[ ~+-10-17.. -Our company now uses a poirit method to evaluate .~ ..

CHAPTER10- ». DEVELOPING COMPENSATION PLANS ~ 315 .

. -jobs for pay purposes, and each resulting job-class R
.also has:a rate range associated with it. Salesassoci-~ .-
- ates.are niow paid a salary; not based on incentive .- 10{18.{

that asimilar problem (inequitable paybasedon -
~-gender) does not arise again, assuming they con-
.tinueusing the pointplan. =~ = -

What sort of compensation plan would you recbfnf_.

| HRIN ACTION CASE INCIDENT 2

pay. List three specific things we can do to ensure * -

- mend forus,and why? .~

| carter Cleaning Company ¢

* The'New Pay Plan -

S - “storesare paid. ‘
4 mining what his company should pdy. He peruses the want
. his friends in'the local chapter of the laundry and clearers

-approach to paying employees, his salary schedule has been

1

- Carter Cleaning Centers does not have a formal wage stric-’

- ture nor doés it have rate ranges or use compensable factors. -

. Wage rates are based mostly-on those prevailing:in the sur-"-
. Tounding community and are tempered with an attempt on’
. the part of Jack Carter to maintain some semblance of equity -
- between -what workers with different responsibilitiés in the

. Carter does not make any formal surveys when deter- 110-19, Is

- ‘ads almost every day and conducts informal surveys among -
. ‘trade association. While Jack has taken af‘seat-of-the-pants?’--
-guided by several basic pay policies. Although many of his.

-colleagues adhere to a policy of paying minimum rates, Jack.
has always followed a policy ‘of paying his employees about

he believes reduces turnover while fostering employee loy-

alty. Of somewhat ‘more ‘concern'to Jennifer is her father’s

informal policy of paying men about 20% more than women
for the same job. Her father’s: explanation is; “They’re stron-" .
ger and can work harder for :longé_lj‘hOu_r's,v and besides they:

_all».haye{fa'r_n_ilie_'s-‘to_suPpott_.”_‘-':'-,-'- TR

"Qu'.es_ti'dns- R

e _ébmpan}%:ét _the:pdihtvy?ﬁere it should be set- °
ting up aformal salary structure based on a.com-
“plete job evaluation? Why? R o

10-20.. Is Jack Carter’s policy of paying 10% more than the
. prevailing rates a sound one; and how could that be
‘determined? . oo

1021, Similarly,is Catters male-female differential wise?

. If not, why not? -

, bout 1032, Specifically, what would you suggest Jennifer do
0% above what he feels are the prevailirig rates,a policy that - now wit ). her company

. mow with respect to her company’s pay plan?

Ranking the College’s Administrators -

- ranking method.

_and obtain job descriptions for your ‘college’s dean,
- department chairperson, director ofadmissions, library

" director, registrar, and your professor. - R
. ~How to Set Up the Exercise/ Instructions: Divide the
. class into groups of four or five students, The ;groups

EXPERIENTIAL EXERCISE

. Purpose: The purpose of this exercise is to give you
- experience in performing a job evaluation using the -

= ‘Required 5Under$fahdﬁ1gﬁ- You should »b'e, thoroughly .
. familiar with the ranking method of job evaluation

- will perform'a job evaluation of the positions of dean,

 department - chaitperson, and’ isroféséof- using the
ranking method, g the

L 10-23. Perform ajob :E_:Va'luatidﬁbyrarjljking‘the

- jobs. Youmay use one or more compensable
- 10-24. If time permits, a spokesperson from each
© ./ groupcan puthis or her group’s rankings on -
© . theboard. Did the groups end up with about -
. 'the'same results? How did they differ? Why -

-+ doyouthink they differed? -

ENDNOTES
‘ Scan forEndnotes orgo to WWW v pea.rsonhlghered com/Dessler
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