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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
T (@I &SP w5rar Fees (e i Anem ST e, 2menf siar IR e T Thmie

B | e WfdF I wifdFeng FHma e [T ¥ eme T4 T ©I ZE (@O @ g 9T |
e AfSHIT o Tewd T WfSF FAA @ BT PR, OIME (@ SN oike [iww e
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Edwin B. Flippo9d S[EW, “ofSdita = Weae &« N FNma (5B 8 TV & TS
HTFIT eI TS ATRCIRS 737 10T 17

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.” <, “WWWWWWW 8 JFIC 9] 8 (I &y
2SI AT @6 7S T Iwrrae!, FATST @ FIBIFA 0T (@O 8 NG TIZ 7 |7

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

between employer and employee.”ﬁwﬁﬁ, @oq ¢ TG T W TFS 8 FAMWMI NC4F FAIfore E%
ST TN SICG T4 |
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Different Aspects of Salary and Wages
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2. WIfdE sAfreifie at wif g fofabe T awvm, SfFrer Aerme, sweod I, AfeTe =@
2w, I TR |

Factors to be Considered in Fixing Wages & Salary (Compensation)

TG ¢ o (Fovd) e (W77 77m) FIBHH 90 eFesd 8 Gbe Fier | TR 97 ToF I
I e 7 o | Tga ¢ @O W Fodete TAme w=r geife =1 v @ T TAmiT
[CETOT P RO

. TIfAl € FRAR (Demand & Supply) : TG ANFWR G FISE ATSHT TR | (@A QI IS
ey &3 IRERIR I T NGE @ (RSN 7 | TR (@I AN SifRw 9oy & waaiz @ =g
TR IO SN (@S AT | TR @A G5 ISR & I A0 TG (TS =, ©F AP
SR BifemT @ TRRAIET 897 f1$a 97 |

TG v Bl-30¢



qfaq (e (FTHETS WG 7% [IZI2I

3. EITAE U (Cost of living) : TREI@R NTHF @AF NG ATt (ST 01 | ©1F GG T
SR TG TR R w9 Sow | S S oE $% (@O 5 JEre @ B Afesir Fare
Y S AN | RGN WA WGl S I FE (e, (@r=ifas 374w pf¥, Sirepie efgfe agerer

I |

©. WEAFHISE AT ®WS! (Power of bargaining) : (T 3 AfSHITT WfiE A 92T (1Y FEAFAFR
afsffy e eI srdRers Tgiie 29 @ 2@ A | FRe A Teeaq Tt @ efesitas e
QI @I @ CF@ 4 Tgfa wif T3 4 | @i ey efedig ey Fied e ofit sfew
FECE R Iva TR & wgfa fice 23| @6 eeaisg wet |

8. fSdig WfASF FAS (Financial ability of the organization) : TG 24Te afedag ¢ Wi
T FAC T2 S 707 | f DT Jareeia sifset @& 2 sforet sfess Tgfa (oite #11 | =7 e
sifrer I 20 Af P wERE WgfH e A1y 27 | Jear afstitan i Sl oie g wgfe @&
I (ST T |

¢. SRAIWS WE (Production power) : (@ T @M Teoms T3 TeiiRFeids wite @ Tgfx e
T | ARICE, (@ & GENEPed I G NI 537 T=oAMT 0 OIS W IGH (e T AN |
T W T *ifE Tgfa 2T Aelfie T A |

b, I3 (Law) : SEae &fefb (A0 S8 o0 TG Peow NG« 8 ol 513, feifszw, wefea
siferer e srmte, emitT T ¢ Amfe erpfe faw fdEe T A | FRE ST F @ TG
e FACS AT 7, TP TICHCA O TS T8 TF | ToAR TG e (A7 efpfere 7fFE =g
[SISPRIREACEE

q, PINNEE NGH (Comparative wages) : 4% 2SO TG TF o+ &SPt T TR 2ol
IR | AR NGR T F19 AT AT FEF Gy oy Ay F sAfqwer Igfa orear 27 s
I F90e TR | THAT @ f ST Tgfeg 29 @ «fiworer Grae 5 e eRerst @ A |
7o AfSHI Fo2T T | TOAR N T RATTSI T FACS 20 QAT NG (47 FAC (A |

b.  PICER &FS (Nature of job) : T A FIEH T A2 T TG (SN 2 1 | (T & A4
e, My ¢ fF AR EPR FE & W4T A TG Mre | FeaR aFfed THae Iy -
o7 3307 | LR eregaes @ eyl e ey Tg7a =9 Q@ 20 A |

5. AT WA T (Relative valuation of job) : W YEIRCT N &ifofs e wicsifFFs &7y
fediaer a1 =7 | ©I% [y A1t To 1 Sl geiereed [eae wea g e w4 Sfve | wdie
T ST (T AR S T (@4 (T 2Id TG Qemaeicd (@ 203 A |

Yo. BT T i@ FfT (Facility from job) : 5 Z0o &1 AR« Toe Tgfiia 29 o7 63 | (PR

SIS Amgts, Rom e, afée, ergfe A @ EFR SRR TGR TF Sy S 2ee [R5
AL =7 WL @ 2 | IR @ 7 (@ (@R @O STAIe 2 |

3. fSIfem 997 (Condition of competition) : & Teelifre @ oy e dfewifrem
SAfFEIeT BATe TG B eifve =7 | Ireed o aferaifrer Rupa Qe Igfa sAfwe I &7 | FEe
(R FAETR (FIC AfSHIT @ Beoime 3 T o @ o1y e Face A 9 | w0 g el
R

5. I AT (Time of work) : 9F&F FI ‘AF© TG FIE T Toi7e fSq Fca | FIER 77 T
T 4R RBF AR T© (@ 27 e Ty wife 9 =7 |
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TofaeE T Zre @S TR aowg 7@ @, SEfe SommetE we NG 8 @@ Fon
ooifie 2T | ORIl TIei IS 8 QT I, o wdifore Figa s@amE, o Je, Sda &
o], Wy TG T4 gl TAmE ware Tgf 29 fdwe eeife 7 At |

(TN 8 TG AZ et & oy

Historical Background of Development of Legislation and Compensation

@oq 8 NG G ST ORCAT S 3o AR | AL (AF IOTF T 7@ I (@O
TGfre @A [ | AR @, [ TgH 8 (@©F WE@ e o ¢ Tgaea dfezw Avefy
2

. 8% =it (14™ Century) :38™* *rsifirre ifey g9 v &7 @R @fbq 9[p T ATE TIEETA |
are NG IR R e =1 orq T Féae dfiw e Aty g [aww
COT FIZ RS |

3. S Weif¥t (15" Century) :« *reifite efsdi fMenfire wfiwar Tyt 79 Fiae Face 777 27 |
®Y ©1F T 9T WG (A0 PR FE4F Just Price Rate’ e w0 | @71 @i 2emt e wieers
oy e =0 T SR F90e 71 |
0. Su’ =eifF (16" Century) :
F. Yo’ =reifar (At fafens afstaifre: s 27 |
¥, FIAA1Z AT TR HTHF HIRAZT (oITS A |
. @3 *[eifice AT g FhHAM o SAFIE TS 27 |
T, SR TGRE TAZA 21T Q3R QIREGI@E A ST A7 |
8. TRAM FICS ARTSTHATST ST |
. O AT SR AN English Parliament YAST NG SEF AR I |
8. 9% =eifF (17" Century) :
. 9% *oIfRTe Su” *relfrs FLAMIE ATV (ATF 1A e 27 |
¥, @ AR LTS TG I T@ F feT |
o, TRAMCT & 4TS Qe (piece rate)wmﬁ%@ T |
¢. Su ¥eif¥r (18" Century) :
F. S el T ey ey [ e =@ |
<, QY I Few ¢ Ay egfe e =7 |
ot PéEr 2t S19oRE I8 g Ao it @t |
9. Q3 *Sifite (o % (o € FHWI SICe b1 oa1 S @ |
. ¥R SifEwr @ fee ot st et foet SPTRa |
b, 5% =eif¥ (19" Century) :
3. Sox" *olfzr el TFa T *oifer | 9B I (AT W2 LR I Afpifere =27 |
3, SR F© AN 2 P& F400 (3 ©fF 9316 s w57 fdaer Fa1 =7 |
o, SR T TR T OIE SRR 9F! A1 27 |
9. Y590 AN FLIL ARNFAF Gy SN2 eI bIe] F41 27 |
6. W [T O3 B 27 Sdvo AN |
. @3 *oifis Qe Sgae A1 SfEdIEs et i SfeRe w1 @, IR 93 i (AR
ST Sy w1 Jia o 2T |
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2. d590 A (AT T Ty fFererer I w0 =1 @ N o s [fey wwee At
AT JEF AT T4 2 | (@- @ [/, o=, s [ To5if | @3 4w Tifesmacs @
w27 ebIF 1 7 (@, &8 “Ng” (Human being) | SIAACS TSI TERF T (I | @
TN (APL OIMA & YR AW, JFFE, AMgie o a7 I T QIR TLF-94F
SIMACE I FAT AT 1 N0 N3 2197 F41 7 |

ST I AN (@, ([ 8 GREA A2 A7 8 Fe770eld Ao Tyaw wrore eremae |

i ¢ | (T (O 6 TG (ATACSTN) T e <o e © (O & TG e
' " | fReany feTr Aoy feTtae @ @I AT TR |

Gy e

efsvitTe ST Fivem [T i sheam o 3, At o= geme T T TEwe T |
Fear wiffE A swifdTeE Fved [ O avie T4 &7 ©f-3 T (@ 8 TG | afeviea
TSR & S NS-FRET @ AR B, OIne (@ Sami ©2 [T evae Jon8 A (@O @
TG A el | 3t afedie @on ¢ Tt Freme [feger A | aorw Afrefs, @w=-
PR, Q= [, Srwsrel 97, (AT, ANfes farerer, w2, szl 2t avfe | wiwsh
T EF ARTeIRs, @W- (@oF, TgE, @ufefes «faria, erdvanee ARy, Akt
sffseaTg aefe | (o ¢ Tgfa M for fraw sR f[Keavr ware @ @ww- Jf e sifzar @
TRRAR, GRT@R I3, efepitaa il wwel, Tl =&, W3, pemyes Igf, Few aFfs,
IR T APl | (O ¢ TGN IGFE AR AT WS ZOZ AR | 38 ¥l (A &F
So* WS 8 0% WF ALT (@7 @ NG AR FPF A o9 3o AT | @ AN T
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Key Legislations Regarding Compensation

@ e

qQ A1y CITT S
* (@O 8 TG FIES ol HETAR QIS 2R |
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Key Legislations Regarding Compensation

o7 ¢ MG 7THRES Yo7 ATy 816 Siesl ot w41 2007 | @AN-

i. TG @ HATOT 12 |

ii. WS FAWF (AT 8 FATA TGS (oo

iii. SRS IS 12 |

iv. e taasy Ry Tifee o2 |

i. g 8 WATH! AT (Wages and labour hour legislation) : TG € ENTF SATHE ©F 27 5
Q2R 2 (ATF | 9T AT T FONT <08 ETIFET Ty TG (o0 A |

i. AT FNWT GTT ¢ FOT A T (Pension and labour welfare legislation) : FAA
AT @ T oI W | ISR R AW (0 Svbo 8 ddq0 M (ATHT 8
FEAFCER S 2I17 1 27 |

iii. SAFT IEFS 2T (Tax treatment legislation) : ST AL TZT 20T QNF GG AfG2T
@ i, T, FFe!, TRAPFS] T AT &V Fa00 F | ©f 7 T SR @ g

ARSHIT 10T GICS AT 7 |

iv. Ty @Er [ e =129 (Antidiscrimination in employment legislation) : &
ASBIFITR (T T FHA T4 (ITATST | SI2 U (IqT (@4 FAF & I (@G AN SN2 AT
AR

Sfafie sigaeTces [eifae [Reqe g qReifRFeIg ST Far =

i. WgH 8 AATH! W (Wages and labour hour legislation) : Eff* *[oz1 VTS TFe N AR,
TEICEA T &I, FAZI S FAWLA, SICAT ARG 770 Toyifor Wi 2o Fa1 20(E | Sbr8o AT
ST MFT (@fres BT S 8@ (Martin Van Buren) 36 W& stioasr wifs caw qice
AT AfST So THI FAT I TS | T O afsii v THR e W7 q%1 @R FARR & o e
FACS Z0OT | Sbrby AT 2RG ©f 5 | O0F JEANEGT AR GRAGRET AOTTOF T &AIT! b 8 3
AN So0 AT S BT | ([APGTET IS AW (machinist) 37T PG (Ira Steward) W v
NSl FAF e fofe Sagom e | o I @, Wfiema sor @ vifgwe 8ae fofe s Tge
fRdiet a1 2@z | SFe W @3 BN NG e b w61 e SRR Tge e 4 W | qTS
Fma TG AT | T (AF ISAET 4@ (36 O ) M b &GB! ISR == Sprae!
T T, A S50 A ARG BT | O RIS ST QRGN o T fofe 0 b T%7 8 > T9%1
TG BIe et | A3 (2T, Soby AT (AF WG, Wefere, 3w, yeaga f[fey wrer=itey “gaey
g SI2F" (Minimum wages legislation) 23 8 IR T BT |

3Tf5 v -50®



qfaq (e (FTHETS WG 7% [IZI2I

AQQTHAT AT (ST =W Davied Recardo W “E (TR SN2 (Iron law of wages) ST 2 | @ft
SbrdQ AT P F1 = | @ ST 91 AR @, AN AiFod o0 7oAl (12 T A &0 Sea A
JI5CS 3 CF CSIC |7 (The natural price of labour is that price which is necessary to enable the labour
one with another submit.)

S0 S50t AT AT ([ ARH T AL Yo TBRS (¥ FIer FCO WAZN F = | @ TN
“Hrfiwel 3f&” (Liberty of contract) STeEFH 33 | 46 TN Wfiema @3 «@a AfKFR IR @fFre
¥fi% o7 EAIE A& F909 #1631 (The right of an employee to sell his other services.)

T GRS ANGD! I FAow NG [T0F IOl dolfFe 27 $550 e T4 (@A FIC (Henry Ford)
iR e oMif @il @ re-aq ifee M v 951 Jie Fa KRG bl 3T 93 FEH RIS
2 A@fs (Conveyor assembly line) & FCE | @ TN @FN17 € TI© 57 «fiF FIQ1 FSZ vo TBT
FCT FEF | S5 AT Liberty of contract TGTOICI S | ©f ZCEAI- KT @ FHremag AT Jeaow TG bieg
FA T | S5O AE FLATT Fair labour standards Act (FLSA) 7T 347 T | @6 JNRSE K000
*{femIfell g 8 XATBT WIET RO BT WTR | OF @ WA 6a I AT Gy Pos TG
RS N NGR e [T AT | (@Tq-

i. S o FRrediona o |

1.7 (oMY PRew s o |

iii. fof9=i@ ¢ seqw RfsTdrema & |

iv. P FfE (Handicapped) IRT A ST FST I |
v. SHEFFR AT S AT [amd & |

TG @ AAGBIF YT YT 2R (Major pieces of wages and labour hour legislation) :X<<%! @
TGRE EPR ore wwg=d | ez ©F (e 2 -

. TETSTH Y FIRA- 35V (Railway labour Act-1926) : S5V AT (TS N3 AP F4 F €I A3
S0 ALY FACE AAFARNT A (ST 7 | AL O O HLD J, Vg &y
AT 0O AT |

R, TOfSHA-RPT WZT-3593 (The Davis-Bacon Act-1931) : (SfSHA-7FF 2T ACNRFF AT TGgfa
BT T SHOY AT AT I T | €3 A3 M ¢ TA-FFvRTT &y 4®e Fal T | @ 30 T
AR @, O e o (F0a Jew I TGH MG T TS W6 (A0 F2EAMre! T 2000
TEART AT | AR JoTow NG 5F T (AT | 21T NS REAF AT ST LT AT A1eaw 1 |

O, TOT &Y WW—)&\')Q (National labour relations Act-1935) : >59¢ ACTE 93 3T &fF
S OIAT W WAFE AR A0S | AL SRl St AT 20, gl I Tepivg &y Wi wce
A |

8. G- FISIf & WZH-350b (Walsh-Healy public contracts Act-1936) : @f$3ItT So0,000
B Sf4s piefefes Fes & T B WBT Qi FCAR | SIRET AT AiNG Tojiivg &=y Al
YR 8o TBIF @ IS FF S MG @l @ Ty fore =3 |

¢. [AifSs AT FA2F-3590 (Fair labour standards Act-1938) : @6 @xF @I BT @A 7T
@z 31 efSs ©fie I & FJow TR IIFN TS T | ey ©12 77, «fs eoReET fe
o < ez |

AT 11 T (@, TGRS HAIBIR TS IeT o2 A= |
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ii. T INWI (T 8 FAPRES 2T (Employee pension and welfare legislation) :2TSj¢
meRe e e AE=ifs, SIRae @R | GT SPIE Sdvo € S50 I U.S.A-TS ¥ FIma
T 8 e 7 Ty [y g wigw wifs w9 29| e [ wfote Sieikeite /o Jhie
FHE Fenre oS T4 Z0ACR | AT FIRC FIS I TATS FACS HY T I8 HH(F AfLF
fTarIer el TR | FICEF ALY TS (@ FACT ST (AR A STHA AR AN ANFmacs
AT AL (ST TR | S50¢ AT ANIG =ral See’ (Social Security Act-1935) 7T F41 &
Tt WfiE FAHACE NPT AN SR RN (e 77 | RO I -0 feewend 9T 1 SR 77 IR
AFSHITTR BCoT A S FwTo! IR I FIGRT AR SIMACE NfLF fr=ier I J4r (rear @ |
T (T 5 @ T3 PR 8T TS 90T 43 TR

S, oW ¢ fofedtt 578 @BYE (Income medical facilities without gap) : ¥fSF 8 FHF Feyel @
COITTTR Ty @l (7 SR il B W SR Sivd oY 8 fofest gy (@Il @f6 =03 91 | «re
g feareier e =69 |

3. Semesa Marer (Employers security) : @St Fries® Mo T=re @3 3T AT w41
T | FE RIS TR T &N FRvas TFfe YT T |

©. T IR (AT ARTEAT AP 12T (Welfare and pension plan disclosure Act) : (FUTT ¢
Teae @ I FATS R @ NZ0 ATAET | @ AT A (ST, A 8 AT (@
@I AR e NS R eQWiT 0o 7 | AR O ARG =T AT
QAT T ST ST S 2WIT FACS TS |

8. JIfYey WZT (Trade Act) : ©NFW (== 8 Femead [Reaw @ 2T e qfaey wza | @7
T AfSHITRS AT AfT® 2T | e &SI I AT Sl 57 F41 I |

¢. Feue RIS S8 (Welfare investment Act) : Feier [fqcr oz afis 5 @ o esiwa
T SN A0 I | @ FIB HfNF-FArd dereied e 9 [N @ @ e 9fere 2@ of
TOET 047 I 6T (ST S | 9T TC 750+ Afecar f[oe B Gvre o 27 |

TR TN AW (@, FIAF (ATHF 8@ FeCF &) TS ARPTR Tore w@p < | (o ¥y FHom
AT 4T 8 Fapet R eaate Ig SN2 T FF ©f FFT 41 TR |

iii. ST IFG N2 (Tax treatment legislation) :NTF TG ST 17 F1 T Sb-aQ AT | €
Ty FEAACE O W (T T T2 QT AN AT AW T4 AR*GF | @foq 5w 2 ARSI |
fog I wfwms s (@rRne RN 6 27 O3 ©f @RSy | 1 g4 g 9 W29 wiee A
JLTOTETF | (-

1. Tax Revenue Act.

ii. Economic Recovery Tax Act.

1i1. Tax Reform Act.

1v. Income Tax Law.

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

iv. et (IE ey 59 (Anti-Discrimination in employment legislation) : 3590 &R ST
Ao eI (aE e (I WES {2t 91 | RSSO AT ] | G99 T &Nl oierd Wiy
SRR A | 9T AR FANF IO (@7 ST TR, J IR0l (871 =@ ©F 79 3641 A | 7y
Ewy faearg wEe g

i. Equal Pay Act : 1963.

ii. Rehabilitation Act : 1973.
1i1. Executive Order : 1964.
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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.

TG 8 &7 fFaer 2

Wage and Price Control Legislation
FYF FANE ([ 267 O NG @ o1y fw@el S A F1 [ | S (@FHR0PR T Q@ T, AT

@t =7 T @3 7 B @I0eE Ty @3 12w Ao 270 | e WgfH 8 ey fRuaca S 2

i. Wages Stabilization Act.
ii. Defense Production Act. etc.
1i1. Economic Stabilization Act- 1970.

oq 8 TG (Aifireids) SR

Compensation Legislation

@ST 8 NG BT IACe JACT FACT N2 A1 i@ g [ «fiema wgft e Ty
T geelve) 41 | O AT (ACHIR W2 AT T 7 | O IR PR &N WE b1 =7 | e ©f
GCRIIEG

i, @ ¢ TG awity Wifersa wiftg (4=1-deo)

>. AfSHITT AT S AW (@I T O TYAT 27 Al @A J2A AT S@ CIHE WRFSIE
o ¢ g Mte 77 |

3. T AW FTRTst oA e FAweR Y 7 7 O0F (@9 ¢ VG JTOHES 77 | IM-

3. for Mt @ o758 FwFe! 71 TR

<, YO AT N A QT (@I T GO Tawelies 28T Ao e |

. T Qi TSR AN FuA Ty T

1. efSBIy e T T T3F TRIFOSI T 1 T4 G

2. IRGOSI T FEd RISl (PG AR 1 T4 | OF (F) G W@R @IA! &5 orefre
FIfHTe WEFE 3T 1 R () GHF (e @ A5 v i [eaw (oirefae Fiface Swe gk
I T AT 2% QF ATF (@I L FCE, FLOFID HIPEAIEAT HA OFS 0T 10T T(A |

i, Reee o9 9k TS FRES w2y ewiv (91-bv) @ G e Razemz =ee -

>. efSBIE Tiae «fis w2 Wfers Fwee o TFAfe 7o e safee w9ed |

3. YR T@eiife e w=y AR for fera Soay eI TR I9E a7 FAE | ©F TF AT
A0y AW T A= T TR R AT TN 7o OIRCH G SN Gy el ZICH Ho7IRe WG 1Ky
PR |

iii. ST (R @7 @ TGRH (YAT-dLd) @ YA e RFgemR =0 -

S. NEAFHF (I FE & I “Tdm” Fge F G o a= e & @o ¢ Tg{ A
@3 fiamia 93 fige wfiee @o7 ¢ TG ale 2@ |

3. (I AfETF % @2 R ST (@A Fo7Re eviw Iy 29 EUwea s W Fsmiee a1 @
Ifeq 76 zre Hfoome MR FaCe “IRTe CIUFE 8% Nfe % fosmie 3 Te afew et zre
o7 (TS NS Z0A | 93 FooFeeld #Afiel piess Sewie &% wmiere fyesife w3 |

©. Wi FET AMAFS Fro7Fe A ARRTS FPMIas 75 2re W T4 I 7 |

iv. (Ao @ WG AR (qR-3¢d) : 92 477 Iffe [f-Rutpmgz ==
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S, (@7 8 NG Afwer 2a-

., GO T I AT 7 A OIRCET AN SFOICET oIT TN (7 S Afed =1 Reaee;

<, AT A I FIA SFAS! GO | SIRCA-

=, v WS A1eTT 29 SR ¢ T SHOET O0F FEANT (@ S AR @1 Sz @72 wAfset 5 emie
FACS TA |

3. WG wiele % 20T W TS BT Ale FA;

o, I FIET ST SEFTST 90, SRiE-

5. Wit oS o7 wwhie ez, F/ oS Srwve (R omE wesEreR *rowa 7R A
3. T e SN SFFIE AT =, A TS TwAOR (G AN OO oA A Al
9, A0 S et T A SRR SR ] WG IR W wormeidie 7ia srE o oifqy
20O SR SIfe1Re 2JF 77 (@ 0T AT =0 OF #R! N &= i s 703 |

ST T AR @, 00 AT FREITe! gy w3 S «fb wfimors wlosEe eifes e |

| Freifim e : | Rl @oT ¢ gt RS 6T SRR $oF STRTRAeTS NG |

Vo7 e

e 8 TGR TGES  JePrRee 8% ©iter o F41 TR, @W- WGR @ «ANIH! A2, «fis
AR (AT 8 TIPS T2, AAFPRGEE N3 8 st (awy [ FifFe e i g
8 YIB! W2 (Wages and labour hour legislation) :¥g¥ 8 &ATHIF STHE ©F g g [o@w
AT (ATF | OF AW T ION [ea &St TRy g (e A i, Wi FHwa (A== 8
FATALEES W2 (Pension and labour welfare legislation) ;T (A €@ T OIS ST |
FEAGTR AT AW A0 Sdv0 8 S50 I (AT 8 FECAT SIEF I FaT T liii. WA
RS N2 (Tax treatment legislation) ST ARCNY TIZ TET OTF G0 AfFqT @I &,
T, FAFS!, [ERANFS] AT ATFA QW FACS T | ©F 1 A O (@I gy afSDie it weics
AR 1 liv. e (97 [{arg s7+ifF® 12T (Antidiscrimination in employment legislation) ARE)
AfSBITTE (AT TR FHF N (AT | O 9T IqT (@Y FAF S5 (90 @G TS SN2 #1197 F40
BN
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IR R nfer, FRIRe stificetfices 371 Sam, FiRio “nificerfe
IO

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

@

Q #Af5 I A
» R SIRTelfis I S wHre ARET |
» SRR ~NIRTSIfRE o Somia T i 2re AR |
» WA AfrellRE FEifEe o I TS ARG |
» ARCSIRE R0 ASRFITR ST FACS AR |
(TN ¢ AGR SET eoRR @RI #Be T [Kame e #AeE |

ﬁé@fﬂ sifaceifRs
Executives Compensation

=G JT 2fel aformz R Fes! ¢ g7 ¥ Feng Wit it g @o ¢ Tyt azd
@ A | AT 2 TR @on a4 Aftreiie 7@ @ o v [fey ¢iot I w@ee
TR 2 TR | 9Few TRE WA i IR T afeviy o ger afswfre =7,
2D IO ST 27 3991 | ©1F SItwd AfceifRies S Miema (60 @ 0T AT | 94T &N
TE GFE TR (@O Fo @ 202 @ N oo R S St IE A0 | ALFTSIE 90
N 2fSBITTT TH AT FHTSIMA FIER SwI eI @ Wi @ swifdla e Afadr awie war
77, o3 FERme lfaceifs |

AR ~tfceifys 3t siifefis $

What is Executive Compensation

R A1 RFEFTE FE OB I IS ST A ProFal @ W ¢ i @3z qrefs Jear-
[T A T R O AR s 1 sAifefie o1 =7

o ol AW @, IR A TR @, (o, wwe! @ wfswer Wi 1o afedia
IR 7T TO18 ACHT (AR & I QBB AFroTa AfoBI (AT (@ A7 Sfofie WffF qar
I AT QWi T4 T S WA e At Aif i 70 |

AfSHITTa P QAR FIRIRMM e T IR IR 2pd Tl (I AT | AR WS IR
ST (A @ @PPIR W FOsRT G @be AR I A | W0 & 99 A
TR ATTPF AT ¢ TR Iy AT o7 A 2 |

IR “NRTeIRS ST

The Elements of Executive Compensation

Af GBI THWE FHFS! A IFEHFOR Ffo=7e A1 1l oft Tamias ey oifde | ==
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S, e @ (Executives salary) ;
Q. Wiﬂ% Alfreifas (Supplemental financial compensation) ;
0, AR i offareiRs (Supplemental non-financial compensation) ;

. FIRAT @7 (Executives salary) : ¥ 7 R IRFIFR Sfoeeel, @, wwel, (W4 ¢ afoe
FIRAC SR GRS FAME PN ALFRICT (@O (2T AF | @qie 25 Feet MY 2w «fs
(o gul< 41 7 | IT-

i. fsorR T wrerRT g AT TeF AR | O3 SIMACE ARSHITT 403 IR &) T (o (W
1

ii. T (o AR @l i @ | qre @ FRIR wiks IR Teie =7 s e
TIBHFANE FTS! AN A (T ST AT FI0T SfT® 2 |

Q. mmf% /NfaCeifRE (Supplemental financial compensation) : (@SCIF A=A AT (=
4F JIC @I &I 8 355 THCIF JC! Wi T4l 0 AMCS |

0, AR i sfireiiRe (Supplemental Non-financial compensation) : "Iﬁfzﬁ?l' fsfae ?_[I%RIT
TR @ e efsite B FARIma @ A ol 27 ©ite wfsfae smifdfs sfifareife e | sAraers
TR, Afeare 5w, T ¢ SETe [em /e Seiifvn ssitd «arg e Swifde sfifreife ar
e FRHT @RI 1 (TS AT |

4R shfreifie Afegmia SammeR

Components of Executive Compensation Plan

fdRIe Al Afaegme SomemnR e -

o. Y& (9 (Basic salary) ,

. G STV @197 (Short-term performance bonus) ,

. f[ifeq g w (Variety of Equity) ,

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

¢. fifeg «az sites W (Severance packages) ,

b, AT ﬁ‘ﬂ%ﬂ% (Retirement programmes) ,

q, e aqcarT AR (Special package of benefits and perquisites) |

>. T @ (Basic Salary) : 943G RIIRICE RO T M7 (@ ST (@ox AfRCrd 71 27 ©12 I
@ | @ @I A T 7 B, 4 (TOF AW FACo2 T(J | A FRIeF 7Twwe «ft [ hve
T ACS |

2. TR FEATWE @ (Short-term performance bonus) : (IS (FIC =7 ST FACH
wi<fie SifE W (AT ST SRFI AFCET A2 ACIAEHE JAE G FAC (FTH o1 82 20
FRE GFIE (@ SEF AR QWT FCF, OITF TR FEPTHME @ I | TS AKRES o1
(@OT G T (RS 2T |

o. 352 8 I3 =Fe TAMITR (Equity and equity related components) : 33730 RCeTl
@R R R e To w20 AE | 3F5E0A e SISl (@R Tifee =6 Al |
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CRNGER Ty FT=ef=Reel SV ] (N0t ©f 350 #AfReI® & | 9% 363 @17 fReoTea 91 SREmss @iy
RO SR T4 B9 1 W, AP 36F T (Stock award) I | A TwIAEF 57 o8
(ISO) 0T 27 |

8. WYGIW T @ (Long-term performance bonus) : AR FETW (@APT ZCET
OF GACTF T AR T TR @R 2FHET qeois | @ft iR ot =371 @it »f0 I=@@
FRGEIRT T &MF T T | (@ 75 [ PFORE T4 =, Sf I @ TN 35034 0, SHI [0,
IR afe =i, era a3fa Toniv oite @eece & 91 | qrw@ Fi7 foqfs &9 Tege At | @9 -

i. o1 9 ¥PF T (Basic salary)

ii. T%J (Target)

iii. G (Maximum)

2SS B FRETFIMCET 897 @I “Afare o7 367 |

. ﬁ'%a’ SE[CE WW (Severance packages) : @it &2 e FHme &y [feg sy ey
TaMAETS SIS (AIEe I A | [T T & @X9 @907 I 781 A0, (O FE
TG T FACS ARCE NS NS AR W | OF TG AR (@S, (AT, T @ (NfGayrer
AT @07, 353 HRQTRA A 301 | I (AT ATARI5'S (Golden Parachute) (FETT T |

Y, AT W (Retirement program) : J31 A1 MR SR a=red ¥ g JRdiews I3
CAENT ST T, SF SIAF FI0Y(0 | (- FIS A/ FP AT Fha(oe S (AT AL | S AT
AT ¢ (F @ (I FFE 1 27 @FIves vz Moo 20 | 90T A4 104 T0R0R- I, e,
Wiferca wRmie, s gfar Tepiv | @ et FHIo7 Gy T S—qIH AN I |

Q. Wﬁm TS 8 Wﬁ?‘ﬁ’ﬁ{( (Special package of benefits and perquisites) : @iy T3
8 AT FAME T [fog GRCTF AR AT ATF @3 EIRTE QTR I AIUER A8 e At
@I | @NF- TG 8 IO FIRIET & NS, IRICE G F6, AT THATIHER &)
<5, R <=0 e, R &=y wifsr ifS, oot Senifrerz st septey fifer |

ORGIS AT FIOTAMR AT AT S, (or<are ffbe @ FIFIEET @ewicTa e, «fa e g
AR, SRR 76, [foq I AR 275, FIRI 707 QST A, (@R (@ s FIC JRIES
BRI

Maximizing Executive Compensation Opportunities

e fAfey «ara (AR A | @N9- @F W {13 AT AHAE (@O AR T 2 | &S
VEE SEAINEAFSS N AMRTSICE e a1 27 | ef ST @y 8 Sy, wgesiin 8 ardewifn
AT ARTHEN ACF | W3 ARFFNCETR Ao AT TR T4l =, (7 F93 R (o 1
sifareifs e g GBI T AfEnae SeReT S =7 |

OTFCE TIZ A (AT AR g™ | S @odia Fma (e enfes cvea sediss s
fdiae 40 0T AEF QR O @ TR @A FF AT = | A S [{ifars e v s @
I woa LI =, Wbt I~y (a0 @ T AP IS IF A S @ 8
ST T @ Fefn NfAreRE AREar aze T 2 | SRR I I, GFE T (W2
(IO JIE Q7 T A (P, O (T AN T H,20,000 TR I FAHE Fo @ (WEIH® | g @Fe
TH @oq TR @3 6T TE @ (AT (TS @ | 47T T, G G2 3¢ IS BIpi
FAETT IR TS ¢ ILAF T (T b,00,000 TEAR IR FS 2% THIHETF (Credit) FRAT AT | T TS
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O (ol & 9,00,00 ([ o1%F) eI (0.02 x W X Y,00,000) | AR UTHE O HGFS B
3,b-0,000 TR (19,00,000-5,%0,000) | TSR (FFAIT WY B G LN (2T (TN 7 T |

fror Al 2@ « oy g ARt fFrsmet [y a1 | @iar FE1e I 9w Tow ffaer 71 e
ofREyte SR SReE azeid TN (AKRITW) T, 35F A oM + I6F oy A FACO I, QTH@
@i frewet e 2@ @, W= @ 16 SROI siffer s o7 | oo sIifS fererer
FYoR STesr Uit FaqE 70O @ | @ @ T 9 ey Gro w_T oy (g FA0e A A
[BRIEIGERTIRc el

Influencing Factors of Compensation

OFG FAF ANRCSIE (@G 20 A I AR AT @Few FH (TS AN ©F FORTAT LOR_S Al

Tl Tt 0a e F90e =7 | 06 GoteT 9o <& 7

>. PP @Mret (Educational qualification) : @ (FIGI (Fcaz FrFme @rire! a3t e
a7 | @ REwTe @iereits [TnE (e =7 |

3. f wfewet (Experience) : T I T3 37 Sfowes! Fopg W0z | 4% Afowsq ¢v7 fofe
T Aol e s 23

©. AT & (Time expended) : FHT &WE GG FToMLT I A A7 7 T2 932 fofTy
ARSHITTR Ty FOpF U FCACRH, ©f {541 Fea2. it e a1 27 |

8. &f¥ ¥ (Training) : 7 [IRIF AfFF ATF 1 | ©IR (T 7HeT W12 LTSI ARl Q7o FCACE,
oima sAifaceiie @ == |

¢. J ARGET (Supervising work) : OFE L2 TR Fier AT 8 SWRF = AT ARIBET
FEw o “ffireifs e de) @ |

v, IE Regss @mrst (Job description ability) : 35 AR FFa FIer A0S TN w7 | 2
STt I [eaaee FO5F @t AL, of v W sifrsifte fNdzer w1 27 |

q. ofSwifitar @ (Competitors strategy) : afstart afsdia DT foer afsdita TRt
(@O (FIAMSNIL. I 26N AMK T | AR efStart afedias @o e @ s fars
A |

b. WIZPIS JAGALFS! (Legal Accountability) : @I WZcva Ryiw ¢ sl sge ddfcw
BTN L NS B |

>. ﬁ‘l’ﬂ'“ﬁﬁﬁ' (Industry practice) : IRERISLIGED e, e, AifonfReer sy afesitTa
AT T | YT FE A foqod |

AR @, TALS TAMITETE AR (@on e deReTE |

IR @PT sfiegmia dviaeen
The Types of Executive Bonus Plan
fi@ma sAifacellts A @arT ewesd 3 Some | R @AET “fiegais v3 o o

40 RCACR | TT-
. @ @9 (Deferred bonus) : &SPt Rerg w3z IR fefare wfsfte wfareifte wmer A

A& fReifire (it emi < =7 | ﬂ%ﬁmﬁmmﬁwﬁmmmﬁwﬁmvfﬁmwwmﬁ
I | GF @ v WRE %0 e T ©f SRFTe YRS FEF WA I FEF I 6o 4
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T | OB FERIT (B nffieas sifamie aom v R af e wia a1t T 6 | S @I
2 T TR &SP (AT SIS (20T 50 TN O ©ItF il [eifire (@I el 4l =7 = |

2. BT I IR FER A (Stock option) : AR i gl e Mg e w6
SREre MY AIFAFWACE AfSHITR Stock 8 Share TR FA (W T | @67 OF 4Q0H AGFIA
ATV 12} AT IRBHTMI SO Nea fofere R eteivat e 9 0«3k Sas Ty
9 =T A1 AT YT 68 TR R QWi 0 2T |

TofTE AR ARPEA! vy MY FRIR(ITA (F@S ARG | AR I 9 ASYS 7 | IE© @ &0
fF FOoF TFFET QIR AT LA B LA |

R AR To7 ARt
Non Cost Executive Death Benefits
«ft @S SR e | @ AfRFEER FHE T/ LT AT GF AZr Fiow T4 T @A (QAE

R Toie 7 o Seaifaifaeie Ser AT (it A | Ko o ik =7 Al @ w4 7,
TS I 17 A oL (S O eI Mo AN |

Rt fdiRior sfifaceifys e o ¢ iR RERme e Al

T Y AR R TAZI IR |

Vo7 e

fRIRm AT e AfSPitmg Swomz THFemace N awmee g | 13 a1 Swewg
FAFGA YT TH (TOT BIFE FCEF AR ST &I[2 @FRT (AT A (F 57, & @@aaif,
e elfeRia Twemg fFifZere B% Q@ (@7 (I AE | O TFI efeditas goa (@RSl
At fFifzore SIfi 2 @7 A9 | (@ @I (iR T2 @i &y | JEang FeiE TR
T (@I FIfZore @ (e A1 | QIS GFE AT IFIACE (50 (I ARSI
AT TF Q@ (@O 8 T 0 FRGT (o AHT | Q24 el ZEl, F Fiee [T i2rare g©
@M @o AT A AL (AT AE? @ TG @A AW (@, TH AWZ JRBAFA JPO e
AR QTS ACIT | @ FEE @ATST FACSE HIETF N AE A | 9 {2 @aier=ig
GTIe Tt e | o dAfepmett @ T (U GTRe S4e (@O e wigE IR &
ARy AR Aol RS TAMNR 26 Jo (@o, TR I @@, [{feg
Afat | Afireis MdmeR deRFTR 20E- FrFere @mirel, 2% Socs!, afsrwd, I Afpear, JE
faeerer e, afecariions e, PR s defe | R et e @it <=
TRR (@, ORI AKGEIW qEE-FR{d (T AEF | 9T WL IECR- T AR w8
QeI AR ormenfed @ A A fNdi=er Far AE @3 SR @ Sedd $99 9 ATy
=y | fasty ozl zeem- ofvare e sifseeiices frowet g w4 | qriors, R AR Tor gRure
(oI AT fRRrarer |
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Types of Performance Pay, Barriers to Pay for Performance

@ =
Q AT T AR

AT 4@ T I FACS AET |
v SifFreifitee aferTe! I v e ate e |

—b’8

FIETMTR & AT sifFeaites 42 1 eFrTen

Types of Performance Pay

FTImE G sfifacelys Afeiy ey qerm 2@ At | 705 Qe g <@l 2o

>. ceifefes #AfTay (Merit pay) ;

2. ATIMRER 2R (Incentive payments) ;

0, FETS QTAWAT Q3R TRAMTAETS! (9187 (%R (Group incentives and productivity gain sharing) ;
8. YT QR (Profit sharing) ;

¢. ArdeT erenwar (Long-term incentive) ;

b, FTM @ (Performance bonus) ;

S. WW/WW(MHH pay)

FRTHMCTR Ty “IfReeTy 01w G ewgld st 2ot (vaifeles s sy | Koy afewa
aft Ffeg 7w 2w At | AfST afediT Fitem @ T (Standard) FE@e T4 2 AT | FHW @A
e Wity W QAR e g0 & 71 S R F12 20 FIEETRE | WF @ FHReER o0F fofe
T e T SR Ao eme w9’ ©iee (vgifefes sy qeet | @t w9 T @O
A I& I e 2 | @S Afeie (@o I 197 T T MRIEewE ST & Aty s
T A | «@ff MRS Il fofers avim war 2 | (Tuifefes «IReiy 2@ av= FIessT f 399 @1
@O I | PO (LT I TR =7 GRS ARy T4 A ©f fova Swrgaces
JTLFCN T REeT -

Wtk | w&H@ | O @) R s 2)
FTIM JERT 1 2 3 4 5
wHifelas iy gia 6% 5% 4% 3% 0%

@ : craifefes iy
T :George T. Milkovidn et. at., Compensation, P-225

TR SRR 1-5 (@52~ FRICAR SR I T G2 (T SRR SR TeT (97 AN s
Al @l 2 | b = 10T AR ARSI SN OGRI J A |

TARES SCABAT (T3 (Taifefes sfRiitem Ffomw ey Afmfre & | @w9-
5. @ (A I2F (*IT FANHF SR F41 1T |
3. T fofere wiitons o1 (Fotae Al Arefs A=y Qe 27 |
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©. T fSBITTa <=5 I = |
8. NfeTs-«fF-FIea T047 I 70 27 |

SRR ST FECS A (@, =T (<0 ST ¢ FHe FIL AR [T ST T (O
A A @ ATMANES Afrsi@e avie 1 27, ©i2 (vuifefes wAfea (Merit pay) |

. YUIMAIES ARG (Incentive payments) : TTVAEF ARCHY 00 G397 O3 Ao A
I FNTRACE A TAMT  FNO] Q@ 4TS FE | QUF@ IS TR G )
ATNVAIETE TG @ (TS AT I T | T Il FIee TME® 27 @R o ooy el 929
FE | ATFG IV @ AfTeIfFE ARt T oo a0 | [aw S S T 1w 47 F92
O (FC | SR AT eelled, [T, o7 efgfe e IATRIT (Fa FMI A0 | qUFed [Raw w7
ST I | 7 SRS A e 2ot e« &7 (Piece rate) | w4 @ e ez e
AT Aoy SRTE BRAT FACS T, T TN 20 ©F TAM RO o107 207 1 | «@fS S mes A 31
@ FrfFe 7w |

©. WS T @ TRAATAITS! (2F-AH&ZY (Group incentive and productivity gain sharing) :
Ve ATelWaT R foq «Atae | @N9- (9139 SI2¥@Re (Gain sharing) | 4G ¥ @ ARCAY &l
AT NI 77 ATl 3R T @ TF© IOV F41 &7 ©f Wfeld @ FHA [ OFf I (WS
| (13 97 WHReBT =W e A1 RIS (@I T | oS Al qCET AT Sz (Profit
sharing) | @ CFFC Y WA TS (TG T WIF PO “f© 1 Fiial effovicra sBea ifers
R(J, AT AL ESOP (Employee stock ownership plan) SCeT |

8. AT SR (Profit sharing) : «ft TIfEw FFmmmME A T w1 792 ef oD ==
e efHE | @t FHwaE @EET DT @eT =7 | @t T AR I @ HA1E w&E Aerim
ARONHT & (@04 (ASTT (@O AT (@I [ew o2f<et e 199 96 Sy, @¥- (i) o
IR AT @R (i) ATSHITT FIA <6 I | @ GFCTT ATTWN TAIZES ZCET = (1) CIARCDE b
fTRIe wiezE s@ aftrs F919 &7 TR f<fea “IfRFE (Share option plans) ; @32 (i) AECTAIT

b, JITWMT @ (Performance bonus) : 4t IfEF It werre FETHIVET &5 0@ AT | I4T
a5 e fofe = o FIFEmme @b a7 T wifeery e 3vea | i fey e «fs o
M T A | @fF 7 200 20 IEIH #6774 TS TE, @ANA- JST I G Wi FRE
2Ty e 2035 @IFRT I S SIS =S RETE (TS TS |

AR T AT (@, TARTE AT @5 OB FHAACE I TPIMCTT & AW (ST @S
T | QTR N0y efes @B @fes ¢ ARYETS T F409, CToE ATV FE0 Q= Fa0e
AT |

FTmMAfSies Afreites efsqnae
Barriers to Pay for Performance

Frmmafefes sfifaceiiie e cFa sfos T e ar f e

>, afSfs w5 Fitem woay W T Ny zro3 A |
3. T TG YOI AT T I |
©. for T AiCE, T, foaueT Q9 Fce 2o 1 1 e «ff%fere Face 2t 213 |
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8. ( I ING WHFT FFAS] ¢ W ATAGH QIR FET NOJS P9, @ 7 IEH &) 7
fdifae St el 787 =7 A1 | T of T 7, O =0 ©f S 7 |

¢. 9FGH FA IS [GITS AT AN AT FACS A, AW FACS AT | IW @ FICSF Ferwet
ST FRAITST @ wFeld ToF (799 01, SR FI&(6 TAPTAR A S Z0S A1 |

b, QTG ARSI FA AT TFST ([Q0E (@S 2T @ A¥FT AN FRCNST T8 FACS AN |

W3 e efsamae! g Afs 8 T IR/FT FAE ANS F@ g | ate wHfefes FHma &=y
freraeaare SbRe RGN "MRelTI & Q3R (AT ©F @ LREPTIR SFACTH T G |

| Fredia e | R SR Mo ww ARl «F @9 ¢ afoaae! TR Ao B | |

o7 s

FT=mMEE & e Afaeiy [feg @ T A1 e e - @gifsfes sy,
LTNAREE  ARCNY, AETTe Toval @I TRAWFHAITS! (37 (e, e Seefarzel, ardewim
LTI, @ FETHME (@RT | FPTmarefes sifreiis Fd=eia owa Ffoor sSwem e
ferme:

>. 2fsft 3w Fite ey Fw Fw =14y 2res A 12, TS T PO R T4 FT 1.
g T ALICE, M7, FoTET G FaCe T AT 1 [ Affzfore Fare ze 17 18. @ F7a
IS AT TFOT ¢ W TG AR &6 A8 Pe~]l, @ I e &y 7w e wea
e /I T 1 | AW ©F FA W, ©F A ©f SIEN T (€. GFG AT PG IS T {end A
AT FACO AT, TTNE FACS A | AW @ FEE Feee] AHF Ao @ TFoF &9 feq
I, OIRCH FIET TP TG S TS AF 1Y, QFCGH WHSPTHE T SCFIF o] (@08 ([0S R
@ S AP HRCANST 18 FACS AN |
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PRCRUPE 23209 (Al 8 eiren, UfESfes @M ¢ JFiE w@w, I
FAACTR IO AR T LA PP

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

@ =
«q 2N oI AT
» 33ref o E0S AARE |
» 337307 PRI I TS AR |

» FESfET @R 8 JFHET 4T TE IR FACS A |
R AR AT ARCHICLR TR FIROAIZ 01 TS AR |

ECIERIERIRCE R Eec

Concepts of Equity and Classification

Y FA AT 3F3T e e TorE It A | w33 vy whemTy weie St
e g @RI | wi<ie 337316 200 oo e R | @ 9E- TR A9e A6 FHRE T-F I
ST (FATSIR T I 12 SIF 3F2M6 | Trzael et I9 ¥, (@It e @i e siqe
IR G & SAfSHITT SIF AT T (FCHA N (18 SR QIR T R0 TS (@ FE0A 78
2y oI IO | Arere e TEh T =7 F wdie arens og TPEG ARNCR | OF ANRMEA
FNTA TR AN @ T QIR TR TFHRT QMR I0oT T 70 =¥ O M IS (ST (58T AT = |
@ SR ¢ PARORERMA W 3Fe0d AN AT o Wmre fog | R W
FARSIESRTE THE0 T, B2 Ol JARMSIESF | GO 0y FI8 TFEG I (AT ©ite o il
oy @ Sy AR AT 77 | ARTE AfSHiT S T afSRiTa T RIIsar [ @I
A RCAR FeCeT T AfSBITR FICR T 27 | 2SI FIeR T FRE @ oF THEbe oo @ |

@Ef6F HR Council 49 337264 1ewel s (e =ea

Work place equity refers to the perception that all employees in an organization are being treated fairly.

wfie, “HIICEFEG ANST IECS AT RN AR (@, AfSHIER AFCET2 (@ ANTSICI e Ffr o1z |

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. W’?ﬁ’i, “FAAT TAT T IR (T, ST
AfSHIT (@ IS I (@ TR AT AR, IETT AfSHAS (72 ISR & AF3 JFTFR ST A |
(T O IS ARG I AR T 0 1 7 17

A FE AR (@, Aol I 320 FET OTF QFo {7 (@ T T 2 (@, ATSIF FA12 AP (W6
I | ST AL AN FEA AT AT A |

337359 &FHToM (Kinds of equity)
FPRBCE TS ST SPT SIS AT | (-
>. STS@aTe e (Internal equity)

3. 3If&s® AT (External equity)

©. & e (Individual equity)
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e ST
Internal Equity
Internal equity STHRTS fSHITTR TETVCH W& SIF IF A SIF *MALMIF (@ TR IR SIF AT |

4 A fSDTT (@ F& Fa0E OF T T AR F 71 {531 efSpias worecd 7 R o @
o (6w @M Rt Atz [ 9 Torifn Mg e wrerese 2Eta e | Snigae e = 1w,
qFB Agency (& QI & ATRMIF B @TF G 63 | ©IMF I& G W 70 F€ @O @
Sy AR T W | SR Sifewet, frw, afirwe, Armier Tenv he s F@ SR e
(@S @ Iy FRGR AFT (72T T 9512 Internal equity.

Internal HR Council¥¥ (S, “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 SRR TG SINE /TS AR AfSPIEE Tered TR A FHE (@O 8 Sy
AR Way FACIH RS FIC (T TP Y8 = ©ItFE Internal equity ICT | T FfE & SRk
OB O TATMIF S AFEF (5 e I Ff94T (SFsf 40T ©12 Internal equity.

g vt

External Equity
Internal equity, Internal Equity3IfaJ& 5Tl Srer@dier ITeq Ie12 | @Y o1 14w 20t Afedieas Srereed
o=t ST W afedites qifEea o=y efedia sSamdmig sgfqufia w2 fowr w1 |

e vt

Individual Equity

Individual Equity IS (72 ANSIE @RI 27, A AfSHITT fes Ao Mods 3 | Jore 15t
TR G FICGH 47 8 Y [ SR (FIHET | TSR A0 TAMIT 2R &S 0ol | G Fof
[IZT 453 AfSDIT AT AW FHq© FAT (O FIOTAT AT FACEH 0@ AT T4 7B FHrar o
T4 @ T SR ST I WS A 0 | OF QTFE A1y A N opifere 27 =1 |

e et Afedieast

Eshtablishing External Equity

fifeq afedi a2 v Fifere w3 a1 AT (@O FROT T ALFw2E S et AT
External Equity 301 | fF Awe! vy a9fe 1 afediem fama a1 570F 96 40 | Gre I
JRBIATHT I, (4T, T@le, &%a] 8 Nfoeee I AR AR & @ =IIfq NPT 8 TXF SAGAR GIZAH
([ SIS 05 | AT TS I ([0 FHIS (TS |

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

S, TG 8 (I &R (Compensation survey) : TG € (@&« Gigs Ioce Afe a1 efedieTa ffeg
e JeIE A S T | AP onFEe JWa ¢ X' TG TN T ACH AN
ARSHITTR TG 8 (o7 T T (787 I 9T TR TG Z0e

F. W2 e BfFesae (Identifying key jobs) : IFWE @I ¥ 1 *WE iz e 2 @O
JIICAT T FACS T | TS TN ZCET

>, oW G AN 20e 703 |

2. @ “MitT oFfe qTT e I ACE & 7 SRS [ 79 2 SBIT T = |
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©. ey efed ¢ (@ AfenitTa & it Sl 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 ¥ 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 FACO (A W0 [EATE] Reeweits [eavai =i+ce 27 -
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 (\Fewr @S AT |
¢. JfEre Tiaa @a T efediea e sl (e (ear @ -
. @
<, 5 =1,
o, FICE T,
9. FICE AP,
8. (G A 72T,
. o7 @ AT AR,
7. ASIET S 8 Teofifre #telR Afaffs,
. (@ifg wifds w93,
@, freifas e,
B, Sy e Afdr @ G T |
Y, fifey AfSHITTR AV@T @32 I JEFITCT CHE SAIZT ST IR (@O SIS ST (@S A1 |
q. 2] We@Z FAF T TR S IR I (@qCS AN | @ {07 &S I=a ANa ies 719 sfaot
]|

T, MARe O U [{eage (Explanation of collected information) : 7 J(RF A AT ©f
TARASIE Rl FA00 2R | ST R Jiacew [OF 70o AT | R [Rease 8 &7 st 79=7 w1
FACS (A | T Reeed oy et [ s siecs 23 |

5. (P FNR GRPFS 02 efSBIR N I1E ({TF (S AT 7 |

3. TOIE HRLTOIH AL FAAFE ©F T FCO XA |

©. AR AT 20e &feft T I eme Face T3 |

8. foI® o 7 8T BT (T« O W FACO T |

€. YT AR PR R0 ALY MRS SR FRAT FACS (A |
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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 Al (Equalization method) TIE! RTIGIT TS B(J |

3. ¥ =190 A (Lead policy) 93 “&fe IR FACO T(A |

©. & #1301 (Slow way) IR IFCS (A |

S. NI A&f® (Equalization method) : (¥ (FICT afsda afsrdt e | afswd T e
[IAT TSl FYIoR T 8 1 | ey afeviw [fegens simm efesiem sere afstfrem s
TSt LI 0%y AfSHTETET S (@O FNT AN I (BBT BIfeTes T | GBIR YoTe T AFae
NGRS JCT AT (ST AT | AT AF(S TGN ST O FIfeFS 0FT (MRS I |

R. %W(Leadpohcy) mmﬁmmmﬁmaﬁmmmﬁmﬁa%ﬁtwﬂa
FAHRWT (TSI ([To FISITAT AT ATH, O (AT D (FO FIINHT &WT TG NSCF MY gy v
Lead policy 0T | R AF WG (@ (@A @A O FHa I AT TS W19 (G Biferea
QI |

©.  qF AY (Slow way) : AT ATSTF FHWR ([OF A 0O AT T | FIGA 4 AGAE AT
I (o (e T T A | 9% AT G 3BT e Afed eia efera afediw zte oy
T AT, ATH@ AL T @K AFSDT ST (Productive) S @32 SETSENF (non-profitable)
ST @3 AT ST | AfSHIT fFoi (@oT Fow [T A @BIR o 327 9w | @ arv
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

FEF ST T TSR (¥ G PO 47 | U2 FTOF WS 132 2AfSBA UFL AW FN© (FIAT
T o T S TR 20 A T AR ST O R TR ©IF (4T, ey, AT @
Sfees! SRAET FF @MPTOR AR A | AfSPIR T Afes ATer T I [ @ @ Frare
e 2 2T | @ QUG ALy FUN2 FLGIIH S (Unexpected) 2 91 | Grading SRR (€ FIITTAT
fadiaer a1 203 A | e FOTAR M4y e et Fiaees oy fss Rt sfe swg -

. (o9 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) Il G A1 (4= S99 (0@ lead, match or log 2T ftasam =iie |

¥, J© IR (Broad banding) : “W FEHRNE SAGFod AR FH (SFTF & Broad banding
TR T8 RMRET | GT® FC Job grading @ (T Ffaw efewer 2 =7 ©f Ju ISR vp e AT |
©IT AR TZCSL AT A fC @S 21 | Broad banding SIS T4 SIwd frewg =g
AT |

B0 v TPI-33¢
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A ME @R ﬁ'ﬁ A I (Above and below range employees) : SIS Bfze W Above range Bl
01 ofRe 41 2T | U afere AThdT ST T G (3T 0o (T FIIIT “Afeaf$e =7 | o e e
a1t Bfg® O Below range T RO REDS | 93 FTWR 2T 78 97 | QTG ©IF (@O TN
SCAFE] TG |

3. IS o e (Setting individual pay) : 2TSiF &fSPT Gfea T wrer Tox REao T
(TS FOTCT e a1 0T ACF | QT 06 a [agetet (Ame qee 201 -

F. J@NTHFS! (Setting individual pay) : &TSIF T I G eFwof Kaw | ICST FIHW T
Wﬁ'@?{ﬂl GFTT T FOpF TN AFGHI ey SfSeas! (experience) T I AE GI6T ST I
@7 =% | Individual equity SR senior € junior 42 REAMG SETST AT M | T9F IFGH
PIFRCS AR & @ Y0 27 IO GFE ST (A TN ASGHN FCACZ AN GFG P (O
AR 4F T T |

Q. G4 (Merit) : (V4 M4 MG S V7 QFi @0 I | GU%@ e Afedig 59 s
TR 0 ACE | T FAR R 8 (@1 [Re [RTIoad S =7 | SIS (Merit) SGRRAT SR
o FIoT fifae =

F. QS (Skill) : @IS TR T & A[ON SHAWIT | AT (e il AfSHT SIeiiegzhor e
TS FACO A 1 | FHG @I (Skill) @7 g fofe 03 O (o7 FISIT fdiae 20T A | 79 FH13
Entry-level @3 ST 0 ([ FCIAF | TSI Skill S I SACE {19g Department-< 5T& I
932 1T Skill performance AW I8 (TS /1 |

FfEefes @ 8 2731 97 &

Patterns of Individual Based Bonus and Rewards

>. ©of¥fS @WFT (Attendance bonus) : SFE fSPNE TAMBRS @IWRT I @R | IR WfE
PfEfeTs ef S 475 ¢ WMwa s (ATF AEIfes e «few 27 | 1 SaifEs Qe Fiwm Afe
TN T AR BRAVTATTST ZT A1 | TR A TS AT J0o T ATZIoAT FAE IS T A
7 | ©13 ¥fsama THAfEs ffve watia oy Tvf3fe @meT v war =30 |

3. ST ANy 8 @Y 47T (Length of service and seniority) : 2fSHI S «fis I
YFTS I TR o, 3¢, ¢, Yo IZF 40T IG FART | SIAE (S7Y &fNF 421 27 | S @ (SITSIF
Rgfe e &y afedr fFg TR A7 T AT | @ANF- T @6 447, =weefq «fY el o
T ACE | AW G = f&Gfoor rear 2 1 ate Iffs @fer @ g 2 A1, 99 goR e 04y
AT | (SO T (R 0 Giea &fSs-waorene ¥ 27 @3 (o @, oare o[ie a3 |3
TR ST FC& | 0 ARSI FIE AR (@G I |

O, IFAT *W AT YT (Referred awards) : TSI RN &5 I-7 97 &fiwce Jonfaes
IV F(F, SIS raferred applicants I 2 | STMACE NFIAOIE AT sA7 fFge =190 Sitwa
FEIT A FE A1 T | (T2 A S SR ABR JFTFR TH [T 79 51T (WS =7 | o6
ATHIET @ & o YT IF6T TP T = 1 | &N AR AT TAFoRAe 790x G5 9% 27 |

8. 6T FFIT (Patent awards) : € I A &AF FHWAE SALF THFOF A IS FACS &A1
T IR SIIACE Tod 3R TBReIR #iesy ffey ey fowt wce o1 =270 | ©iRl pee18. ol a1 (Iear 1
(@A SR TG 032 AF | TR QTOT N2 &fee! =& (Intellectual capabilities) FRIFIT ST |
sing W3 dfeelts wifiea ol ey f[fey A bRl a3 wg o TelRe Face I6 =7 | (@ e

3T b BT-53Y
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f-ia BR! TeRY AfSHITTR AGHE TFe I, ST ST 47 (ATF JTFIT QA I 2T | ©IF
Gfo0F 27165 I |

¢. o AfRFE (Suggestion plan) : GTF@ feBitTR [(fey T @ &g T=IF 7T ST T
G CIRTET FSIT FIG FACET HLLGS TN FA1 AR A AfSHI T TS AIRS 20 | WA A
AfSBITTR ToRICa T, Simace e e saFe 791 & | Wwe Afoviag o ARirote 5
Y | GTS TOCAL TSN B0 AT |

v, fiw T%CW % @FIT (Special Achievement awards) : 5% &fe¥iT sitew ey iy semd=e
Ffotea & WEERYST AE-FAEE JFFe e AT | @6 T=a < Fforen wmimwE @fi-
FHMACE ST T |

q. &fSrfer @M (Contest bonus) : e T afeviw ey e afswfrer, =
FAIFTeT TIZ ICH WS ARB-FANI N WL TOTE B 7 | G TeoAMIere! @ AR AT I
I OGP O T, Farer GBI TFEe T, 496 I, AGAEE I | TwE AN Ay T w60
FACIT Y eferaifrers Y A0 ANF-FHWI AW (boredom) T FAK &5 | @ fSTifer &=t
RO SItrace (qext 2@ ooy, W i, Reas aweem s e/ w9 TWEE o ) I [afe
goritv |

IR A AR AL -7 JIEPTIR
The Reasons to Link Pay to Performance

Institute of Management and Administration GGl FF AN FAcRT @, ey WWW RIESIEES
(G FANWAT FIAFO! @ FRTHAMCT AT ILSARCHA TR | O ST AT SAfCeiiees ey
ML GIIAF T ACACR | DI 5 SAZIoF T =CeT-

Nz TeoAmtas o Tefae ese! Srgrd F41 ZC -

>. (AT (Motivation) ;

Q. 49T =FoT (Retention Capacity) ;

©. TS (Productivity) ;

8. YOI (Cost Savings) ;

¢. Afsifas S pRfeT (Organizational Objectives) .

fatz siwworfefers st Jfaa Saerete o1 Fai 2eT-

. (@F (Motivation) : FNICV ILFAOR = IR ACH ©Ad TifRe @ waaifore F=
Af T (Tl T | “Motivation is the act of stimulating someone or oneself to take a desired course of
action.” WIS, (AT FC (P! (& A [EF T w1 ACS GF A O opifEre T3 T=mee
g 7 | (@ ZR GF TeifgE elfewl, I NG FAACS O SifRAl SR ANE RS I
7 | (2T RSy TAI emi 1 20T ACE | O (@FT L @ ool 207 A |

3. T FAO! (Retention capacity ) : < o] IHCo JHT €I [WE TN (ST FIA FOLT IS0
WHSIF AL TR FACS AN | (T AT 91 AfSHIET oy AEH FOTPITT FACS AT (3T AT T
SRR AEIH AT “ireqq AR A0 | K IR =g wwe! eme| w3 ot faeestife =
G OF Y 2f DI itel 0 | g efediT Fhrre! SRt 7w e s |

T v BI-524
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©. TeATRETST (Productivity) : (FITT FRWeT, AAS AT (WO (T TAF FT G AWG GRS e
AP TARACIT AT SPATSE CRAMAATS! 0T | WPOIE I A (@, T=AMT G TRAMCTR

TABACNT TGATSCF SAVTATETST 0T |
T

e, TeswaReTST = |
ICRETLl

ST T TABCT IR BCH LRI G GeHAe T oAy e o173 | <A effowieea
Tyfon Srew {e el TesmateTe! e A | SeAmea wAfe I S G Teow SAwACe
F IR Poe! Sz T4 Tow | ot o7 F@ @701 FNma wFel ¢ Jew afe SNaEd 8o [ |
efeBieT fifere afie T3 708 wF ¢ wfvw 28T 71 (@7 ©F I Few efe TR 71 7 IR0 WS
A (FICATOIRE T 7 | A SBITR TAARIeTo! Jiaa AL TAW Tl A =7 |

8. T JFA (Cost savings) : WWE ToFzel W I wosre TP 2197 I CRI QWiF T4 I
SR I 4@ SKF AR A7 A G| Y T AW | @A Af SR @rrerfefere wgfvw w4
W= AT 40T e FACe A | A SHIfTE FHF Sl 20 FlosAd 15 AR FCT
ST | LA {5 e AN AL FIOC A0 ANGST (Y TR | S} 6 A I 6o gl
JIZ! Aeife 2T |

¢. afsHifve Sl (Organizational objectives) : ¥ Il IRNFWRAE TI*T2 2f DI Sy
TE TS Tre TF | eifenifas SrmrRfer sere Somfaeat asf sritefes faaw | w4 sTarws @bt
RATS 2 | (@FelT @32 T8 T Oma w@psll e AFIF FRCT JFTHFE 7T enfeifae
IR AL FTF 0 N FIACT wFol TR | TN @SR AL TG TS0l M
e Traea AN ISt SrarRie T MU e AfSHIT Sy e 794 Site
(PICAT ACWR (12 |

THfE G (A I AT (@, @, ROTNS!, GAMAeTS!, 36 Fodd «R i
TrpIRfe T Frweld fefere s Jiacs 1245 o AT e AT |

Rl gre | SBAPT IR ¢ TR CE A FA | I TR AL A
' T | STRCAI SHCER FIROTR oI |

@ HATRCFA:

ATl FAR ST 336 e NererTes 3 A | 57 33530 vy nfemrg zore st
e Py @RI | R 3HET =0R FoT© Wi JeHR | @N- AT el HIew LR T-7
e Ee IS TR Fa ©1F ©F TFHRO | TrRT REW =1 I3, @I JfE @
AfSHIT FTe g @R @ AfSHIT O TAANER AT @EFT WA (T8 AR @7 S 2=
T[ew @ THRE B 27 oI TFHIT | Aroe /e THEG T 2 1 9 redq Tod 33930
IR ZFRHE TS ST Off FA1 AT | (@H-5. TSB! (Internal equity) 2. JfJF Faret
(External equity) \©. & sTre! (Individual equity) Institute of Management and Administration ISk
IR AN IR @, [foqg TwHanEs S 98 FNma Fwws! 8 ST AR
I AT | O FITFMER A AT AL A GFIHF FIEe TR (08 A
o7 Teferz IRl Trgd T4l =0e

. (&FT (Motivation) ; R. Il FF3reT (Retention Capacity) ; \O. TesmeReTST (Productivity) ; 8. ¥<b
KPR (Cost Savings) ; ¢. & DI SrreiiafeT (Organizational Objectives) .

BT v -3
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RN SRR AfRrele, SR AR ww, e Ao

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

@ =
Q 2 T A
TS AIfRTeIRE I o I9 0 AR |
n TS ARt Ty TS R TS AT |
TS ARSI eWitTa SIFSIET T 39T FA0S AR |

" TRARS ARSI emic 1w [y e friee e |
TAIRAITS T g

Incentive Wages

mmmeiﬁémg i g Fied [ @ s ave 30 20 ©f e g | Sie S
R TF IR G, FIEE S AT TS I SR 2T 7] TS & (T NSRS (@FRT (A&
T, ST THNRE TG A0 | U2 TS NGIAF FCE SR FI0od A 782 7 | Sl 97 T
fatema fFRrrer ffee Face A | oRiel U g eMItER T35 FREE TG AfSPieT Seeme I w6
4 RICH YA SEw 3 |

SR N A 77 I A, NCF ATSH QN A0, AT 5 ANdwa 0 g e i Sesive
TITS | QTS 2SI IIGI-RAW, FIS SeTe! IS G IATCS ATF | N ©I2 @I 77 QUi
T TOTRIRE WGRA 9T AN TRACR | U2 TGR @ FNmA fqrerer [Wive Fare 77 27, (ou
FACHE FICSF NNZ AT |

THRARS NG o157 T STy

Goals or Objectives of Incentive Wages

THARARE TR LA T2 AT PR IS Afe 2L F@ (ofell | ey @ SraiTg Scerbar

MR |

. I WA (To earn profit) : ARSI AT TS F1 e SIS NGAF 2T STy | F1et
A T© Jfar 2 ToL AV FAN Wiere 203 | GTe FHEAT Few &fs T 0T | O FAw
Qg TG &AW FCT I 0o A(GF Aely RS0 Gy a2l FF e 1(A |

Y. CRAWE JCIA! (To increase production) : TTRARE TGHA ATON U0 7T FCAT ST
TAWH BT | WP Sfefie TG e e Sl Sfofie Fier FACK | T AKF @R ey
Tesfifire 207 W AR 2N HIfRAT AT |

©.  IF TFT (To develop relationship) : &SP FHwa el g v e Wi FH@
L TR TR TG €T | T FIE AN (FICT G T 7 |

8. T (To reduce cost) : TAMCTI (G T I OIS AR*TF | FAET T© AR ©©2 7
AR (BB TS, P TS SIMAR F1S | O I© [ FANT ©© Ol NG AT e |
T2 FHMA TR MTe A (@, SId TG od F0F IIIER OAF |

G

G

[0

[0

3T b BI-53>
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¢. T N LS FEr (More work in less time) : THARARE TG @F9f G0 Sy 2T 92
MG T G TAE FAF AT S TS IO (@SN | LR FARAN TG ANSTR S 7S TS
AT FACO TN Y | GTS A AT 2 |

v, JIER Af Tef jftﬁ (To increase job satisfaction) : (& (FICT & SV TR Feed afs e
AR R T 20T o ol AT emiT 41 | ©fF THRARS TG T A0S
FIeE 2fs 7EfB e T W3 FIF IVIT FACS AT 7 |

TSR FE I (@, (@ (AT Af ST T TS G FA SRS NG AW T4 ToT@ g |

Considering factors in payment of incentive Compensation

AT Fie AfiFa wFe 8o fofe T SIa ST TR T (SR & Sfofie @ Igf ewie
A T OIE THNWE TG 0 | FHAHT ST TG QAT Sos A6 FiFer 20 AfeHIeT
AR YT S | AfSHIT AT AIFNE @ @I [ oweg G g sy aw e s | qfe
13 TR ST 31 91 & EICHR@ (FI e eS8 T8 a7y oo 1 M8 7 | AR I
TARMIS NGH AWICE CFeae (9 a0y [y a0 ©f fFzae

. Ifefqe RO
. esmeReTe! 3w
. I

. YA i

. ACIEEHF QA
. 9 el

. RY *&he

. 3N e Jfa
So. A o

S,  SfSf& 496 (To reduce excessive cost) : TSTARE NGR ewnitTa M @ [y [easar w4
QT A SRS A5 | AfSHITT Tome IS T @Y T FACET 5N T | TS IR SRATTT
ARAIR TR I =107 | ©F @ e AfSDIET ToAf ST I T I EICE T AR
A

2. CrowERETS jftﬁ (To increase productivity) : &fSPITT FRCETT e ST JE SRAMA
I 41 | ©I THARARTS TG AWTCTT AT ABIR B F0® J0T (@, 9T T T=AM e 6 7 |
It T AT O Wt AfSD 8 Tferw, AT ToAE wed TYAT 2O A |

9,  JTI (To reduce cost) : (T (I FIZANT W@@QW@ AT TR T @9
U o Fa0e 2@ | IR gfefae T afsditma 7w ATCe AE W@ AR TS T TSTE
Y T 2GR | ToaR JNICW [T orose e |

8. ‘%FIT‘«FT{@T (To increase profit) : TN THNANE TG LW TN 7% AACS A (T, A3
[ (2fFFre DT A Ifa ATz fF 77 | AW A I 91 =17 O3 Gre FHWMA A1 TS
Wifere W4 2R Fioa® T AT |

Y T o0 ¢ A 0 06 LYy

TG v *Bl-500
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.

s0.

ABFETE QN (Satisfactory bonus) : FIWI AT ([N WITE NI SIHT FIS
s S2Z TS | I THIMRARE NG ARIR & ATEDA FACO B (@, AT FAAT @A AT
T O T A O FICS TS (FY FAE R O IS N ] W FACS |
IEF BFIF (To develop relationship) : TARE NG eMITTA SR IB#F S FACAF ACLT
TEF SIS Z0R Wi SFAe Afee 2 ©f st Fare 2@ | I W 8 S Arw Wy
T ST T AT O ASHI 757 et 1 I A T IR ST Ffoq e e 201 |

I WSt (Efficiency of employees) : efsvie Fafee s 9 &N @, Sfoee!, wFEel
AR OIF TIF 97 (T TSRS TG4 eI IZN FACS T(J | FFeNF8 AW F8 TP AT
ST T G S TG (78 T 13 AfSBitT Fe wifste % e A1 |

IS A& (Easy method) : STRIRE TG AWITR YN SR*T2 RS “@fece 2o 2(J, TS
TR Of JATS #ATCH | RS JATS 1 AICeT &5 ¢ Tfercsay ey et (8 =0 #M1e |

T =B jftﬁ (To increase employee’s satisfaction) : 2fSBITT Fae FHWT 7B gﬁ% <0
ore wFed U3 Ry | THMRE TG &AWt i (A ARCS TR @, T I effs
w2 ICR Bl AT ST 98 TG (oI e AT |

R TS (Legal principle) : SRS NG eMItd A0 T2 TZET AN
YFCS Z(J | IR ARTTTS 7 T G JIFT QAT A A1 | N Ao Pl F¢H
TS TG(A 2@l bie] FACo (A |

AR Tl I (@, T el [ TS TR AWIR &) rops ePwld | 31 [REaEd ToF
S*(13 T AT (A |

Principles of Incentive Wages Method

AfSBITT TS TR wrel FGARAT (@ TG &M T T SR (A8 AT 7Fol, G Jad & Sitma
TS o0a (@ Sfefie TG (e 27 ©ItF SHRVINS NGH 6T | SIS TGS enitad (73] A
T g SR e Face 2 | N o (et 2@ -

TTSH TG

i fofe
VPRI
RIECRICARI]

NG M

YE TR S5 Tl
TSRS

HI 8 (YA

i SFR A Teaiferyes
>o TS efferar

Y. T SHANT

53, B T

yo. Tey T

T LR X®ONY

¥

TSRS NG IR o

T Sirznre TgfE emitas SIfeTETPTR ST =1 =

BTG v B1-503



qfaq (e (FTHETS WG 7% [IZI2I

o

s0.

.

R

99,

TToN TGR (Minimum wages) : SHRARE TG eI @Pwsd GG Sfoure g wfima
TToN NG eWId fAfoael AFre 209 | IR SFT TOpF NG ANSARF @97 I (TS AT O3
SR AV FACS T IS I ARSI (@I S 7 27 |

eeife & (Scientific base) : WW@INE IJIFT T TSI TG MR (F(q [R0w 9o
AT | Q3 MG QIR Y (Feeifes fofg FfoxeEr spme Fe 201 |

QAT (Acceptability) : TG &WET U2 “afe T2 @ T ¢ T Tox 7+ ozl I
Ce =77 RC® 7EF | M G & 51 27 CTewe efopiaeeg wosme e =6 |

I2Te @ (Legal base) : THVRE NG eWitad [T @ais Fifs = @it S3wq S9iw
ARDITS 20e 20T | ATPTICSIF €3 ] HeICR & 71 ©f 61T Ao (A |

FANSSIT NS (Principle of homogeneity) : TNETSIT MfS @3 TG Hafed TreT «F S | €3
ST =T IS TR (@, 9F2 H Af DT «F2 79 MG AFT “Afifere 2wz & 1

TATS! (Flexibility) : SAZATE TG &fe T3 TUNT 20O TS | 4TS FAT FITF Afs e
ToTifEe 20 @R T (@4 A |

& 8 (@Y (Simple and understandable) : FNWT W3 TR AWEF IRIIT AZoERE @
@I4IT TS T, AS SR AZE2 JATS AN | SIWd & G2 J7Z] FLAY e S FI0E &lfs
g 2 (e |

W@WWW (More production more wages) : SSHARWIS TG afed aFfs %?Iﬁi‘%
2 SfEF TRAATe SfEE Wgfe | i eIt SfhE Jea TeAmA Aot IR Igrae Jia HATd |
qTRE Af DT @ AT S FACI (S FAAS FASI Z(A |

wifdfe BT A W"Q‘T\%'T‘f (Relevance to financial condition) :2f¥1taa Wfds =R e &=
@ 93 YR e B FA00 T | IR TLF M SIET T AT EIwEm 92 Awiet i F4r
T R+ W2 RS | O I w=ga A Feeifos)ef Aere =09 |

TS efeFat (Standard process) : AfSPITT &7 By TeoAMT TS @ I, TeoAWE I<F!
TS Tl o AHIE A0S A |

SEF SHAN (Highest level income) : SHTRWTE TG{ eMItd I&foq [Roew @36 Tifs zer «f e
FHAT AT THANT A | ATS A AT FAAT IS 2fe Tz FACe (AT 07 |

@99 T (Standard quality) : &SP TS AT @eloT® T AP SATF | 20N T 02
T AT (FC O @ FACS B Al | T (@O AT YN HIRCS ATy Wi e e |

Tex I oAf (Congenial work environment) : SHRATS NG AAHT AN AT AR FACO
= afeita w1 #Afcil Tew [ 91 | 9T sl SRErTa o ew I AR 9 F9re 77 |
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AR I I (@, TINRARE TG Awfo b s @ Sofe Sifeue e F /g
a@el |

| Prefi e : | STmmRe SR e, &% ¢ AfexE 4o ffrm 9 |

Gy e

W @I efedis =S F¥om Fivem [faww @ siffie avm w0 23 of 26 I | 99 smaes
R TF I G, FIE e AE TS F0 ST B4T T TSCE & (T AfSAE (@7
e T, OfF TIMMRT TGF I | U3 THNRE Ngad T daEl e afe 788 2|
TAARE NGRE LT STl ZCET ASHITT AT S F4T | TAM I SeEio Sty | «aft
NfePa AL ATE-FATF PR o108 gece ARRY IR | Oro &N 7 IAEE (63 I |
FIZPTACE GRS TG QAICTA (@ Fho#3 K M A4S 707 | TSRS Igfe free @ex
@ 57 @ = | efedits Tesve g e, i ufE fte =03 | TR ¢ YA Ifw e
T | WF-TFR MG TP IS (A |
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PR CTTREE A erirEe  Afefe  sfesaehg, e s

Incentive Compensation Plans, Ways for Effective Implementation of Incentive
Plan
@
q 2Ny CNTT A

" TOTRARS I AT AT AREHAT 7R FIF 6 00 A0 |
= AT AT AEAACT TATT TN el e sAreaet |

TR /AT e Afegarmg

Incentive Compensation Plans

2f St afsdia @afs NS AT T (pay stucture) ATE T T (S “Icag fie-wiorm
FROTHVET T T A ((Tgfh-aes) ooy s 201 @ Aifefis aee ofis-sfma /6
SRATAPT T, SIWACE IS TMRe 63 (7 A0w [(feq «qeaa Sifds st J_«e I3 il =7 |
TR SIfF A FRAPT AT ene F97 fieaais 2e SoiRTers i g | g
I Nl emita o1 S e ot Sfsfie weamem, @ wie-Fimace Fite TifEe @ | fFw
Q IF AT FT e

¥. JSS ITEAMBS (Individual incentive) : FETSSIT FETFIWET &5 ARF-FHE @ TR
Al ey T2 27, 913 e ITEoe | re foF w@ma Qe Tty @@e- ofe aa s d
ATTFET (Piece work plan), 3 MBI (@ (Time saving bonus) 8 ST (Commission) |

i. of 9% K ARTEN (Piece work plan) : G *&feres FERE sFERe TAWMER =
ST AR aviT T4 &7 | 9re AGRTS Jaey o7 effe SeAME wAfEer SEd Ak
el 47 2T AF | (T AT FA (WIS MG BT @ TAMT FACS T T, SIHAE A
TR AR emE T | AR AR dafe v gaee 7w Wk s 2 @b - .
it 9 2% @ 27 ¢ ii. e T o St TR T Wi 39 | it e
(T AT TRAWCHR T AT ZIR 2MRIF e a1 Z0e Fere SfF TR @MY I |

ii. 3T JABGICAF @Y (Time saving bonus) : SR (@ Fdifie soE= "’[C?/ T I
SN FT© AN BT & AT Wiy 1 77 | AL TG A ¢ Fhaeael T57 &fo
TAWAR &) S0 e 2 AT goril 3363 | 68 @ <[/ ([ 9oias ¢F@) 2fe o
fee T3 e [Weifae Al SR Fare &3 | @ 77 NG 2 Seoma =g 41 704, ©F
FALCTE *[eF! ¢o Ol @ A TS ANfF 1103 |

iii. ST (Commission) ;: AT (@ S ST et o | Wdifae sifzme sy [{fes o=
AfcefiF ewig F91 270 | oo fdifae itag Sfsfae oo e sy ifsfae e awig s =@
TF |

¥, WET® PGS (Group incentives) : FAHAE VATOSIE GGG LW S T | GFIF FA1
T @ Wl o 1 T | (T AT FITPIMCTT (G WoIoSitd 008! T 8 ATF AT Ao
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AT, PR (FE MRS WeT 710 1 0T AT | @ WeTs Al ererm T T FRT=me Fd
AT | FEEPTOCS T IOOIAR TLTRAAEF TGRS (AT AT |

. Y AAISfEF ZGS (Organization wide incentive) : 45 @5 ITAT® Wg 7fe | widie
afs @7 B @A Y AfSHITTT AR ITRE W 45 FACS @ JFE AR qTITS AT 2 |
T elfSHITAR AL SACIGS (AT A | @ 2TF T SR SATHBT FALTSIE ARSI T
it «ife 27 | SwRRer TR I SAGIMIRTed S @7 T | @it e oo 2 | qre AR
Afs TR ST @ FSATST Jfdw A |

TR eremer FieoT
Lincon’s Incentive System
T&T fo1ede (James Lincon) R o1 3eiqg@e (@iiH-a (@=itae Apicaens | fofd 538 e @
@fare @afs TR TR “IfRFFA (Incentive compensatin plan) Tof I+ | [ 927 Ao8R =
O ¢ AN eTe TRHF AFIHT T |« AT AT Q9w TifSerer e
S, @A AfSE-FTa T AW BIFE FIATTF © I AR SIWAE TRIE o B! F(F I8
FAATF ¢o ABZ FIEH [THTS! GMIF 6 | O @ froet [ivE @i Tgii ¢ @« AfRei«d 29
R T Q3 R IF I (ATF @S FIE N2 AT 2o AT G @ Sifewia s o=
TS I (Overtime) F& FACO AR | @I & A7 T @O* eMiTTa M4 pfe s w4t
IR AL |
. wfooe T A 9N 2 TAMT Reavarn @ afeft sites ey MR ww SRR Fe
T | SAMINSTAT ZCT = NOS!, Wel, Riftrg, = Q@ IR e @32 57 «if{wa |
©. SR JfAE-FA Piece rate &TWAT ARIFIET 2ro T | NLR (T IO TAWT FACF, ©F
TG 8 (T8 ©© (A |
8. e dfE-FAe, RO gyasa @3z AEHE @ Ny fFarse el smomee ore e
T AR FACS A |
¢. IA G IF I TR MG 2rere AT TG 8 (FoF WEReR F-T @0 AR | ATHE
R voe aTe X T | @- i, [Sawararey, ii. @, iii.Seowea ST @32 iv. 499 8
sreifaret |
b, BIFRT @ I%F 27 fSlt WF-FT @i 1T @F TS NI |
q. IR AWM (@I 9T (7415 FF A | 92 @I AR 8 FE 7ooF AR =a ooy
I (e IS TR | ©C RO T AARTSNR GIZAN T B AT |
b, G5 AT B AT A5 ST A | T ARF-FA Piece rate MaOC® NG (AT 2 |
i 3B S LT Ty A Al A,
i, CUE (TR TSI AT @
iii. TSI HfAF-FAT SIB JARFR AP AN |

So. ¥fFE-FINW AF T9W JFR AT (AT SIwe AEF S TG F41 T |

2

AR T T @, Afewie eforfronse sfaes B aem o afie-siioe vwer I,
TS TR T 4B T LATIMAT “afs elfedl Fre 2 AT RSP TSI T ANH |

TG v BI-50¢
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QTN AR AT T T T S T =g

Ways for Effective Implementation of Incentive Plan

TG 8 (@o (Fooe) e (T 7)) JIZTH 916 e 8 Qe e | FRT 97 THAIT FaAR
I T2 787 @ | Wgfa 8 @ [ Fodere TN [ geifce = | 6 @ 5 ToiwiT
SICETOAT Pl RO -

>. ¥ *%fS B8R (Innovating a standard procedure) : ATV NG ATREFA! T T
(SR & HAFWT IS TR @ OTF G A Aafs TR 8 e FA0® (A | U=RGIe
SR TS FRCTE G (TS 2 TS T F0O TS |

R, T W ofSST (Establish effective standard) : ¥f¥taa ST AfwE T 2fedt Fare 2@ TS
ST [AME THIEE e FAC0 AT | G& A2 ATTVAR GBS AFCS (A |

©. IR & JIA AT (Permanent incentive) : ¥NF-FIma &=y afe® @IWW R
O T | I AT T IR T AS-FH0T T (FFoADF ST HTre AT | ©I8 92
ARSI CFq HoF O] JITH FACS (A |

8. ETHIICH (FTHTETR AT AT A& (Linkage incentives with goal achieving strategy) : &fs®
ARSI TSR Gy WS @Il ACF | G TRIE @R A AT e g I&
T4 Tfow | ©f 20 T Ioiel ST TR 70F |

¢. ORI 8 AeRif FEere o ¥FPIEA (Emphasize short-term and long-term success) :
PO @3 AT (T e ANF-FR AFASICT FIROTHW AT (A, ST 2ATewT
AVICR IZ AT TR | TS ST FICE LTIV TS FAI QIR SIKF ST AN 2 |

b, U538 ATFIF T TCKJ FF F9 341 (Emphasize relationship between effort and rewards) :
TR AR SOV (G AR 8 AfSHT F9F AW JFFF O G3-UF T ST
TE AT A 0 @ &A1 RTS A @, Ao T F7ifre 22 J7%a [{fve
T(F | TS ORI NAICACAR AL ST J6F =S |

. T I gorF LT TS (Need direct support of Employees) : &fSBItaa &telvwar
AR IV & &AF-FAT orT AN LS | I ©iwa (a6 it azeiey =
FET ©f IV 1 WS T | T AT LT AfSHITT TS TS =0 AT |

v, afSHITT obfre fameigs aviver Afiega Ruasat $90S T (Corporate culture should be
considered) : mmﬂﬂﬂﬁw Aafs, @NF- dofere @PT, FHHE, GWW&?%
ATV ARTFFEAT LT AN RCIGAT SN 201 | TR @fpfers weter @ faex 7 77, ¢ s
78 (@0 T ARSFAT I F00 (A |

AR T T (@, T A afodie 5w wfis FHW 7 g9re e ARegmies qsifre
FA AR |
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P W@WWWWWWMQWWW

o7 s

ofefs efedima aal® Afefie «foig s (pay stucture) qF TR wde [y e @fie-
I FOTHWET T TR A (Tgfe-en) e s 201 @ i e «fis-
FHWMA 6 QO 2, ST IS SIS I 7 70w [(feg gaeaa wifds et Jfeaw
T[IF I T | TR SIfEfE J@MT ARAT TG o aviw IR SRS @ SR
A sAfsesm | TGt A N emee S FonEE e ot Sfefre e, @ wfie-
FNECE IS TS FCF | ATV AETH IBIACR (L@ SO SAM 71T 2oife 27 |
@AN- W 21l TSGR Fetep] W AT, FAWA Ty TR 2TV, g @ A (Ml AFeTeld Torg
SFPIET &S |
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PRI <S5 Qe @ |9 AFICSH, WA AT @ APRTSH

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

@ =
qQ AT O AR

ST AT 8 OF AFIICST TITF I FAO A |
" HEAIT QTN S SAFCON TS IR FACS A |

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

e eramar 0T | e eramar Al wima 36 =S ablaes 37 A *mafe | Hies aremar
“lafere @Al efei fAwifere 3 o WfEre wwel, @rITS!, A58 8 o fefere s Tevfre
QI TAF LTAMAETS AT Wi F41 =7 |

@I efSDitas Gne o7 Seiee oy T4 AfETe STl AR T4 AW, O e LreimeT
IEfe i FFT T | TFIN @ (@RFIE AFSHTEATS ITSATHIET AT ATV G I
o i | e edmar IRE Jaw woE efovitra Sesma Ifw iR Sedme Jfw core
Tt i (AT AT |

IfET erimaT aFETen

Types of Individual Incentives

TRICAT A SDITTR @A T SIS FIETHME Ao [Bf6re (@ ATV SFTFIF A Ot Hfes
AW 0T |

s TS ¢ St S 41 A | T~

>, 9FF I ARFFEA (Peiece work plan) ;

3, wEeIfefed (@od (Skill based pay) ;

©. (TIfSfed @oF (Merit pay) ;

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

ez fes drdmar qear war zee-

). @3 I ARTEAT (Piece work plan) : @ “IfRceiftE “Afiwgag FHwaE v AT gTF dfe
T SepTica SAifFfie emi T4 &7 Ot 93 T AR 0T |

Gary Desslerd< NS, Peice 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.” gdie g3t M2 @ e
Ky (I I 2lfs Tor 1t eAfefre @ sifasre Teome ca ©iF feferes qae w1 eredverger osze
om0 =7 |

3T0 b -0O
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Professor Fisherdd 09, “Piece rate incentive is the most common form individual enticement for

production workers.” SR TRAMH FHMF &) A BISS LTATSH (e GFF T &rewa | |7

R, wwelfefed (@7 (Skill based pay) : TFoIfofed (o Il AT @I @6 JTFR IIF A
AR T Tl FETT I AW I ACF | TFOIOfGs (o A WHfefed (@O Il | T4T
PIFACS LTI I ©IF FAF 7wl 2173 ANE 9 | & AT Wl QT AL AL TN O SICeT
(@O JTTS AT | FAF AT @ TFfed I TFolfefed (T SSATTSIT TY® | TFelfofed (o7
TAFR AL (T T TG T[S CTETeT - FACRC P AR MAPFOE A 77, @ft
VETS JIER IR F&, (@7 e #A7 @5 &SP @2 30y e ¢ «ft woifos afede w5

Ao |

©. THIfef&F (Merit pay) : (Taifefed @oF T @ @I @4 Jia A FHE TfeT® IR T
fofere JaaR e aviF 771 27 | YRS Il foas fefere ardifefer @or sifefae wi<f awiw
TN | (T AP I SFOAH F TV W FF (T2 AT FAHAE AT (V4T ST el F4T
XA

E (ifSfes (@O TITF FeoIT T TorTe SAFF FAT 2eTl-

Professor Gary Dessler I(<T(®9, “Any salary increase is awarded to an employee based on his or her
individual performance.” SR, GICT QTEWVAT TN (@ (@A (FOH Q’l% r FE AfETe I THAWET
fefere e e eme 1 27 |

Professor Fisher & Shaw 4 {09, “Merit pay is an annual increment tied to the employee’s
performance during the preceding year.” W<}, 737 IVTIT FwwoR fofere @I I IPNE
(IO Jiad TIZICT (VLT T 0T |

Professor Decenzo & Robbins @< TS, “Merit pay is an increase in one’s pay usually given on annual
basis.” SR, (R fofere @oq avF TR TR (@O IF* 46 ILoFae A AGRTS AT
fefere (rzm =7 |

8. WY BT T ARFEA (Time saving honus plan) : < BT @A AREFN 20 SFrew
FosFT A= | FAT AGIAT @ AR afore sKf~dife @ sie e swem 4t iy 3@
@ N A5 W O fefare wfsfiie qea @WET (R 21 | SHRae et afSRis (e Fr i
vo fufes fdifse Mg T ¢o WG 7y I AT O TF o [WG 5w BT &5 & F
fafve 2@ @ 21 |

¢. IRMT (Commission) : SR Zooz WE 2w Rerw 577 oW S99 <9 Sfefte [ewa & @
QAT oM T =W | AEere [y e o [ar FI TR Wit &) Safefes Iees e
AV T4 T | FHEE 78T 67 2 |

T ACEDA! (ACF T AW @, 9F¢ I g, wrelfees @or, @i @ow, T 61,

QI g ¢ FhRHT SR e Areve Flooed JIFATCT 7 S (F0 STl ST 21T
I AN |

BTG v BT-50
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VAR QAT

Group Incentives

GRS AART STV IE0e G2 I Srolfdd T @IS SRR & (@ AT WINTP (FO7 Bfef
VI 1 T TP 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, W LTI AfRFHN F0e AN GF 2AfRFFNCE R @A afs Mg Fid weew
T 46 TeAm T 5 I T @R TE et I e S Wi Sfews S ©IRee e e
TMATR. AT A 217 |

Professor Fisher 43 W, “Jjfed STHITR (50T WolT SR & (T &tiime fdifae =3 oits v
ATV 0 |” FA STl I8! Ieu e [Tad rore Fear 8 Feed] g0 | QU@ Sl
T Team spririt W FROTHAMT I AT | Tolld AW HIZ A ATSIF Fa[e GRAMCAT 8914
(AT 2SS AT =TS B A |

WA AT IS
Types of Group Incentives

Ifes ST O FeT ST & (T e [FEifee 27 ©its e SteveT 96T | e <& A

@, 2 A SrelfEF FAE @S FROTHVER & (T ATNVANEF (I97 O] e T T SIF Wi
LTI 0 (WA ATTWAIE Q ST Slof T T | T2A-

S, AR % 2AfFHT, 3. S I ARHT,

. FIFET AGFH, 8. BTN,

¢. I AR, b, T I AR,

q, 5% WfeTHIT AT |

6 Wl eV eFiacey I9THT 4T e

S, IR 3% ARRFE (Profit sharing plan) : T I ARHA IoCe AFSHITTT JET TG ©f

IBCE AARFHAE A | Professor Fisher @3 NT®, “Profit sharing is an incentive system in which

designated employees share the business profits.” IR, JARF IBF TR UF AT LTS 78!

LT FITE JAEF T (ACF I S Ao 27 | NFT &A@ 8 (s skfFe Fi6 ST

“The Gallatin glass work factory’-TS S588 T FIAAT YA I+ “IfFFgT & B 2T |

SITACSM (Types) : YA IB ATPFT LTS © AT T ACF | T2~

i. Baf® ARTNY ffFEF (Current distribution plan) : (@ JNF 35 “AfFFgarw TqHE A S

fefere e 6w 23 oIt verfe wAfaeiry Afvagar 9ee1 | @t a5 Afazgar Fere «ifafoe |

ii. @S (A-STG “RFFFFT (Deferred payout plan) : (@ JAF IB7 ARFFIT JAFE GF0 <O
o FRMA FITE TN TN T IR AT & A0 I S A1 SFare! A1 (FIA! NG SPgret

T I I (AT R OIE [REfH© (-1 APl 0T |

iii. TN AffFFEA (Combination plan) : 5afs RNy R [Efre Afaegam W FITTENLT T

AR @ S FACE W I W OIF QR Al 6 | @b «Ff 7 eramaR o1 |

R, ® I AfRSE (Gain sharing plan) : @ AUIVEREF AR FHWE GFH AR ATHS

TS A QIR TRAMTATSIF Srrl] S (NIfEre 2 ©IC #11® 5 ARTH 0 |

BTG v *Bl-380
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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 gorup.” SR, #C IB9 AR AT GIF6 AT
ATNVARETE ARFNT (@A 2fSHIR #Mteq @6 g wellg IR Nl 6 27 |

Professor Gary Dessler {3 09, “Gain sharing plan is an incentive plan that engages employees in a
common effort to achieve productivity objectives and share the gains.”

©.  FFIECET ARFEN (Scanlon plan) : FEEN AREHEAr 7S IB ARTHEAT I IJI7© 8 ST
VAR ST ARFEA | FIFCE ARPHA 202 GH(6 TS Vel e MaIET 301 A [T @
ST WL B YT @ O AN SIS Q5! A0 | dvR0 AT <19 WeF Joseph Scanlon T
e fAitga aew Tefee e «F wAfaesera SerR S |

8. I ARTEA (Rocker plan) : T ARFEA 6! FHNCEA sAf7dgg wret | @t @ v
AT | ©CF W2 “Afafore @APT ™R o TeiF-a FdRe T 27 1 @3 ARFgaR @@ w3

TR T3
WWWW=@W_@WqW

¢. TEIOT AfTFFEA (Winsharing plan) : ST I569 QF6 WllT ATOAF S | SR Wel S S FACH

AT SR 40 =X | Professor Fisher @3 TS, “Winsharing is an attempt to blend gain sharing and
profit sharing.”

v, 5% WAl ARFEN (Employee stock ownership plan) : 5% NIfe@ET ARFHAE AT
ESop,3CT | (PO BIIF & AR T dpq0 IR (NMTR Mt ©2 etimais «f7ag Seeoife
T | Profit sharing '@ Pension plan 93 SRR JAZ FAK & O3 AT 0@ |

| Bredia sl : | R wfe atimar ¢ el e @R oo |

/o7 e

AT 2 SBR @IA T Jfere FTHMET o fofers @ riManETs J7F[ AW oS
PfETe Areivar I | e v et wim 3 Ifs aifive A3 At omafs | afes
ATV A@fete (@I efeRie fwifers T3 7 Afeere we!l, @ire!, 2whs! ¢ (Foteld fefere o™
Teolfre T BT eTAmMaEE ARTSIE emig 91 27 | @I afedies [ve oy Sreiwa o
T4 FiETe TS AT FA AW, O [EF AW afe KE FR@T T (TR
AfSBITTa (AT F IJE® FTHMEAT TEeTolR fofere @ eamages T A oitF Jes
ATV I | WEF AT ¢ ©IT! S T W | TA-5, 98 I AARFFAT (Peiece work plan) ; 2.
wFelfefed (o (Skill based pay) ; 9. (THISfe® @OF (Merit pay) ; 8. T BT @FPT AfTgar
(Time saving bonuses plan) ; ¢. F3*F (Commission) ; ATYTS FEAIT LTI ICS 43 Al SIS
FACE ARSI FRTHAWCTT G (T AT (T OS] el T 2 ©ICF IR | Wiy AT
q O O T AR | - S, AP I ARIFAL, . S I AREHA, 0. FFCE TG, 8.
TR, @, AR ARTFEA, b, &F I 2Af7gal, q. 36 Mo« ARG |
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PR << Ao aeime ¢ REfve AfreifRe AR T, TR

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

@

Q A1F CITT o
30 ACIT Qrerver @ fEfRe sifareifts Afaasar THTT TIE SErs 2Ah0E |
RS I AR T 3w 2R |
" YUV IR TP (TR0 AR |
" A QT TR aae fre A |

G35 AR dramar ¢ Refre siffreie oAfiega s

Designing A Long-term Incentive and Deferred Compensation Plan

(B AT eramar ¢ feifre Alfcsiis 1o Rt i s AT Ted @il ARTE, ©f JeAl
@A OFGH e S AR ALCAANT 22 FICS B, @ I RENI &0 I (@, ANH (AF @2
AT T GFG S O T ALCIAT Q2 TS QY = |

S IR SATHF QAT TSR T2 AN A SREre Iy agd F9ce e 27 | «ft =reite 96w |
S IO AT T IO (R AR FARI 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 |
WrHTe ST e eeifie I |

TRF (ST FA o FCae TGN TSN AARCE AT I | IOV (Sl NoJ& LS | SRS (OFf
FACS AR fF T o SfNFHES | Jom I6 T, ST IR Fhlrer SRyres (vex I e wiew o
TEAN TRCE &2 I ACE | AN T T8 @ Sy 7fo 1wfes bie otz | Tt aipafo
X TOT TN &= FACT AN (T AFIE S Te 9 &= a9 [ 030 |

Ty (@, Q4 AN JE0e A TN 4T (@ ARPEA 5eCe AE ©itE [ | W [@fre Fece
R, (@ G & & S e 1 @iace o9 azd 63 | F<iR & I @12 TNEE ERF &
“ffreie agd w0 T I S Ty A 10z | [Kefe ARegans foq ©iee o v 2R |
QY-

i. QT A g fefie,

ii. YT SR 3

iii. Sy REfre e Ry S =iy 593 |

2 @, AT T 8 SRBP TFIF Ty IS TG 8 FHWA N AT G oS TS |
ey AT PGt SR & ST IR LR AFCS TS, A AfeHIas Ao Sy srereey
TR 1917 Fofrs Fa1 A1 Teofive 41 207 | ARQeIce Mol 2o fofe Ty, fofe 4ap 3 fofe
Teoimaiers! Soimie et 41 | fofe ST 2re «=e 17 [ TSR W AfSPR 9=R T4 27 |
fofe TR TAWE <436 20T O <6 A &fe THR ATors &N I WL ReT I @R Qi T wAfrer
Ael] TAWCT F© &NTH! T I T ©f = 07 (19T (BPF) fofe Seamaiered Some SeAmeT
TR AF© AATBT 8 TLAMC YL N % 6 ATLHT Fon! 36 | Acre=z fefe siwea s
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T R 79 T TOAW TeAMe ¢ oG T M Wy Sy 7 T AT | 9re T
AT ({06 R ©F T T & | R (A WS AR AT GRAMAATS! S A gain A &AfSHT
Ao Ty AT |

E@RZ—Z I T (RSN T |

Rocker Plan
qft @3 armar =g | Gf6 Eddy-Roker-Nickels 3™ *os aafee =7 @t avw <G

Az @A vt fefe R s <1 @t was6T Scanlon “FENT TSt | Rocker #fzwg=i
TRAIFIAT (Manufacturing) 2AfSHITT @ Tl oe TR | @6 AT T Afsditm Y [FIZANT
T TY© AR | @ Tafed a3 (AMFET Zen «ft afsia SeameTa 814 fofe aa gramar sifagmr
&I 907 A= |

Scanlor *fFFEAR A T 21 20 TR ARSI SeomaieTel = T 7 GOIT @, GFGT
T @ TG AT RT3 2 OITe TRAWME FO5F o1y ALANETS JEET | QTR o1 AL
2T R 200 SIF 8 TRAWE QA007 A | TR 2RFFAT (@ owfe TR 41 77 O JCAT -

L. e &= (@ $eTe <RI 9 ]S ©f fofe qa e w4 |

ii. 0oe SRyeteT RN TS 70A |

a. TR R 6T,

b. FIGTER I 8

c. &S 3w Tonfn |

. IR AR (Improshare plan) : €3 9 Z0a Smifare< fofere Sesmasiered Sqaw | @t
a3 g At T fOfe 2 Sesimaiere! wifiaier e Sigimifag “fiesmr | «ft swew v Sowa

(FEF (Mitchell Fain) F9$3 edfee = | «ft FT=mees witq fefe efsvm oy T=res ats wrere
S el T ©IF 7T I |

« AfTFEa afe 57 REnE AMRceitE Ry T T ST s TBTE I, J_IF ([T TEWAES
TREE I | ATFCG AT TRAMTANTS! (ATF WAG® ASRE 7S (gain) AfSHT @ FHWF N0y AT

ST 22 sl Ol AT QW | TR AR @ew WA 20 e e A A A
TRYE FA A |

Employee Stock Ownership Plan (ESOP)
B WP ARTEE o 2@ @R @ @O AR TEEFS BT (AF 9IS I

Syy [{fe Face M@  re o/ et @nfag T @t S 20 ANE | GTe SItAR STy
AT T AW Fetel SN AF AT (F, (FrNfE &S 206 SRR TS X1, WA G 20T
T2 FoA® (T | TS FHE2 SSART A TF TG I 6T | @ ({09 AGg«cEd ESOPIET
T

ESOP &7 FfR4l 8 {4l (Benefits and Costs of ESOP) : WfeTd @ SR ATF ESOPUT QbR AT
8 ST ACACR | 06 QT 9T 4o =ee -

3T0 b -989
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Tifer® “TFa <4 (Employer benefits) :

5. ESOPE<G B8, T Iwiw afedt @ Aeamwee Ay 36 | «ft erwpifire F¥fitracs €@ aree woefa
T RN 1S A |

2. TS ifermore T ALl 3 FCI |

©. 4 ESOPAfiagl Wifetaa Pifeeiib ReTa y0% W8 @R 7M€t LTS AT |

8. ESOPE=-Iteis fas 1 foicare wiferma el f[fe w2 #iiea |

¢. T 2fSHIT ESOPARE! B1e] ST ST K AR et (o7 efepmT T |

b, @I s¢ I7F 2R F9 [T AT |

e Sy

5. ESOPYT (e 3504 517 [ S (ACS AT |

3. T 9L ABE 2o I |

©. I50FA o T e a0 =09 IR0 FeeEee =i Al R |
8. S5(FT WIN FCN (T FAE 720 RIS A |

WW (Employee benefits) :

>. T Tow St  Fe Afedaw [ gt AR o AeE | [y I 7 gy @i
S F-FIR ATF 7MW @ fETF e FRCBC SIET TR 20T ESOP |

3. afSDia «ffT tofe (Fig oIS (FSTR FE (T AT |

©. ESOPFIb7 SN Sfoel (T S ARy 63 47 |

ESOPFE <75 (Employee Costs on ESOP) :
>, e FT TG AR FAC0 AT @32
3. 2fSBIF Tt TR (91T S50 (FICAT 617 ATF T |

I IAEMHT ESOP 9GS 499
Kinds of Nonqualified ESOP
Y LI ¢ ESOP RCeT -

>. 3 3FT ESOP

3. AMBIFS ESOP
©. ARRFSTTA 17 ESOP

8. 3@ T &TA ESOP

Sy o1y, ATIFS IR @ o1 QT Atd 75 @ ARSHN (SPP) +© WG] F41 RACE | TSR G
SR TS (2 |

©. AAfFTSTN &7 (Varriable price ESOP) : [(fog 35 M ey Fiaee B 37 «faqe zre
AR | @- [eifae Ty, Siffe W ST Q237 @A FEmME S @ [
(indicator) BT FRCT IBTHA Ty A<FT 20 AF | fGT2 “ARISTA 17 ESOP I |

AT 4909 ESOP XA 353 SAMTHH (Stock warrants) | 363 ST el @I WAE ey s6taa

o e oo fafme sificds St e SR | ot weeaEry, Rewy g3 @ifes e @
IR |

TTHRE v B1-588
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SIEF G 5F AN SAGPFA 20N BT AT (Stock grant) | @fF @A TP e s
FNAACE SN B | AT 7 | G (AT o0 (6T =¥ 1 | Gff 7’4707
i. 5% ST a6 @

ii. 37 T 35 &G |

IR IR0 B3 A6 ARTEN IR | @-

1.7 5% AT,

i1 FEETIME IR ARFET 8

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

i. TeRMFS BT ARTEN (Restricted stock plan) : @6 20 AN @F 20T BF Afege T AfoD
SI7 12 s FHE PTFRIAF qWIF I | @ 75 I AFSHIET & SO FIROTA W
T ACE AR FIONL S SZ 367 | @ T @ty 56 2AfFFa= |

ii. FETHIMT I SAfFFE (PSP) : @fS weafre sftege weR, v @t dwr T are 9
T (@, I Gfo e = ;|

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 ARPFNT BT (P ST FPro ROTT AFFT WL N0 BF ©AF (e 1wy
AoeT Y |

R ARTEA

Saving or Thrift Plan

WIS IACGE @ epfere Samie Afvaaar 2R 6w it | @t v @ s @ s
A 8 T T T AR TS TS F A AP e s wfks Farom, 127 ¢ R
T | AfSHIT FRACE @ LT AL TANTS FCT @R L‘]ﬁﬁﬁm(Percentage) e 7 rear
2 | @ YRS AT @O (FT AT 0% @ @R W | @ ARPFENE FLCT TNFe O @
R I I O FAAS QIR TP AR 77 @ e AT dfi-w o (e (A A | «ff a3l
DI T ARTHHT |

T w1 AT

Individual Retirement Account (IRA)

@I T A AT FET GO A emg (FA FEI> A ARTHA @R | Fw, ©f ¥ ol
FieToed IR Y0 (@O GI0 AT TN A0 AR Al PR ASAR T ey 7q | «afb
SR YT ORI | G O I O SRINCS! KT FACS A |

TP FAN AT ATPHN

Simplified Employee Pension Plan (SEP)
@5 Internal Revenue Code €3 408 (i) CRIGAE 4TS FAT FAACR | Q@ SZH NAFACE FAAT GF

“gfere SR AR (IRA) 7 AT T Ui (ST ZAACR | (T FHPorT 3¢ I=A HIFE IR G
FAATE S AT AN Fo T2 FIer SR TN MfeTcda qQ ©RI2 @ ARTHEIT K2z F90e
AR | @ OZfqe s e Fea TR T o2<e ot F9E T SIS APEE AN 356 F0F
ST 2T | O (T ATSHITT QU T FF FR AR, CTACT @ ARTFEN &= 40 TCF 7 |
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qfaq (e (FTHETS WG 7% [IZI2I

FACAR G AHRET QTN T Afwge
Savings Incentive Match Plan for Employees (SIMPLE)
«ft g5 e SAfzgar T TfFTwaiter o oz T4 R | @ ARFEIT AEH doo & I AFTS

AT QR (FIC FA12 ¢,000 (A5 TSR) FIFIF I 0T (@04 AT 91 | (@ AfeF SIMPLE IR FACET
S o= @I @7 AR IR FAET | FAA TS S00% L@ AW T ATS AN | FAQ @
sifeie &t e, Wferiel Fe (12 AR o el v v @ ¢ Te R | IR @ @A
TANT @ Y TG FACO AT | @ CITRE % AT fre 23 |

B3 & AfTeEar
Stock Purchase Plans

B3 @F Afiegdr o 2fafoe @ Aidier «afs e | it FaEer 3 Afegar | ot " 9 @R
ARFFF T AT LTI T ASHIT 3566 @ I A4S A4 | Tropere @S e @Fw (IRC) <t
89 (NOIIT &fSfl (Pt 6T T TI0° Ble] A AT TG TS R(I | FACAT 355 &
TS AN A6 IR L O T FACS R0 | B ol IS =R W00 ve % TR | 9L v5¢%
T AT FAE 368 T FACS 2R | ST (P FuA1 2¢,000 (A &) TFR @R 353 @ Fa00
AT 1 | FHRT @ AFTHE AT N AT Cete! e SRl 968 @ F00 A0 | 7o &g 5%
B IBCHE Y AN B O Tl AR |

@I FERITME &y 9 ST 68 G ARSEA @7 FACO ANF, 9 [ B & AREEIR

FEIFGE *S IR A WCS 2F | (FA-

i. FBIETAE @I WHB ANER &) FIFRTe I AFCS A |

ii. TR SR @ Sowete 6o oo o |

iii FBRCETR [ME TARE &y 963 [ FACo AR = |

IR B¢ T AREHN FEE Q0T 7 | @ -

1W¢WW

i FPTMASTEF BT T ~AfEH,

iii. 9ITF® BT @A ~AfTPEAT 9IR

wﬁmvi—wmmﬁawﬁwm

i. WWW%WW(FUH market price stock purchase plan) : 9 ¥J74 3539 CFQ
FAE T IR To ARCNY IR BT @F FACO R | GG @I [eaw 4w 9981 36
ACF |

ii. FEVHSRET (Performance) : OTF@ AR BF GF &=y AT AT 9107 | @ ST @
Aol (v FACe 7Y A1 | [N RO (@It RO 07 eete 4o «{f{eeiig 23 | 9&=y @ «[0a
ARPHAT PROTHMASIGF 368 G ATIFAT 0T |

iii. <GFS (Disconted) : GTFCH A YA (0T M2 T T Yoy T 486 36w i a1 277 |
ST G *S ZeEA F AW WS T o7 AfSHIT (=0T 5TE T, ©F 20 @I AT ©F @ F9 |

iv. @ Y& &P (formula value) : GTFCR 7@ LR I I5CHT o LR 1 =7 | @AN- IF ©f,
AT = T |

Tomper Wi SR

Supplemental Financial Compensation

TPy eI e A eme T I ol [ @ AR emE Fh 2, O3 TEE ifdE
A | SHIZTwHer I T, A ANCEL @ (Deferred bonus) 8 5F G AT (Stock option) €
LR SIF O TET W ~Hiffss |
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A ANET @ (Deferred bonus) : @ I @GR T af¥s Afzme Nzl snemm amr) @
QAPT sfeelrs fifer @ YAt e M TS a3k gt fWve @ e e R w4 77, A A
i 3w w0 | T e @it ffa w4 =7 @R SR ANen ©f fReae a1 =7 | SArRgerTme @
(T @, @I TR T =0 @F BT @7 S I, O SICE e e (el 2 | AWl Bt
ST & (RSl T(A |

ARASFHIE Hiring bonus FITT NNEE G (@O A6 AR | (I Al 12 (ro=ia 51
(T O AfSHICT BT (ot AGNTM @9 (Deferred bonus) TS TF | RIKIBIGREac) afsviT @
TS A G WoRe oL e | @A TR @ e e w9 =% R4 @b Hiring
bonus <CeT |

363 T (Stock option) : RIIRITHA & Stock option CFs &bfeTe @AM *f&fs | GTF@ RIS
Sfqare @ @3S [uE e e s 5% [ e e et oreat =21 1 elfSdies Jare
Q@mrs! Ifag AewE Gt FA 2| FRG RN FA @ @, [ Brew e =@ o effewitT
TR G Ol Y st Sy ATl @7 B | Fererfore elfosita Y i #ATea |

QAT RIS
Using Incentives

NITFI T Ty ARl sAfaeirg w615, T erevar @3 Aifedifis SeomaiersT @ Iy F9F
ST I (AT | AT N0 FI &y ~H1feeifas sifaeeia whifoa wiaet eed aewwe; a99-

>. FIOTS A FeTe T A v Frernd aft Fie F6;

3. Af ST SPRAT AFfs T @A Fare Y 2

© F(era e SR A el e 2T ez =1 Fa 26T

8. T JERCA (6 “afe Tpract T 1 ZCT A 2F© I (5T I Y 7T T4 70 |

FAE A IS FACO (I T (MR (@, FEF TAMAS e I G SPRT SAMT JRC |
SR WG (@ SAMIT GFCH FACF 2TAWAT e, FIeT ©f S G2 e Aeliins 18 F40e 17 | (F6
FACS I A1 (T FOIE LTIV F& FCR; D AR el etied a3 F49 Gt Fe 303 | T &
(1R, SIRCEAl- IF& T TSI &y T 3 | AT At 7 ©f ffoe 791 o5 F16 367 |
FAT G FAO! AR (F, FONT Ol &g 0L FIRE FC | SIS ST Qi G0 Gy ARCY
froer @ Sy Afreld TomE [fve Fare 2@, @ S, SREH FGET Topifn | @ e
NRTSIE TAMT @ GFET FI T SIfRAT 7 FAE O T | R, AV ACA WAF =
TR AWIF IR ACF- I (T I My S[e=ie T Fier w3 |

ATINTITFIRT T Tt AFSHITTT ey FIAT 246 w7 IR @A [fqeanst sifzesie @ | gfawar, wieer
R MM *Efad T TS T T THATTR FSF 8 WeTsre SIPTme Al @3 ¢1R
AR &fSBIta Tesmeaiere! TS AR | TeAmaAeTe! 3w, efSBita (5 TAMA TR, 476 FAW @
I QTS AT |

T 9F @ TwHF REOTE F& I G TR i W01 | QT NP Foce e
AP FIR | T YAFIR Se* A W St 04y T I A | T SIAd 04y Sgpiar
T gifore o1 ate FHme afeRitR afs TFiwe ¢ FfEer AT | ure efeRiT W Syt

EN

BTG v *B1-589



qfaq (e (FTHETS WG 7% [IZI2I

Concept of Short-term Incentive

wyifefes ARy “fafor YieTs! a1 T & Sdbro AR (TR Mt FFCIIW telmar F07f6 oI Fa1
Y | TR erevar =eett @ Sifd Rl AN TSN 20T WA Y (@O0 Afofwe AR 40
| Afediw @bt ARSI a A AfeNg e AT | W WO AT T @ «qed A
N T A6 ST ST W2 «qre Tiferwsar wrore e | «ft [fegeia sfawig sar a7 1 @w=-
eifes, Mo, tawifore At Afs fefere | we@r Wi [ve @t Fees e otae «ft Sme
ST TR AT ARG T A | IS FIAC AR FHNA LTV (ST T ACF | (@qN-

i. T el sifafgfers Fw 5

ii. fFfte «aF Twe o= s

iii. Ve ARFT @ FJereareTola K;

iv. 19 (AR FIRIS TFoTIre] e

v. I TARY Toifgfs;

Vi Tt S (I OIS, 476 FAC) |

JoAR T A @, efoBit Ffews srRets o AfRma @ S O TFeFmel FEAF O
IRF (0T (T el i FRLPTR T GA0TF AT QWi I, ©F-3 oA LTI |

Y GEm &S @9 Aol agd Fare v, FEdE o 9v? s9ET 3

T TR SIfE Al T S S0 @ Aol o1 |

Gy e

G35 AR aramar ¢ Rerfre At w6 TRER = 3T dem Tea wEl e, ©f
TE (@A GFE FiE ©F AT AGNIT G2 FICS 5, @7 I RRETI 390 17 (@, AT (AT
(FIT ANSTR T GFG FA OF ST AR 22 F00 A2 27 | g Ao Afireifs gzt
FACE STFA Z0O TGRS AN AR (128 FAAN ATFA AL NS T2 AL A SRS oy
a2 Fhre AT 27 | @S TEITE T6® | S IS AT T FCA (07 I FAEN TONT T A=A
IE | ORIGIS ST AN 7 {6 T8 O Gff &=el I | IR Soo Bl IREH FTO S00 BIFT
PTG I-F (*ITT T T3 I AR | FrAie A [ Aol w67 PR SNffFeea Jearr it
AV =1 03 S g (@ AT Wi F4T 77, ©f RS S SAifaefie | SngeTwel I 99, wiY
IR @7 (Deferred bonus) 8 35F TR JAM (Stock option) & 4 WWWW
Al |

weifefes AR *mfor gderel va T4 & Ssbo AR (SR WMF TFTIM efreivar T3> bieg
T4 =Y | T ST ZCET GN S T AT TS IREF AL T (O o AT
0 27 | AfeDiT At RS 7 T ARCNY 0T A0F | WX 496 [THAET T @ @ Ay
TfeTFma oy G SITa! Tor «3R «te Tiferwal srore wiwd | «ft [fegei wfare w4 a9 | @v+-
Teifes, W, tamite ar e fofers | w9 @i A2 @I e Seem si@s aft
SIS (ST T T AR 0 T |
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PO IR~ (e, S YN eFY, JFFEH $fe/ ey fw, weny

Concepts of Rewards, Necessity/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 ARCE |
" SFER IR G TR 99T FACS AR |
»  FRIca fofe/Reany ey i =l face #Akeas |
" P A QAT FHCE I FACS AR |

Concepts of Rewards

“Rewards are the special types of motivation.” SR, *FHR ZC RO @R (@=ell | &I Thga
SR e eres [y @a 16 @ G 7 FA0ST | ARTITe AP 2dbe =X | SR S[eE
e e e SR (Teq 20T | GRS TR A (TS (ST 25ae 2 o | Migaees sl [
Tt frera et qIcsT | weTeRR Refed +17 afedie Mfasar Sima Fier TImeTa oy w1 e frs |
i @ T Ao [y @ wd emi w9 7ol ©iR (@O A AFFR R wiefke w9 =) wdie
LAFSHITT FETHMET & SN @ NAF 8 Il Rt emi T4 27, S JFHR WA |
(TR T T8 R AR A (FoA-Orei | (q®IWF JIFGMET GFF F. W. Taylor oo FIER
ST AfSDITTR (TO7 eMITTR &y ATLFTTES (Fo7 TR “@fS (Differential Price Rate System) &S
FE | I Foof ef SR feaifere e sFwe emiers [y s Rmpe weac | 3 ey %
A HRTS B AT B |

IR e

Definition of Rewards

AYRTS FRAAR Fee RN ©IMd @ (o ©el, TG 1 T G JERA-RET el F1 7, SIS
SRR I T | OIRGl SYNE (o AT gl 77 I [y« wwifls sy At e Jfqars omww
A AT | JFFIF T IF @ AT | SR FHAT @ 2 THE NS ST ARSI T Fle
M P A IR SIS Tesmaisre I =13 | efeBI T Ga0Ta AFHE [ T | G-
IO, S, &=, @RI, T, ATAlgts, e FFho, Fhml, SIea Awre defs |

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

behaviour.” SR “ ATFT TET THIPIFIT 8 (LINANIET SAMIT I BT (F LoIfTe 7 AT |7
Robert Kreitnerd &3 e (@, “Rewards may be defined broadly as the material and psychological

pay offs for performing tasks in the work place.” IR, “JFAFCL FFHT ZCE FRCFHCE IIROTHMCTI &)
Fgre @ AEifae e Sore afewr 1”7
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Ivancevich 8 Mattesond<¥ NCS, “Rewards are used for increasing job performance and ensuring
organizational commitment..” SR, “STFT FEFTO! Jia ARG T WHPS T T D
A

TS BT A I JI I (@, 2R QN G0 A FAT TR T FHI wrel, @i 10T
W3R SR Poifers e e I |

FHE YT ATl e

Necessity/Importance of Rewards System

STFIT T T IS ST T TGN A | A T FAA 0% 20 N0 80 | 08 210%1q 9g

ATAGATST AT GFY (ST 2 -

. WA @ (Employee motivation) :FIWMA (T QWIF I T 2T IIZR TR el
e | GTe T FIEE AfS A | (@AW T FAD WF T ST | T ST S
HRGNO] Y |

R, RS AT (Increase morale) :2TFF AW FCE FAWMI N NCAKE j]% AT | QO ST
FIER AT TS TG FACO A | T ATSHITTT Tgfe A1« 787 2T |

O,  TRAWT jf%n_ (Increase productivity) :&fSI Seoiweiterst I Ao e A JTHFE | 9T
FCE ORI F& AF TW GR AfGHITTR IS oW = | Feew aifs 7@l 3w ot Teemes Jfwm
oM | BAR I (AT AFSHITT AT TS I AT | 0T FAAA (O FIICANS ATIST 2T |

8. WMI If& (Thereat dignity) :9F& TN AW ©F TSI, FI& WA T G T O G
e MR B[S T TR | T OF TR I o | Gre 2SI TSNS I #A1 |

¢. W@W‘T(Remove idleness) :&f$3I Neaifere Siw SemTer @Y 49 T ©F ST ST
Gy SFFIF AN FACT (3T FEE T | 7S] GRAIPAC C(FC@ 2T o]l Of i #Ie7q ICH |

b, QREFER T BFIF (Promote life style) :SITA@ T SFACTT CFLG JTHI OIS THENT | 4
0T O SIS T FRAT S0 AT | ANIES Gmi I A |

9. GIEENITFF (Reduce monotomy) :FAR JFFR WA T SIMA QICIR 77 FAT T8I
Y | FEA 9L TP P& 7 A0 IS TS 20 AR | ©IF OA 9 GRECAN vH FAF Gy
TAIT ZCT ATFI QW |

AT I A (@, AfSHTE S 7 e FACe 20 Y AFHFR 9! ACS T | OF T A elfovie
SR I ACHS (RITS AR 7 |

Base of Rewards/Factors to be Considered for Rewards

@ @A AFSHIL o1 o757 20T FHF FI0ed fofers Swa 7519 emiT 1 | arwe oy [y g

IR A =T

S, M TR (Performance Appraisal) : SF%F M ey @6 feapy e =t
FETAE FERE T | S P& Fe FC (T A S 2 FHI AT FACS 1A |

3. FIE YOI (Efforts) : (FITN (I AFSHITT FH JFTFIT QIR I ST FICSF T 7 4%
SR 1Y ATHBT 8 SWIAE A5 FCH (ST T | 12 ATHBT ARAPI FARNS FHR (AT AT |

TG v *Bl-3¢0
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o, I wES (Skills) : T TEwSl, SoTEeR T ST 0 SR AFFS I T | AW THS TS
Q¥ SIMa T8 o @ T |

8. Ta F& (Job difficulty) : AFSHITT TCTF T AT A IIF S0 IS & 7S &GS Q7T
e T | T R IR T (13 IS AW I Nfoezs! AE 9 | O3 (T FA S0 FI6
TS FACO AR OIS (T RO 2% @it Siyifre w1 27 |

¢. fSAE FI& (Extra job) : AfSBIT Fwa Fier a9 o e Aee | g wfelae w5 @7
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
QA7 =Ieer | 95T SfeE AT | FI FIS TEOI AL TG FACS 7 |

AR I T (@, AFSHIET BTy TS & 2 TF A A[oT MY @R qF & (& (I
TETE ¢ G TAR R 1 THw | A S e A TR @ Ry ANEF | O A A
ARSHITTR FCHT (TR 72 A |

Qualities of Effective Rewards

RS TR T I (o Sreielife | efsdieTm S aeF (MR & 7R I9ER eF9
ARSI | JFFE T I ST 20O AN | OF T I 7% 2 G P @lfe ==y e | o1
T AACS A (@, JTHE JIZ FAE GG TSTB S 932 FAK SIS T2l FCF (ST |

TS Fe1eP] ATFIET QARfeT o ST 7
ey fefe

:
.
5 . e fofe

S. 9¥RT YFFIT (Meaningful rewards) : 2FFF OTF 287" To© ACE AL 29 F(F | IALIZ T @F
SRFHE 2FHE T | I FLIR ATFF A IR &fe AT IS | O @0 I FA19 P 8
ifRAl SRR AR I9E A T |

3. RS 6§ (Basis of equity) : & Frifere e wifig et AfRorREEe Wil @
SIfF AT emie, VRS 8 AT T© (/1T T2 FR WIAANST | FRIF 8 T2 ! FGCa
Ty IFAATST 2 THIER fofe 2exr Bfvw | « Tee FHma afediem afs warie S ol |

©. JWIC[EF (Basis of reality) : JTFR IBIOMOGF 20O (A | IAEI (AT AR FRT X
SIS TS I | ASHIT ST 403 T &) AN GF ATFE I a9 41 o | 93
T FAT AP alfe Tgier ¢ wRfs 201 |

QLR JTEE

FReIfefas
TS
TFARA

SRV ARl

T o E R PO LY
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8. WIS (Flexibility) :%TFIT TIZ! TIAT TET LT, GF3 G ATH UIZT AT A
Tfbe w7 | I wFel, FICaR A9 € AN [T REIva T3 2751 9 I @ T @0o A |
T W FAE TANTS (@14 IR AT |

¢. TIIM (Reduce cost) :JFTHFCT IT A7 & The 77 @ efSBitam &1 &7 iT® e | ATS
AfSHT LT A T 2T G (LT @Y SFTHF TG ST 41 oS |

V. M RFAS (Removing fatigue) ;ST IER SFTFF QAT FAC A GFCIAN 77 =7 |
ST FROTHM SRARCANY T | AFSDITT A8 IS I | T ST Sy 0%y (NQre
AT |

q. e & (Basis of equality) :JFFF Wi Ted fofere zexr 8w | «F8 na IR @
ST (I SFTHR QW 1 341 T | TS 05T AT @R IR Tory fwfess 237 | ©1% Adwig
e STATS FFe 4 O |

b. JASeETe f6fE (Basis of universality) :JFFF I3 FLGHT (< | TS FIAT &S SfqB
¥ EICE o7 (@08 FF AT 76 1 Tfbw | TGl FN9 Fe3a 2fis ez e @3 |

SR T AW (@, TP SFTFA qWH AfSBIT I A0 (TRICS TRAST I QIR FACHR T4 I
=1R] T (M GIR IPTI 38 A |

e 1 - PRI 2RI T AT FAERE QIR O FTFIEE QT ST A |
' T TR IR 9T T ATSI oTIE |

/o7 e

“Rewards are the special types of motivation.” SR, FHR T RO AT (AT | AIBFSICE MG
SR e ees [(feg @ Fia I QR FA0! | ARISICe TR ebee 2F | LR e
T ftem sier SR @A T0oT | ENIE TR A (@SR (@I 2ba oo 97 | M. Sedq
facar fre | o7 2 I e [ @ o ewi 71 2re! O (@od 1 7FE e wiefke =
T | IR AfSHIT FETHMET T FNWE (@ T 8 oifiE JrEe-Akdr eme s 77, o
ATFF I | AGFNS FAWR IS [T ST (@ (FOF ©fel, TGH A Tl GACTF -4
VT A1 2T, OIF JTHE o0 =T | OIRTT BGq (Fo7 1 NG 77 2R [y «@ew smifds sy A
A ARANS THE T NSRS | 2THR AT OF G AT | SFFF JIZR P woyfa | afi
T | OfF ATHCAT WS @ AH, @ANA- 2 THR qRR 7o TF, Iefefes ¢ frear«fefes e
T, TN 8 FIZT IS 2 | FFHE 2 ALK |

FTHE b BEIENE
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Types of Rewards

Types of Rewards

HFHRE GF0 A® TR THAMT IR NG I FICS SR FCF | JFFRE [fogong @fifer

T A7 | O FoH(G AAT® AFHCen RO -
i. SreeSer I AfZIF F@H (Intrinsic versus extrinsic rewards)

ii. SNfefE I SIfF 2FF (Financial versus non-financial rewards)
iii. PRISfeF I Wofefes 5 @FF (Performance-based versus membership based rewards)

PR T S i@ PR emia F0o 2 |

T FEs e foraa e Sorgom F1 T -

(FTHETS WG 7% [IZI2I

v

4

v

Intrinsic Vs Extrinsic

Financial Vs non

e Job enrichment
e Shorter work weeks
e Job rotation

¢ Employee greater
freedom

* Money

® Promotions

® Fringe benefits

rewards financial rewards
¢ The techniques of ® Wages
flex time e Bonuses

e Profit sharing

e Paid vacations

e Paid sick leaves

¢ Purchase discount

Performance based Vs
membership based
rewards

® Increase the employee
financial position

¢ Better life

e Attractive job worked
place

e Top impressive job title

® Own business cards

® Own secretary

¢ Performance

® Use of commission

¢ Piece work pay plans
¢ Incentive systems

e Group bonuses

e Merit pay plans

e J=ie oy asitaa T e =0 2T -

e Cost of living increase

® Profit sharing

® Benefits

e Salary Increases
Continuously

¢ Seniority

¢ Credentials

¢ Use of company auto

¢ Paid membership

¢ In country club paid
membership

S, TErEA INW Ay S=FI¥ (Intrinsic Vs Extrinsic rewards) &SP Frifere <5 oI FiteE
ffec @ < 182 oo w7 1 TR ged T ©IF ASy@A ATHIA | Wey@A FTF Bfe vy few
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ST FACS A | G T oIS AW AT |
f0s SrereAr SFHCIR Fg SrIRae (e 2 -
. Pl azrel oI (@S,

<, (oTere ST (Tt 41,

o, SO BIeer fees ez <=,

9. PR Tgfs A1« 341,

6. IR T FIACT A,

b. IR e 4,

TR FHWME TGS JTFR AW T (T T A4 QAT T4 W OIS extrinsic Il ATF 7R
T G QRN L o Siferarife Remwe S 68 AtE | [T extrinsic I AT 7FCIR 7
TR (ST A

F. FAIT AT TS (ST |

SR

. tagts @

q. aifes Jfaat Tonifr |

R, Wif&F I SifdF ATFF (Financial Vs non financial rewards) 0@ 3% SfdF Soimex 3t
2T 1 T OIF F 4FHF 6T | @ P Armstrong I, “Financial rewards comprise all rewards
that have a monetary value and added up to total remuneration.”

e SN T (12 7 7 (N0 aifde T i o1y g @3 T I I @5 (@O 27 |
IS FHR 2 I & [T e fofe | s s Sneae e

S, TGH 8 ([Fo;

SNCICIH

0, FICST S

8. (oT=;

¢. 7% 7% (o wiv;

Y. SIFSI AT (TO A @

q, T 18T }oifm |

ST AT I A G ey T I =i Mo g w9 2 | @w=-

>, ef*FFe qE;

3. IR Sgfe Ag;

©. ST AR (ST

8. &< Bfb amiv @

¢. P sAfasdr Sonifer

o, Jfefes T wnfefes SIS (Performance based Vs membership based rewards) efsdiey
fcaifere st siees Tom fofe vt wdie ST TR T @ JTFE ani T4 - oS drifefed
AT T | (FN-

. Ol eI,

2. & (NPT nie;

©. I gqmiw;
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8. TR @I 2 @
€. ST IR 7R oy |

RE efdi frfers sHom wme Bo fofe 38 @ 75T v 41 7 OItF Iifefes s7aR
T | @ -

5. QIA@E W i

Q. FOFIRCAS L W

o, frafie @ 3f;

8. AfSHITTT AT LA 8

. A MM emie T]ifn |

AT I T (T, AT o157 AT T ATH R A AR @ T | (@ (@I dFIE3 QS
T (@ O TR 8 YT TEw3 IoT (77 |

| el e : | R sErEiceE eemren SRR o1 |

Gy e

AYRET® FAMF S [NAE SR (@ (@O ©ref, Mg A A QR - QWi F4T1 17,
SItE JFFF I W | SRSl ST (FoF A TGF 97 I3 oy «@waa smifds Ar=@y At sear gfure
HFHR TN SAOR® | JFFF T GF AT ATIVAT | | SFFR QI Ao ARPIE ST J- AN
TR PG SR I | 27 [fog A0 T AF | @ foqfs oripre aF@ren 2@ - .
Srer@ar I AfF 2FFR (Intrinsic versus extrinsic rewards) , ii. WRE I offE 7wET
(Financial versus non-financial rewards) , iii. FIAfS[GF MW Awfefes Ja% | afede fwifeas
T O Fted [T @ FEEE oo I I TEE AJO] F(A ©I8 OB JFHE | Nor@re
ATFR G vy S TTeq T AT | GF FCE (M T AT | AR FANWMI TGS SFHE
A TG (T AP AL AW T T ©ICF extrinsic I AMGF JTHE T | G 4N JTHFEE T
e e Fie F@ A | @ FFE NEE TA A4 awiw I T o iffT 4Tw_
JCT [ S I A W e 73 WhTe *1fe e 7o T4 =11 @NT-5. e 9], 2.
O TFfe A4, o, SfFT AHE AT, 8. T ¥o e 8 ¢. fre sifandt Senifn | afedia
facaifere st Fites 4w fofe wta wdie T PR S @ TFF qv F91 27 oS Fifefes
STH AT | (@AN-5, WFO] WHR,R, &P GFET &R, 0, IR Wi, 8. TLR @IV Wi 8 ¢.
St SR AFHR Tohifn (=R efewie Frifere F¥ftrs sonns $ve fofe o030 (@ A 7%1F awie <41
T O TSGR TFF ICT | @ANF- 5, QRTA@R M Jfar, 2. TSR ¥ 2w, o, fafire @eq
I, 8. AfCHITTR AT TIRA € €. FIRS FA[AW &M T |

SE:

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

. Jeffrey A. Mello, Strategic Human Resource Management, 4™ Edition, Cengage Learning, 2019,
USA.
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@oA 8 TG (~NfHTeiitT) Y F0e I JA? (@O 8 TG« [{foq M AT T |
e @ NG WEReR [y REemg SieEar 326 |

oA 8 TG A2 Ao AR 2Ty a1 71 |

O 8 TGP ToT W ZFAYR FLCFCA A 2 |

fiRia Afcsifesa Aeeet e | «F Aot 12

AR @ART AR SRR AT F26 |

2T sHifarsifs e Fifaeae @rse I Qe “Nfrsis e deremz 9=
T |

T AT & AT LROPTR I TP |

33 fo? a3 AssiRTem I T |

Ffefefes @INPT 8 FFHTT FPTIR I T |

I MG AL AR FRCAATLCTT SRR AT T |

TrnRS ARTeiRs 67 T e awpmz Ji?

THAR ARSI e 6@ T |

THTRARS AT Mt FNF [TI05 [REETNR SCAD TP |
AT AT g 67 @ ARPFAT TR AT 52 |

T3 HAfEEE @ e AR HR Woay o1y F?

AT T FINF ARTEFA (ESOP) F? O FRLI-SAfqT AT 5 |

@9 (SEP) @ /e (P) @ tey =nfay foefyr 29 |

e ARPEA 7 qF GFF AT F |

VTR STV FT? O SO SACEBA S |

G5 AT gravar ¢ REfvs el g THeae TS SEsal 0 |
TS IS Al ¢ Fgeaniv eame w=1es fF gam?

SITFIT 2 ATFE I AT GFP A S |

oI fofe R (67 G0 el ATFIE Qe AT Feee |

. TR CFPTIZ [T T |




