) :

>. A Tom RfFearr 71 T AfeBita JE<ead - (oI A | [Reow 7 7 74w iferq
fF-FIR ATF 77W @ JfETF e FCBC SIET TR 20T ESOP |

3. afSBiea «ffT tofem Fia oINS (FSTR FET (T AT |

©. ESOPFIbR SINeer Fo1el (HICT 9 ARy 6 7 |

ESOP FHwa 436 (Employee Costs on ESOP) :
>, Wiferd % sAifaeifis Afey 6 i aa2
3. 2fSBIT T JCR (91T S50 (FICAT 615 ATF T |

AT ESOP €9 49
Kinds of Nonqualified ESOP
Y LI ¢ ESOP RCeT -

>. 3 &1 ESOP

3. AMBIFS ESOP
©. ARRESTHT &7 ESOP

8. 3@ T &A™ ESOP

T 3T, ATFE @R @ o ESOP TF 203 5% @A ARTEA (SPP) (T ST T FCACE |
TR AR TG ACTE (73 |

©. ARISTAA T (Varriable price ESOP) : [feg 35 W6 [feq Ree s6ta7 I #ifewed gt
AR | @N: e o, Sl FROImE s{fw o™ @A FREmER o @A [
(indicator) BT FRATT IGTHA Ty A<FT 20T AE | 672 “AfRSTA 17 ESOP I |

AT 40" ESOP T 353 Q@G (Stock warrant) | 56F SHCA0 I @Ff6 AWE He0F Biaa &g

fafag e fMfve sifcss g @e wfisiw | it ey, Ry R @1 @fes e &0
R |
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WF-AF QAT I6F o AARPEA JeT I6F & (Stock grant) | @ (I FFhowwmer e s
FAECE (MG T | TS 2 | G @I 1 (6 =7 A1 | @ff g | @we:
i. 53 AR &% 8

ii. 37y T 35 &G |

A8 IR 5 AT ARTHEF TR | (@

1.7 5% AT,

i BT IR 2AfTFE 8

iii. TIFo (Phantom) 35%F 2IfAFET |

i. RFS BT ARTEA (Restricted stock plan) : @6 2 @9 @F RCTF B AfFFA A afed
o7 2 s FE JFFARR AV I3 | & 7 A Af DT & SFonTaq RO
F(R AF OR FASI AfSHIT S 707 | @fs 79 N7 3565 “Ifwgm |

ii. I IR ARSI (PSP) : @t Teafre sitegaia o, O @3 Sl zeE re @
qIF @, FI9 @it [ifer a1 T |

iii. FIFON 5% “fFFFA (Phantom stock plan) : @5 S50 WT WIE a3fee =71 Wb aaea T=1
I 2 g 6y K12 56 “I1eqF (F0@ TPTR TYA 2BRE | ORT G S=f<@T Aifoerete =1 |
G ARPEAT BF (BN B TP RENT FIT WA AN S (e 4w eqpety a1
AN

ey oAffegat

Saving or Thrift Plan

WIS A @ pfere Same AfFeer 2k 1w AAfwgr | @t axw «F% Al T FHwmaE
e [WWE S ST 1 AT FACe TR T, (@ WP IS [’ ik e, 127 ¢ R
27 | Af DT FHE @ [T AL TNfEe I @z @36 2 29 (Percentage) Fé=et wca (rsam
2 | @b YRS AT @O (FT AT 0% @ @R W | @ ARSFENE FLCT TNFe O @
W B IR O FAAS IR I AR 21 @ O 7B &Sl @o (A s | @ @3l
BT T AT HT |

ET S iR

Individual Retirement Account (IRA)

@ S M AETE T9T SWI© A AWe (FA FID A ARTHA Q7 N e, ©f A ol
Ffeeed AR 0o ([@oa qIf o Sl FACS AE; A S ST MY ey 7q | aft
R Y& ORI | GFG P O O LRS! [T F08 AR |

FIAFS T AT AP

Simplified Employee Pension Plan (SEP)

9fs Internal Revenue Code @3 408 (i) m ST T AT | @ W2 NAFTACE FRHWT &
“Fgfere SR TR (IRA) 7 ATSEE T TN (ST ZCACE | (T FAOMT 3¢ 27 TR BIFE FI0RA
QIR FIATE BN A @I o7 27 IS FCA0RA AeHB Tfercara T SRR @ ARSI Jzer
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FACS ARET | @ O Wers [N 2t FHoaa Aoy o2 o F903 I SIHAcE AIPACIT AN 6+
A ST A | O (T ATSHIC QU T T FAT ACAC, TG @ ARG &= F7 I |

Savings Incentive Match Plan for Employees (SIMPLE)

aft a6 Tex “Afagar qF Tl oy fCwies T4 TE0R | @ ARFEN FE Soo &F T AFCS
A QR (FICT FH13 ¢,000 (> FEIA) BIFT TN (@O AT 7 | (T NfeF SIMPLE IR TR
o =7 @A @l SfRFEa I FIET | FAG TS Y00% 2R I TN AACS AN | FAQT @
sAfarer o ot wea, WEwre G2 oAfane 9 St 97 o T e @l (R | FNE @ @I
TN @ I TG FACS AR | & GCFE 6% CoAF7% e 23 |

B¢ @Y AAfeEar

Stock Purchase Plans
@y Ayl wfe ifafbw @ e @G el | @t ey @36 Afasgar | b o s @@=

AR, A AN TSI FAT AT BF T I AKFF AL | Aopeae @fSTe @@ (IRC) «i<r

89 (NOIIT &Sl (It 6T T T0° Ble] A AT TG TS RCI | FAAT 35 &

S AN #fb IRCAT T I ©F G FACO A | I6C W T8N IRET o9 e % A |

TR 35¢% IN VT TR I5F T FAC© A | O (I I *¢,000 (Ao* Tene) S @ 56w

T FACO AR 91 | I @ TR A AR S AR G s SR 363 TF FA0e AR | T

i<l Y A IR IBEA ol AT B ©f I A |

FOPGTAT *IS IR [l A0S 2(J | (@AI:

i. SFTRAE 30 MBS ANER T FIFRce QT AFCS 2(F;

1. TR 271 @ SB[ e ARE;

iR WME TNEE & 5% [ Fare AR I;

IR B¢ G AREHN FEE {0 7 | @

1.W‘TWW,

i FPTIMASfes 5F @ “AfeT;

iii. AITIFS 755 G ARTFHA @

iv. RO 3@ &7 AT 365 @ AR |

i. WWW%WW(FUH market price stock purchase plan) : 9 ¥J74 3503
FCE T ISR T AR IR 6 T FACS T | GG @I [Re AR 97 F6@
ATF |

ii. FEAVHERET (Performance) : OTF@ AR BF GF &=y A AR 107 | @ ST @
Aot (i FACS T A1 | RITICT [ROT (@It RO 07 feere de «{f{eeiig 23 | 9oy @ «@0wa
ARPHAT PROTHMASIGT 368 G ATIFAT 0T |

iii. <GFS (Discounted) : ATFCG IS LT (5T I YT T 75 757 e Far 277 | O @7 18
ZET, T Al @i T o AfSP (=0T BT T, O FE @A AT O @ FA |

iv. @ Y& &M (formula value) : YUFCG 9@ T B I5CHA Yo7 (G T 7 | (F: T5 ©OFf,
R AW To7I™ |
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Tompe S A

Supplemental Financial Compensation

TR ST JEH-IRAT eWE 71 F07 W [ @ FRE qwiT T 2F, ©-3 THFS WS
NSF | SRRITIHR I T, W AN @ (Deferred bonus) & 5% GEF JAM (Stock option) ¢
LR SIF O TS Wi ofifafse |

S ANET Q@ (Deferred bonus) : @ T @GR T af¥s AAfzme Nz snemm amr) @
QIR “ters e ¢ YAt Iaa A TE g @I WWE @ e v T w9 = A R
i i e | TeTH A @t el w1 21 @R SR T ©f frowd w9 = | SurRae TR 9@
T @, @ TR 7 =@ @F BIF @ TS I, SF SIE AL BIF (eT S | IMAIS BT
ST & (RSl T(A |

AfSFHITE Hiring bonus NN NF-UF G @I A6 TR | (@I afsdieaa 712 cavz
ISR (20T o AfSBITT BT (ST AW @FT (Deferred bonus) TATS T | (T AfSDI T 12T
QI FECR O B @ Foo T T Ty T afed wfefie oef e = | @emi SorrEy @
wi<f el 4T 7 74, @fBt& Hiring bonus I |

3B I (Stock option) : SR & Stock option 93T epfere @ Tafe | arw@ RIS
oREre @ @3 [E e e s 5 f[WWe Jo @ww quE (el =¥ 1 afeRiR
FARFICETS! Ja ArErE aft T = | SR q=ell Fa 7 @, SR B Wi 7ot st efevit
TR T O YA e Sy TAALG @A BT | Forerore AfevieTs Y e o |

AT RS

Using Incentives

AT PR &y Al Ao 615, T aremar a3k ifopia SesimaaeTe! qF Ty T
SR I (AT | AT 0 FIE &y M1 sifaeeiia hifoq weeet ek qwwe; a94-

>. FIOTS A FETe T At v Frend aft Fiw w6;

3. AfSHT SPRAT AEfS T @A Fare Y 2

© F(ere e SR A1 iy i =il eeme =1 war 26T

8. T JEIRCA (6 “afe TPract T 1 XCT I 2T PR (507 T ST F41 ZCAT |

FHWR AL IS FACo BT @R (MR (@, FES ATV QoI FAF S ST SAMT IR |
TR S (@ TAMIT e SIS Al e, T ©f IR @93 Ffets Arelifre 718 Fare AN |
(FC FECS AT T ([, FIONF LTI Il FCF; I AR LT STee @3z F49 @ff Frer w671 A
QT (TR, SR qFeH F Affes o Fier 307 | Al @@ 1w o [fve 97 o Fie
FE | FNWMI Q3pF FUO! MR (@, IOl OFT &l AL IR I | SRYCS O FRAAAHT &5
Aty frdTer ¢ Sy sl Samw Nive sare 203; @w: TyEw, S FI@T Tehi | 9
T AT AT (@ GFGw I AP SIfRAT 779 FAC ©f 7 | O, 2T AAe A @
HATFIF AV 0 AEF; 7 T T FHW M7 2711 (& HIE F1e A |

ATV T TrolF ef DT Ty BT 476 97 IR Qe Rt sifzasTaier a2 | gfasrer, St
G *AfT = Egma & TSR PR THIAFTIR [eS ¢ Aersre FRT=MeT “Ifeare @R (3718 M
Af STt TAWTAETS! ATTS #I1TH | TomeieTel Jfa efopitad (N5 T=oa AT, <6 I 8
YIFIC7ST SR |

NEFA 9F (AT TW2IF RENT IS I QIR T[T Od GoIT | Q2T TeTder F#ce e
SAMIRPCE AR | FfeTs JARFR S FHWACE T SR N0 I7 YT & | T OAR N0 Sgar
T ifore 27 | Wte FNme efoDie efe TRa ¢ T Ay | are Al @ Syfe 27 |
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Concept of Short-term Incentive

Tifefes AR “Tafeq Ydere! 77 SR & dvbro A (TR i TFCIIW &teliwar FH9(> bl 41
T | THCRIW QAT ZCET @9 @Ffo il A, I I8 I=0aF MR 6 ([FOd o A
Ay Far 7| AfediT Wbt ARRSTR e T A AT 0T A0 | AT WA T @ qhw_
ARCNY NfeTdma o= @36 SITar o @R «re Tifersar srere el | @t [Rfegens Afeny
| @: A, T, @wihe 8 s fofere | st wf s M2 @i T Swies Jae
@ft ST (el AR T ARCHY S AW | IEIO IR0 WSS TGO el e 7w
CF | @AN:

i. TR eIk wAfffeore e F0F;

ii. fFffze aa ToweTa & ;

iii. TeS WRER ¢ FJoTArETe [

iv. 79 40T ST T e,

v. I AR Soifgfs;

ViR Tt S (I S, AT6 FAC) |

AR T AW (@, OBt Ffewe sTRetas o AfRmea @ S o AFeFmel FeAT oImacs
2T (0T (T Aefs ifefF FRLPTR Tl G0 AT QAT I, ©f-3 FFHCXANM LTI |

AR AN @9 AR a7t TS 57, ©f ABIE TP G RS WS

Prevtdi e MR FTITE ST I @ AT 7Y |

o7 e

a5 Ao eramar ¢ REfve it T IeEm 8 3t a4e@ Sed ol areE, of
FET (P GFE S O ST AT Q2o FA0S BIF; @7 I RO I T (@, WA (QAE
(FR/E NG T QG FA OF S ALCAANT QT FACO A2 T | ©I3 FAET NTHA AT SR
TGI8 AT A1 RS R @7e FAce e 2 | «fb wreite 90 | Ot IO THA FF B
(T O FAEN IOAM CF A7 FCF | ARONS Sdd Ty To [Reavar e ofr @ azer 67 |
FEA Soo BIF IRET CFCS doo BN RS I2A (*ITT O o I I | WrEfe NdF e
goife T | TP Fe FCA-RE eme 1 wea wedd (Ko (@ Ryl dwi F90 =, ©I-8
TR WIYF HAIRNE | Snegew@e! F1 T, A FANER @A (Deferred bonus) € 363 TR LA
(Stock option) € WWWWWWI

weifefes iy “afeq qderel 77 T & dSvbro AR (TR e Tgeaif efreivar 1> Bieg
T = | FFORITM revar Zeet @ @ wifdT ARGl A IO IRE NHL WA ([O Shofe
TR faeny st @ | afede «fbee ftasTia w0 T ARy T AT | WIT FEes w9
YA AR MiFTema & 96 St T «3e gre Tt wrore wed | «ft [fegei sty
AW | @ TRIEE, N, @it ¢ e fofare | weRr wfiwee [iUE @i s Swiew
e fb SCIME (ST [ T AT F40 T |
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215t So IESEUSEINERITR SR ISR EE I E I EL SRR A I RS A SRR

Concepts of Rewards; Necessity or Importance of Rewards System, Base of Rewards,
Factors to be Considered for Rewards; Qualities of Effective Rewards

@ =
«q 2Ny I AT
" SFER S ST FECS AR
R AR PP P I FACS ARCI;
SRS fofe 31 sy g i el facs A
" P A QAT FHCE I FACS AR |

Concepts of Rewards

“Rewards are the special types of motivation.” SR, TR ZCAT RO @ (@l | BRI g
S fer erareT fAfSg 4A0Ta IS T QREGRE FACS! | 2RAOITS WIHLAT &5eTe T | IR S o
e e SR @eq 2re! | G i A (@O @A avae o | WgEes ol [
e e vt qicet | wereeR Refes o9 afeditms Sifensar Siwma Sier v & S e
fre | 9T @3 0 Wow [T @ 9 oW T el O3 @oF A FER | 9l afeviea
FTPMCERT & FNTA (@ LT @ AL RN &V T4 2F, SICF SFFR 0T | @FAR T[T
TR T AT A (@OH-91] | (qGINF AIZIANT TF F. W. Taylor Sbroo AEH (IFeite fedicaa
(o nitIS &) W (9 BT “@f® (Differential Price Rate System) YIS I | W{Cﬂ'
afsoie frfere o™ sFeR avitTs oy [feg S R qeace, T efSDies % Sre 7T=Rs
P AT B |

FIHICIR TG
Definition of Rewards

AYReTS FAR Fced [T @ (o orel, A 1 40 70T JRH-IR4 @ni F1 27, St
SRR 0T | SRSl Sl (o AT A 731; 79 [foy gaema s=ifds =Ry 3t qeam-sgfkdrs mFw
T SfSfEe 27 | JFHR 2N 9F AR Aremar | Siefie, SR @ SFHR AR I AfSDg Tww
I T TR ACE QR ST TeAMaReTel Ifa A | Al Bl qa1 «aea J7%R [Rwwe qg |
CAN: (TS, FIEI, eRIA, @I, T, HATFRS, FIeea FPro, Tl ¢ Il MR g |

Wikipedia- (9 =1 RCACR, “Reward is the attractive and motivational property of a stimulus that induces

behaviour.” SR, “ 2T ZCETT THAIIT 8 (IATWIFFIA SAMIT T SABIACE eoifTe F ACF |7
Robert Kreitner @ &% RN &, “Rewards may be defined broadly as the material and

psychological pay offs for performing tasks in the work place.” SR, “IAFS ATHR E FECHE
FOTHWET & IS 8 Tsifge shear o= alfeww |
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Ivancevich € Matteson 4 (S, “Rewards are used for increasing job performance and ensuring
organizational commitment..” SR, “STFT FEFTO! Jiar ARG T WHPS T T D
FATN”

ToALE S IS FACE @R I (@, SFHR QN G5 w1t T T FHma Wl @I 08
O ST FToafoTe IS TAMT (T |

AE JIG SRS AT ST

Necessity or Importance of Rewards System

STFIT T T IS ST T TGN 9 | A T A 0% I N0 80 | 08 210%1q 98

AGATST I GFP (ST ZCE

. WA @FT (Employe motivation) : FIWMI (ATAT eWIT T AT ATF B FAGE @9l
7 | aTe T P Al TR | (@TMIEE FCET FADN TF T S | TE GO IS
AREeoq Y |

3. AR IO (Increase morale) : 2TFF SWIHT TCA FAIF N AR Q’ﬁ? AT | QOF O[A
FCe 2fs 7B oIE FACS AN | T AFSHIT T AT« 787 27 |

o, TesiAT Jf& (Increase productivity) : AfSHITT TermeAeTe! Jfaa SIrex “&fs AT AFFE | €F
0 R FG TF 2GR AfSDH AN werw w0a | Feew afs TEfe Ifa o Tevimae 3w
R | TRAA I (T A SDITAT JAT SST8 Jfaw A | T FHAA ([0 FINHAT AfTST = |

8. WMl 3f& (Increase dignity) : GF& FICT AW ©F QAT € FTe A ATHT TS T, O
o1 free M e T w6 | 0T S SR I S| Gre Afedit SesmaAeTere I
M |

€. WErTe! GRS (Remove idleness) : fSHITT FAifere Tt SeTer (@14 F0F SIMA I FI0S
T S[TFIT QW FACT (T EE W | Tl FRISACIT CFCG ZFF Sl Ol Aot 34 |

b, QREFER T TFFT (Promote life style) : SRITA@E T SFAE CF(G 2 THIT TS LTS |
@3 T Ol S TR A A | A 1wt I AR

q.  GFERENZFFAT (Reduce monotony) : FAWA JTFF AV T SIMA CFIRN 77 T4 78T
| IR, GFL TPV IE IR FACO IS S 20T AW | O OMF 9T GICIRN 77 T
Ty ST RO ST AW |

AR T AT (@, AT O o157 e FACS 20T Y THF GIF A T | F T Z0eT s
ST BINF FCHT (ARICS AR |

PTH Mt 8 A 7z gmit owte {eoy Reemr

Base of Rewards or Factors to be Considered for Rewards

@ (AT ARSBIAR o 777 20T IR FIEH fSfere S SFFIF eviw 741 | qrwa g Koy e
TR A A

. IV IR (Performance Appraisal) : J7%R eWtAA oy I3 {6y [ww ==
PP TR T | FAR P& LR IR O AR I JTH &I T (A |

3. I AWSI (Efforts) : (@A (@I Af DT FHHR SFHR AW AT S FICSF T 77 I92
SIMA I AT 8 THINCF B! T4 T | ©2 AT AT FAANS ATHR (o A |

TG v *Bl-3¢0
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o, @ wwS! (Skills) : T 7], WfoTreld T 97 I SIWa 7F© F41 TF | WA Wl TS
Q¥ SIMa T8 o @ T |

8. WA F& (Job difficulty) : ATV NS A GTF SAZR B T, T4 Tioel SIS & TP
e dzo F0e 27 | 8 TR FHWR T (72 IS TV I NSS! ATF 1 | ©12 (T FA
TG e T FACO AT OIS (7 RGN STHIT Al Sl =T |

¢. fSAE FI& (Extra job) : AfSBIT Fwa Fier a9 7w e Aee | fow wfelae w5 a7
YL TR AL T L@ Iq FAC = | GF IS FAEF &) PAAAE JTFS [ TF |

Y. QY TN (Discretionary time) : FE AWM THa 2, SR IS0 7T e Nifqe TEF G
QM AT AT | P, I FRSIF AL T FACe AT [WHE A W 5 aw @t w@ig
N |

AT I T (@, AFSHIET BTy TS & 2 FF A A[oT MY @R 9T & (& (I
IFETS ¢ AR T (IR T TH® | (T FA e e TR 8 "R AT | O F1 A
AfSHITT ATy (R TZ® A |

Qualities of Effective Rewards

RS JTFF ZE I (@oa-oreivr &ife | efSvima Iy 7 (MR & 27FF IR 9FY
SRR | AFFR ST A SRS ZCO AT | G T IR TR 2 AR IR &l Ry AT | B
FTH] ARCS R (@, PR TIG FAE QI A8 I A AR FAAF GRS T IR (SN |

e o2y A @ofer qefqr w21 2@

. SRR TEE

. RBEored

. ﬂﬂﬁﬂ.\a

. TR

. SRW R
. e feofe

. ReTeR fofg

S,  W_Z 4FFR (Meaningful reward) : JFFF ONF 2871 Bo® @ ©f 9 729 707 | FLIZ 97 @F
TR FFR T | I IR FFR e efs Fde I | I I T3, FIA 0 8 bifewr
ST FFR GG A TS |

3. TSR f$fE (Basis of equity) : & Fifere e wifig et AfRoREE Wil @
ST AR Wi, e @ AT T© (oIl TALT TR AT | T ¢ TP o]
ST G WIS SFHER fofe zeq Bfow | @7 weat afedpiag afs s warie @
COTCT |

©. JWISREF (Basis of reality) : 2TFF IBASIEF Z0E (T | TRIBI (FIAT ST FAA 3 HRETST
[Ee IR | DT TR 403 AT T IBIA(SfGF JTFIF AIZF A6 I Tfo® | @7 T
T efeditas afs Tgle ¢ el 27 |

T 0 C AR ® 6 LY
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8. NMTS! (Flexibility) : %FFR IIZ TN & AFAT; IF3 (AR JTFE TIZN AP AF
Tfoe 77 | I wFel, FICaR AF € AWy [T REIva T3 2751 9 I @ T4 @0o AT |
T WF I TS 7w

€. TJII (Reduce cost) : *TFIET TT OF 1 o T (@ &Af SVt ¥ o7 IJX® &F | AT
AfSHI SN TFCE T 1T IS (LT (@0 2 THR UG A8 F41 Tow |

v, W @W‘T (Removing fatigue) : ST ISR JTHFE &M FACA FAME GICIC 77 7 |
R T SAIZANY I AR LFSHITT HW50S IS I | T AfSHN SN %7 (NRCS
AT |

q. e fof@ (Basis of equality) : JFFF &WiF e fofare zexr Bfve | @2 ma FHMT @
ST (I SFTHR QW 1 F41 T | TS 05T AT @R FHar Tory fwfees 237 | ©1% Adwig
FAAR IGTOI AF© Tl TH® |

b. ASeETed fofE (Basis of universality) : 2T SN2 TG FJ | @ FIET &fS wfqw
¥ EICE o7 (@08 FFE AT 476 41 Tfow | FGee! FH9 I3 &fis ez e @3 |

AT I AR (@, TP JFFR QIF AfSDE Fy A (TRICS TS I QIR FIAA N I
1R I A GIR IPTI 38 A |

U S— ST IO AT FPel QR ST SJIHICII QAT SACAIB TP | STF GBI
' T | o WIS TSR oY |

/o7 e

“Rewards are the special types of motivation.” SR, “FFF T [T @ (@l | DB
T o e gres [foq A0a Fer I Qa9 FA0o! | ARTTe TR 6o 27 | SR
e e e e IR @6 20T | G S1ffF A1 (@©R @Ar avew (& 7 | Mgacee
[ fre | ww @8 ST o [ @ 9 ome 90 20e!, ©-2 @©F 1 47559 | qdR
ARSI FIETHIMT &y FNWA (@ AT @ TNRE R4 Qv 91 27, OIS 2-FIF @
T | ARTS FAMR FIER [T OF (@ (FoF Ofel, A7l I T4 470Ta JR-F[Er emie
T T, OIF JTFR I | SR WN@ (@on A1 A w7 e [Kfog w@mg swifds sy ar
A ARG 2 FHR T NSRS =7 | 2[R AT 9T AR AT | SFTFR FIZR PP N0 |
«fs FNmaCE greifre T3 | FAWMI TARE AR, IS WM ACY, NPTl I =W | QIREA@R M+
T W | Ol FFIEE S @l AF; @ JTHE 94T T 2(A, IBAofed 8 ReRRIfeies
(O T(F; T A 8 I I | JFFEA TR TG |

FTHE b BEIENE
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Types of Rewards

@ =
Q #Af5 I A
" RFIET GATR I FACS A |

Types of Rewards

PTFT G0 S I TN, T LT FIAT FICST SHARAY I | J7HEAE [fegena @fafsrr
41 Y | O3 FoqG g daren gee

i. e I AfZIF 2F@FE (Intrinsic versus extrinsic rewards);

ii. SN I S=ifF 2FFIF (Financial versus non-financial rewards);

iii. FRfSfeF I Wfefes %@FF (Performancebased versus membership based rewards s
IO AL SRS =K1 -4 emie F90e S |

e =i cfdfaor raa TgeT SAgH w40 2o

Rewards

v v

Intrinsic Vs Extrinsic Financial Vs non financial Performance based Vs
rewards rewards membership based rewards
® The techniques of flex * Wages ¢ Performance
time ® Bonuses ® Use of commission
e Job enrichment ¢ Profit sharing ¢ Piece work pay plans
e Shorter work weeks ¢ Paid vacations ¢ Incentive systems
e Job rotation ¢ Paid sick leaves ¢ Group bonuses
¢ Employee greater e Purchase discount e Merit pay plans
freedom ® Increase the employee e Cost of living increase
* Money financial position ¢ Profit sharing
® Promotions o Better life ® Benefits
¢ Fringe benefits o Attractive job worked e Salary Increases
place Continuously
e Top impressive job title e Seniority
® Own business cards ¢ Credentials
® Own secretary e Use of company auto
¢ Paid membership
¢ In country club paid
membership

o ferwiCe I

s oy e S[FFItaa AT dWi Fa Z0e

S, TErEA I qfgE AS=F (Intrinsic Vs Extrinsic rewards) : afeds e 3 o9 FIed
R @ el e I A1 T wged IR, ©-2 Ao JFTFA | o JFTFR UG oy e
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ST FACS A | G T oIS AW AT |
fCs SrereAr SRR Fg SrIRae (e = -
. Porale Qzre S (e

2, (oere LW CSter 541

. SFONICF FICS e et F41;

9. JIE Tgfs Argw s

®. FICER AN FCT =,

b, I e 410 |

TR FHWME AT JTFR AW T (T 7 A4 QAT FA1 W OIS extrinsic I ATF 7R
T G QRN L o Siferarife Remwe S 68 AtE | [T extrinsic I AT 7FCIR 7
TRRel (MeAT JEeT

F. FAWF AT FETO! (A€M,

g, 9

7. mighe; @I

q. aifes Jfaat Tonifr |

R, ifdfE I w=idE %I (Financial Vs non financial rewards) : (@ 9&%{ IGIZF FifdE Toliea
AR M I 2 OF LT 2T 0T | Q &P0F Armstrong 09, “Financial rewards comprise all
rewards that have a monetary value and added up to total remuneration.”

e, “oNff STHR G126 SFHR o aifde T e 1o ez @R T IE I (@B (@O 27 17
IS TR 2 FAF & [T e fofe | ol s Sneae e

3. A ¢ @ow;

RRESICIH

o, o0 WL;

. (AT

8. R0 IR (IO 273

B, SO T (O GAI; G

7. &Y 18 oy |

QI SIS S *eeT G ea 77, Wt =ife Mo e 90 2 | @w=:

<. elfrpel 59l

<, P T L

o, ST FARHAT (T3

9. (a0 emie; 8

6. e sifandt ot |

o, Ifefes I wnfefes ?S=FIT (Performance based Vs membership based rewards) : 2f oD
facaifere Fime Ftem Tom fofe It wdie, T THRE F@ @ [TFR W F4 TF, ol IR(of6T
FTHIT 0T | (@

. O] YEIR;

<. &P (QIERT nle;

o, SO gmie;
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9, TR (@I &7I;
. ST IR JTFER; 9T
. G SAfIeNy sifiger Tonf |

), efepns Fefee sfma sSweme Boi fofe v @ 2T ame 4 T O Ienfefes
FTFIT 0T | (@

3. GRIEE T s

¥, STOJICHI *T TIe;

o1, frafie @ow Jfw;

. AfSBIa AR IIARE; G

6. FICIF AW el Beifn |

AT T T (@, ARSI o757 TS & JFHR QWi FoARE 93 g | (@ (@I Q=2 @
T @ O, TG TG @ AT TS e 7T |

| Predia e : | FFiE e SniRaerR oy |

/o7 e

AIYRETS FAF SIS [N S (T (F07 Orel, I 1 TA1 @7 -4t 24wl F47 27,
SItE TR 0 27 | ORI YT (Fod I A 73 Iz [fog wqew wifds =Ry ar et
RS FTFR T ASF® T | SFHE 0N IF G TAWAT | | JFFF 9F0 oo m@aifa Somia
A AT FAR IO SHAE I | AT [(SF 47070 T A0 | O F foA6 eRiore eF[een e
: i. Tor@are I AfIF 9@ (Intrinsic versus extrinsic rewards), ii. SNfAF I S=ifF S7FE
(Financial versus non-financial rewards), iii. FIAfe[6® I Tifefes 257 | afedi Moifas w5
S FiteR RN @ TP wow w6 A1 TEE Wges IF, ©f-2 Aee9 JFHF | Tyl JTHR
e ey e e FACe AT | 97 T (IS AW AT | F_F IR Aof@AreT SFFR I
Sy (@ W FRG @V T R, OCF extrinsic I A ATHFR 0T | @ QAR ATHRL T
vifEfE REmT Ie 3@ AEF | @ JFFR JIBF LT T AR« awig T4 27, ©iF JfLF
SITFIF A0 | WA, SIS SEE =, el e w7, ek wife o e 9 7w @,
aferwe 4, 2. AFEE T T, ©. ST AZFET (FeT, 8. T B Wi ¢ ¢. fre sifasd
gorifir | afswne Fefere Fom Fitem To fofs T wdiR FE TR @ @ FFHR & T4
oite FRfefed TR T | @F:>, Tl FHRF,Q. P2l @ e, 0. FHHEE awid, 8. TR
@R Wi 8 ¢. St SR JFFR 2o7ifn | IR elfevit feaifers swonma s B9 fofe st
@ STFIT M T 7Y OIS ToNefed 7w 01 | @N: S, QR N I, 2, TSI weH
oM, o, fRifire @ Jfa, 8. DI TR I @ ¢. FIET ATV 2T EofifH |

o Richard I. Henderson, Compensation Management in a Knowledge-based World, 10™ edition,
Pearson Prentice Hall, India-2016.

. Jeffrey A. Mello, Strategic Human Resource Management, 4™ Edition, Cengage Learning, 2019,
USA.
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