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Compensation Administration B

o=t

fis IO oird AfReR [T @ @O, g, I, @F ¢ S JR[Er (N ATE S
RO I | GF6 AV AT TIFIATR Ty Ffooel TS AT Tef¥ | Ty 8 TRHFE Frosget
AV ST ICE 2fs TSR, AR 8 SPrey Jfar I, T 8 Tes{meyaeror S WO,
JEE B @ SRTFS! v I G2 ¥ GAENTSI T FF | TG FIICET 0O, ALH @ B,
TG @il T AAmI 2w, NG| ARTe epfe T Fos@e e#P=e Ao |

ITFG IR Amw | 3TFE Tifes A AN & ARIR

«% FTBH TR

AT-L.d:  FISIIT P el 8 Ieeal, TR oL 8 FeTal, @orag o @ Heal, Fooe &=
AT TG G (TS AP SToAly, FHOSH ¥TCT N OTIR |

AT-b.3: (O TR 8T LORRBRFIA ST, WO 8 NG L7 A, TG LFCH,
TG SETIR

MI-L.©:  ETAVANAE TGRA e ARTEA: Rl @ FGl, eAVARES Frosme ARTsaw
it e e T TR, Frea AT AfRTE VAT FqT A7, =
FrosEe sAfaeea), R I IFHTOR FrosRem ARFe SamnR, afes JRam
e 8 e, Aifes JeE @R |




fafa ey T T KB

PRSI =577t ePTee G198 STl TgfRe 9 8 Fewst, e e @ e,
FORY AP WA TG @ ([FOF AT STy, FO7TT AN
TSR

Concept & definition of compensation administration, Meaning & definition of
wage, Meaning & definition of salary, Objectives of compensation
administration or wages & salary administration, Principles of compensation
administration.

Ty

Q #M1 (T -

o TSI AN LIFel fT® ARCIN QR Gl I AT |

o g o @ W@l FACO AR |

o TIOA Y @ IR FHAC ARICI |
TSR =T AT NG @ (O T STy 6T FHCS A0 |
TSR HTCTR TTAOIYR I FACS A |

1 O @ISO Qe 8 Rl

Concept & definition of Compensation administration

Compensation LI =17 | @F e fSLifae L 2ot Fos7el | AfSHITTR NI T I NI TS
FAE T (@ MieF 8 AAHRE Fe 2 ©f AT Fhos@e T SfRe F41 2 | S e 9 AW @,
afsPit feifere e Tt tifes 8 MR W T GT ewited [ @ i st @o eret
8 Iy ARUT AWIF FAT T S Fro7FA 0T | oo e FNA TG, (@O, @0, I,
corI, =gy i, fofeestierer agfs fadaariae N eeme Gar ST IR 0L IS |

TFOoCeld PR STy TGl 7T W 4l e

Decenzo € S.P. Robbins @< JC®, "Compensation administration seeks to design a cost-effective pay
structure that witll not only attract, motivate and retain competent employees, but also be perceived as fair
by these employees." S<iR, oo eI T 20N GF 96 T FICOATAN (@O TS Loz
T ACS B @MY I AGE, (@S G TFFIE I 7 IR O W eWI G917 I 7=l

RO =7 |7

Gary Dessler 99 O, "Employee compensation refers to all forms of pay or rewards going to
employees and arising from their employment" SR, T o=l 7RI FAIRAE ANE e IFCNT (T
ST ATHECP AT A S FCReers A 3 |

E.B. Flippo 4< 309, "Compensation is nothing but the method of remuneration the workers of the
enterprse or organization judiciously and adequately in achieving the objectives of the organization."

e, 2AfSHITTR Ty SRR AW IR WIS @ AN SAfFd e Awfe 2
w7 |”
Prof R.W. Griffin @9 S[{, "Compensation is the financial remuneration given by the organizsaion to its

employees in exchange for their works." SR, &feHIw @g@ o AW FceE [ ave wifdls
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“fifaefSe wlos@e 1T 1”

Dale Yoder €3 09, Compensation administration invloves the selection, development and direction of
programs designed to implement compensation or incentive policy through financial rewars." o |
oo &P A TFIET MG NI @ SreemiT e IWARET &y 4TS 7405+, Tz
QR T IS seve 36d |17

Milkovich € Boudreau €< JC9, "Compensation refers to all forms of financial retuns, tangible services,
and benefits employees receive as part of an employment relationship." SR, T ee s e
T TS RIS I TH0N LS 7, GRT @3 FRAPTREE Fro7el 0T |

TATIT AT @ TCASTER [T (A @RI AW (@, Foo7e 2o elfSdiera FNwa ave Toa,
o Sreiv ¢ FRYPTR A ST i JifS s Rfvwe «nfwf ot o 24 |

L (EERCR AR R
Meaning & definition of wages
@I &S @I [ Fitem s w1y [WE s st e @ sl @ sw s

NG I | MG @00 AR Tesme e fezifers @fiwoms Aifwifcs [ | g e, g, %
3 T fREIE awis F41 =W | ORI @I e f[fue sites feferee wgft awiw @@ =11 Iy
AETS FIF 2CAF AL T |
Same. E Brown and H.A. Wolf «¥ Wte, “Tereivey eaifere wfiwe Afwfiwam ar ezt =3
RIS ERERCIE:EY
Cambell R.Mc Connell €3 TS, “T¥ o &RFME CRF & 2WiF 1 T @612 TG | MRS
w1 ifeielere wgiR ok Far =7 1”
Dale Yoder €3 ST, “TFQr AfSHITT ool Sesivey Facs oIt @ A wifereass F1% A «w o1
TgR | Tifers TR AT (e s 1gfta @ o o 1

Edwin B.Flippo €3 TS, “Tgfd oo AfSHIT STe] AT Ty SR TEBT A2 SRR ST l)
SIS IS @ VRIS JF© FAE JAT |

[SSER AR
Meaning and definition of salary

ATSHITT SAFFTIT S T T AT FATS[ GIR FIHRIIW ©rd Feea [ @ wAtfereifre ar o
AT OIS (O AT | AP I T (@ (@I ST Fare Frar efediems fdifae Fom s
o t Afsfefers i e @ S (I AT OIF (@O 90 T | ([ FAYHIS N ST
AT 7@ R White coller employee Tt Al e @ (et =7 |

FOSF A TLIT TG R (O AN STy
Objectives of compensation administration or wages and salary administration

2AfSHITT 7 TPNTE AR tof A @32 Ao Tew FF I&T IR &5 TRY @ ARAE

@ @ TG NEFe T TRTF | ([Fo 8 TGH ¥PIAT 93 I IR STy AR | I8 TG 8 e

SR STor*I] ST BT ZCAT:

S| I TGR 8 (FOF FIST AfSDT (Establish a good wage and salary structure): URT TG 8 (@&
JT Af DT T NG @ ([FOF AXPAT AON TTory | TG @ O SIS TG 8 ARAATE
R & ¢ P (@79, =R 9 efepiea afs ey 3w =1 |

3T0 u ‘j‘é‘T—)ow
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3| WF 8 o FA AFE (Attract skilled and experienced employees): W% 8 oo I GFG
ST T 7999 | T T IRBIANT Ton Qi TS ' AfNF @ FRIT 7w 8 Ao
I NG (O | W T AT DI T IeTS! AT @R AfSHITTT o157 T FZF FCh
(M | ©1F 93 W% 8 GG FAAE AfSDI efe TFder (i FAITS (M0 A1 ARSI 47 ATe
(VT AFENT @ TSN (A0 '8 NG W T4 AOJS TP |

9 | @Wjﬁ? (Increase production): &fSBTA &fF-FA M TG 8 TS TG 8 o AW FACET
SR (T, FCHANR IR FACHIT e I 21 | AT 97 Feaame! DI TeAmaeTore
I~ | SO I AW (@, AFBIR TrAmTAIeT! I &y TR 8 TS (o7 8 AGH &mie
el SAMI A0 | BT SesimaieTe! i (ot efSBITTa T e SeAe 7R {0 A |

8| W@WWW(Removmg dissatisfaction from workers): ¥fXF 8 FRwF 7,
AT 4R TS (TS @ NG AW FACET SR N SPRIF, (ASATF TCATSIF G2 TS =
0 AR | O T Af DI w8 FaAr Al ag, TA1R @ Tl e Fiee Sirgfer Fre
AT |

€| Y ‘{‘ﬁzlwm (Reduce labor turnover): =W, 0T IR TANTE TR € (F© FIOTAT
AT wfis @ FAF AT gefiiTe 29T 0 | T3y, AT @2 TWICARE TGH 8 @@ Fefzet
e Wi @ T e effo Teore, TwisHT 3 Al efositr dfe sigerer gfa = | ="
@37 T8 Wi @ FAR AT G TTS I ZT 71 |

Y| ETRWIS I I@ AT (Maintaining good relatinoship): fSSItaa FR(ra Wy ERWI7S 791
JGIF ACS FE @O (T GF FACS A | YRY 8 T (TS AR W FAWA T
GRS % 10T (ST 78T | (IS ({07 JIF] 2AfSBIR @oF Kol &eR & q1 FHNAA
T IR o9 FIo @ I& A THed NS R e ¢4 |

q| P RECZT (Reduce industrical dispute): ef it WGWWWWW ﬂ'@?‘ﬂ@iﬁf
e (@oF 1 (weA T e g Reare (2 =7 o1 TRy, e 8 $hiyE AgfNe @o emitT
e figr e st 4t T |

b Wjﬁﬁ(lncreasemorale):WW@WWQ@WW@WWW
SR TCKY RO M9 T IR WIS I A | S A i (54072 &N ¢ FIar A Teomg
T e Fiter ST 36 |

51 @TIWT (Motivation): &feD=a &fis ¢ T W IS ATATS TG € (@O AT F4T T
ST BT OIMA WA O GAC (2T R 16 967 | 97 0o &fNF @ FAa1 SN @ Ty @
SR I FiTe e Fa 3R 2By Seeime Jface T2AF 9 1 |

o | TG 8 (IO PO IBIAN (Implementing wage & salary structure): (FOF 8 TG A=
TN ST ZCET (TS 8 TG FIONAT IV | AT AT AW 20 AfNF FRF N0y
e e WieR ¢ Twrodl I 21T G DI 7T wew TRe A |

TSI ePITCTR TN

Principles of compensation administration

FA A (@7 ©rel 8 JRLM FIRAE T ACH FooFT NPT 0T Ao o 8 Sraer
T4 433 Trefd | 90 «3fb g Feve eieas TSz SIcersar S0 Zee |

S| TogEel 8 WHFSR S (Principle of efficiency): FesFe e aF=red M@ Fawe 27 @

TG v B-308
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el ¢ SfewerTy $age FNE efopitad efs WFE =W wEel 8 SiwerTgy FNE
RO TR (7 AP AT GR GHA AT G NI FOACT (G AT
AT | @ FNF 8 aYfFre W 8 Ffewo =g FAHT & O (Fo7-Ore! F{ae T
Tfve |

3| f¥f$Rerst (Stability): Al wfoser qife ' fFreA zear earem | AfedTT @o ST
FBfoHe I T ASIER & (o &= Tl afie 5] A 77! [ioe w41 8o |

© | NS NS (Policy of consistency): ST FIFET, TG GIGTAT 8 FICEH AL ANG (@0
oo T (qo-Srein e T WIfRIT | TmFe! ¢ ANTIMITI &¥F ¢ FI (o0 Ny
T AET A ANE CMCS (AT T o |

8 | RIS MfS (Principle of equity): AfSHITT FAHA (@IS FITT @ FIT TEAT THTF | ST
AferN efedieas woomer fqfox M MAfs 8 AN @2 T T @ Ry oo e eerge
A1 YR T |

€| TNFSIF NS (Principle of flexibility): Fe2e NSTE THITST AP T | AT AR W<Z!
el S ~ffafes sAffgfon 3t Ae-AeAMTAR &y FA(R dvg (o oiel @ FfLifw M e
TSNS AL @ #[: T T2 SA*7 |

b | ETREEe e (Principle of maintaining interest): W%“’B‘T S @sreita Mifs g, 1 Bt @«
AfSBIR WfeTF, IAEA, TFTBET FNIW, B &Pl e, LR Gepoiel @R AR e
e ST T AN |

q| FEEYRST (Welfare oriented): Fro7F Nife QITOI o F4T Sb® @F S FA(MF &= AKS
IO O G | W G G 8 FO7AT AXPTACS S TON 8 SRIAR KRBT @0 (Toe-9ref @
S AP AR T e gomT T e | AEAT AfSPE @X G FEeryA
FFfosFel NS LolT T LG @ ©f ead WLIfo G FATE FerIce S=miw AL |

v | @S S (Principle of availability): Fooe e Qawea gz w1 Tfoe @« ©f FAW
GREGICET SARN ¥ | SR T T S R Q9 A1 SO0 7] Fhosad Mfere
T ATE AT FCF FA AF TR 8 DR FICS SR FIACO AN |

51 @O FT e (Determining salary stractural): Fre7@e s otaa 436 wFesd =«
TR T 8 ANePTeR fofere @oq T fdme | afsviaa Fem oFfs, T =W, Feew @7,
AN I SIfEA 8 (SR AT @R Wy eferart afedian @on Forwr Ruawer e
o7 FOTC fdiaer w41 Tfow |

0 | I M (Quality of performance): fSHITT FAHT FIOTAMER W @ “Afrer [ewar @
TR FCH T 8 IS Flosjael (IF T ACAE | ARIF G4 e wfosae g 9¥
TN 28T Tfo® AT FIAN I FROTAMC M TS FACS AT |

53 | SfSHITTT T (Structure of the organization): &fSIT o fefere i eraew SRR
I AIE ¢ Foq7 RIHAT F@ TRy ¢ RS FHFR NS o= Fa1 AT | Qe
TR AmEs g s 42 ¢rear srore axgsr |

3 | STIMARES Ffe7F NS (Principle of incentive compensation): &SP ATHHARET o=l
Tfe =fic sTma st dfe war e F@ 1 arore grmaee Flosmd e I
IR AP F0a @R AfedIts Terimeere! e o0 | ©IR efopitTa SesmmaeTe! i
R AT TTHT T G ATAAAREAF Fo=j7e Fifs AT T T=ef |
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faf@a e N T GBI

»o | SfSRE FIeR oy SfSAE ©ref (Additional compernsation for additional duty): —@fS3Iag
FhosFel Afere Afsiie e o Sfolie o™ IIF! AT AT | QTS FAWF (TP
ST FACAF Gy LA &SR AR @FICAT god e It SR &y FAF Arefs Fhoozet
oM 41 &bw |

8 | ST &% (Attention of complain): AfSHITR ¥fSw @ I SRR @FP 8 AT
AR &[S g ©f fifesae wfosge e eemma Seery e | sma Sfern @79 ¢
fr=ifeq oy FiosFe IRB ATAGAT ANICF FEA A ST |

¢ | BB SISt IGF (Payment for leave and holidays): @fS3Iaa fie-Fma A« 75, SoygersiTe
2% 8 Wiy S Bfo9 T Ry @R TS HesFeT Ol ([Fe-Sreli emitad Nfe 2t
IR TS |

S | ATESs & (Basis of budget): AfSHITTR ITSHCH S wlo5j7e AWtd IFr A+ Tow | =7
G O I IF] AT ARSI, (e gar AT Frosge 799 = |

sq | IR W 8 fRomifafy (Stability of tenure and employment rule): ST I AT
ARSHT 40T A T Fro7Fe e¥PT O (FOT-Ofel PR (AT AT SRF | &y
et e f[fe s’ s sifics @ IR AT A pRE e I@W I AT 9N
o7 e Ol (Io7-Sl & FIfS Bie] T LTAEH |

FOAFT MR RO 8 TeeEl, VGRA 9 8 e, @O =L 8 AL,
x FEdir e | Flome eeP WA TG 8 ([@OF AHPTTE SrwHy, WevRe RIS
TSR AR o1 G- S Tl ATeT1E P o7 |

@ HICHFA:

fis T sima Afdees [N @ @ow, Tgfa, I, @ e Sy R[4 T A0, SiE
oo T | TG FOWCH 0O, FFHA 8 IR, Y& G, [T A 2w, TG
AfRET 2ref Flosfae TR WIeeTes | Flosae evwa FfHe g oy Rmya, st
97 Ffe7T IS Wi | AfeBi I TR AR ot g3 dfie-Tfie Tew 7% Iam
AT T I @ AR ([T 8 TG I 2D AFo® T2 M<res @7 Fwers| fTeq 34 |
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PRURRY o IR @ ORISR SAMR, Wos ¢ YgRa W4
AT, TG ST, TG PR

Factors affectting salary & administration, Differences between salary &
administration, Types of wages, Theories of wages.

Ty

Q A T AA-
* IS FIIAR S AORRBRFA SAMTIR I FACS /=TI |
o IO @ NG Wy APy fefyy Face AR |

TG POV 9041 FACO AR |

TG OETAR IR FACS 2/ |

(==l Factor affectmg salary structure

AfeBitT IR (@A 9R IR e & qR afevierm INma 40 A & T2y, Tev 8
RS (@O IR 2fedeae Torg wwgsd | fFw a3 qf 8 e @oF o Fdzwes aor
RREFIAT ToMIFETIR A6 T ZCe:

S| A AW A IET &FRCOW (Kind of job performed): AfSDIT FRva Fow, FICea 4o
JEE @ (@O I W @ ewesd e farna [wafte | afedim wima wwer,
QIR G2 PS4 G TS I SO I OFS @ A | W SRR A I
s e S Wik Jfesd deaw @oq-orel I AR @ 2w W[ Thnwel @

R Wﬁff\?\"l FIACON (Nature and kind of business): WWQT%?TW@% Sion)
FIOTTT €T O (BT T | TR I TAFICS Al DT (@0 IO @R (PRSI 8
Fguifer afSpieTa (@oF IWTE T WA Ay AfEfre 1 9o@ IR o4Ff©
AFRCSTAR P (TS FIICAT LIS T (AT T |

9 | HfFALET &SI (Influence of trade union): ¥NF g wfR=fos, Amfes 8 aotafes = T
T4 200 AR o1 Sy | (@ 9 elfSBite wifieied (@2 PR fSPItas eI (1) afeBita
i AME 7 7K AfSDITT IR GemnEs B (@O oiel «de AR« awe w4 2|
YRS [IZ € HRFHIIT M (R FEIFTFRE NG &NF (o oreif diRer Far =
S |

8 | i Wt HfewsfHe I (Labor and capitalism?' s busniess): I A g efediT vere «fs
8 Hfe7 eor fSaAle | (@O MY AT FgefediT wifvss sffafrsa er ey 3t Fgafede Sye
oY IITE T W | T 92 Te aYfed IRy IR 6 IR ) SHATFSRTg FAQIRAT
ATATCH T | CHFOIT I T FO03 SHao 8 KW eV T4 27 |

¢ | ¥TIF SIfRA 8 (@& (Demand and supply of Labour): ¥XRISIER GifEwT @ (Sl afeditaa @o-
OISl 67T e B 0 | ATAESRICT O (@ Jaeeie e efeni 75 @os-ererm
fafie @ErorTig S MR TS 20 | AN SFAFAT (APTR ETAT TP FIRCT AP @R

TG & ‘j‘éT—bocl
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b

S A AT

=g AR AT TR I A | TR ARSI E0HT @TI T 9IR W0F SifAm I
(T R afem S @on- sret e fMwe @iy I3 7aR I AF | @I oge
CTITICR ETHCTR WA AR AT @M T RO WS (IOH-©[T AT T FA1 AR F91 = |

BeoiwAeTS! (Productivity): ¥ Fma Sestifna =ife qeTce SeAmmg SAmIT R Sitra Ftwere,
Fofmier g3 e IIERE AR | A4F TAMTAE fSHRPTICR TFSIT T (IR
IR W4T [FoF-orel R TR e 27 | ©8 AfSDITTa TAmaReTe! STaARlee aAfepitT
TR (@oo-Sre! [T @7 s |

WWWW (Economic condition of countries): (T WAfeF ST AT (o
FCT FTETe 2o [RBI F0 | MRS TFS (PTZ (@I SREEER U7 @R PR (T
THAGR 8 ([Fo-Sfe! eWiF I & | ARE, NAqge 8 SFaa#e] \PTE @4IT GQRa@d I3
DI T R (FFACPT T @RGP (APTCR FANT ACAFFS P (TO-STS] &l el
1

2fSHITTT TS (Size of the company): AFEHITTT TS FY ([FOF FIII €97 OIF [WIF I |
@R DT AT T IS A G2 AL T 8 T TG WYL T (T4 OB AT
(@O VI AT T | SHIRTTEA BT AT Igei6T AfSHIT STETs AT THRE ([oe-
Olel uiq 41 R A |

o 8 NG W ~ALFy
Differences between salary & wages

IER &Pho, T, ARAE og Tonfvm IR @ox ¢ NGRe woay g #4147y ~Aferfre =71 fg

(@O 8 TG 04y ATLFIR Crard F1 JCA:
IERES (Subject matter) o9 (Salary) ﬂ@iﬁ (Wage)

el 2D I FATS 8 FAOIANWA | A GeF  Afovi  Fae

Definition ffey Wi AmaeEe e | @i oo Jife sem [
FIROMER & Wb T e @ | w51, e, ey, i, ST
AT qwT T =W oF @ | fofare @ e T I S©itE
A | TGR 0 |

=xfefe AReT® AP ¢ Jafofes g | TRTe JfE I e e

Labor-based fafewc ewe 943 T2 (@ e ame W@WW

A4y RO C(F(q IS A ANEAE A0 | TgRA CF@ IIE AT ¢Fe @

Priority (50 P WO T4y @ ATy T |

Overtime Payment oy AAifafae e 27 =1 | ool fRera e g s

L

Working Personnel

ey [oqge IS A POEIMA | NgEee dfiema [(fog Seove
Appointment Afpig - o 3o | *fye  afewns swiftes &
e me 1 =W e et T TAWE IS
Gy TE ama e [ifee

f2ETCR orely 27 |

CF0q ATy |

A FAa 0 QTS |
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FRCFa PRI QT A4S TS ae elfepiete
Working Field (AOTTSMA IACH RETF [Reafbe | s TG pema F§ewa
T | e fafoe = |
Amount of Money WW@'@[W@WW@l AR S oL eI LT |
[REa AyRee e, wfew ¢ W | e SgiifEe ar SffEs
Education [SW (O AT 4l 7 | [ea Tgfa i Tl ] |
wfsfzes e WoNpe TSl A PRI | Ngele ARHa ¢FeE (AT A
Extra Facilities Afso  FReT @ w0 | g 9 ife ey 797 |
SRR AT A 9 e o
AR |
Types of wages

T WaTE AfeDit Fiae wf e Wme 1%, fe, ez ¢ Imfefers @ [fTwm @ o Solree aa
SIF NGRAET | NGH [{fog aRiad 2o =17 | Wz [Afog o<ia Igie SieETsar Far 2@

ol

Ny

9|

81|

GRAYIET SATN TG (Sustainable wages): @ “IfEer TG (e qFew &S ©F Q=
TIE R (@I TR0 (AW AT (06 AFCS AI OfF GRFGE S TG 0 | G
Wi @ o e @R AR mafe SifRar S99 FH0S AN 9T 0 TGH i F4 To© |
RO 307 GFem AT TG OT9 263 Sve @F (7 ©F e g RIS oy, 7, I3
ERIEEISES SR el

W‘l’qﬁ (Minimum wages): MT*E LAToF SF!, SRR ZETHIE, Abfere o2 o5 TP
@ sAfe Frey o qIeE W e TG RO (eAl 77, OItE PO NG 0T | SIS I AT
@ HfRNE TGR T GFE & (G T AT G FACS A OCF Fhoy NG« 0 |
TSN TG LRI THC@ T (FICAT AT T @@l Qfpl #ffer e | A Fores Tgf
f5& wam sw R[fey (oo S IR ARAIET TToT T30 TN 8 QIRAA@R 7 R F
MG TR 07 A |

TR WG (Appropriate wages): GIGH HAF ¢ ©F ARRET TR FeilE 8 ey
GIRALRCER & (@ Al TG dEes &, S WA TGRAC | @ (@I SATgr aAfspiea
S &y Wy TG e w9 S FRe Wfiema sifwr, e, wrelw, e @rerer Tesifn
STV | SR QETE] S QTR I g6 JNHWI ey (F Ao gfa 512y ©f oy Ahwms
Ty T I8 R0 A | ©f2 TR TGRF ST AF612 ACAFE R [aoe |

TFe TGF (Standard wages): GFGH ¥f¥F @ #AfFer NG (olteT FreiRTOg Gk R F9F ~7e
SfITe WY @ FPETe AT GRELRET FA0e AR (7 AR TGReE $Fe TG T | Ao
T 7, AN oI Glifers SifRwiete =70 IR~ okce AR ¢ [MHre Qaaeiv w17
T (AT MG I ANE @ AR TGRS TFe NG A0 | O3 @R TG AREmE TeNI 3
FAIF ARG TS ST ST ARCS AT | Ty© Ngfedifern e A eens Aifes wmr Jiw =1 |
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TR OETIR
Theories of wage

[ ToivR esiF fofe T Tgfa ~Ifawre Mdie w0 &7 | TGRORES FOUE S 2be AACR AT
T ST 1 ]I

S | RIRTHRTAATEN TG (Sustainable wage thory): Tefe® e @ Sy Fivye wdfifemard «3
TG STEA R A TR | S TS, ST B Sr wggfar (et a1 =01 wrizia i
oC T AP IR R o GR TG A 0 | O RGFACT T Awora A4 pifkwr @
T Tgfa [ 2 srg [Reavar a0 |1 agere Swed g AfNE-FNma AEeTed ([
PR A FCI (AT ©F 9B ©rg RCIvA (783! = |

3| QIE@ET MF ©F (Standard of living theory): QIRNYRTAMIEN TG ©Cgd Sged T R
GRAAI@E T ©F | 4% ©F YO &Py WA FAr qIew &fiesa [ T e Few PReE™
fafice I Sqad gfaa s R esF | 2 Sigq Wro TR ¢ i - TRRAR Jfad
T gl Afger W @eate wdr Rekreyd i Fe v | 9l @3 vy wgEEr
SR ¢ WXe-FR TR Jfa AT TGl S T SAPIT | W4 SR ¢ & -y
TR ANGAT T NG Al i =177 |

© | TGR ©2[E ©F (Wages fund theory): & 5C FlE €3 orgd oo | fofd v a9 @, @
oo T RfCaIes™ =1y JeaeTa @it St Mg ARt s e Sfve | g afesi =fim-
T TRRAIZ e o TG P AR | Ferg e gy e g w6
ATICNLRETR S I BT T A1 |

8 | VGf¥ MIFFPR ©F (Bargaining theory of wage): TG WIFAFN ©F &WF IEF & (CforT | fof
A FCEF &f3F 8 Vel e ERMAFIRRE MG TG 89 e 27 | @6 @R ebfre WeeEs
iR @R T, wdtafos ¢ Aetafos sxgl @ < ¢ A wmaaeRE esF dor [RR[

IEN

¢ | 3 AW ©F (Residual claimant theory): FIPPT & ST U3 S(HI ATSF | S (TS 7T
TRAMC e SRS I (@ AWM TR | SNF WL ACAC AEH!, JoALCTI S 7,
TR A TG @R NeTFa WL TR FAF | &= IR TeAmeere! Jfa (ot Sror s
I #7147 T AT GR @ 20, O S SAMNGCER o1 (TS, I 8
AP RIS ARCe =0T |

v | Afes @WW (Marginal productivity theroy): T A5 P UERCIAH] ATET | L‘]?WW ’T‘f
fsifenEs e g difes TeAmes I 203 | Afwma vifenl Seomalesr Stes
e 2@ A4 | 92 og TR ARE-FNE AR Ao g I &RE-FAWF T 7% RE
Tt vl =7 | ORIl ™ T4 AW (@ AW eifes Tesim WG (o [ =Y SR wfefie
{3 G St | Toud IS THme @ Tgfa A 28T LTS |

Q| W oifes TroAma ©¢ (Discounted marginal productivity theory): W3 orgd ATST FCRAT
Professor Tousig. U2 ©F SR TgF AT TG T F(J T IR 07 Teomead afewr o
QTR 7% I TR Ry T =0F | oW Teelifrs #fdy Jreica [ a1 et *=€ Iy w@ire
2AIfEF T (ATF TG AW 7 AW ST 917 AT QB A S AT |
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b | NGEF SIfRAT @ (& ©@ (Demand and supply theory of wages): 1 8 TG ifeF TeAMETR
TGFR T @ @%F FAQ Sl @ @ 787 3@ | (@ B3 dfe-F@ vifent 8 @ G
ORE (@7 @ ETAICH N [ifie 27 @dz GiF ORPTy Mge I &% | AW Sfad Igi[ SRy
TG TEF O @M W o) @fiE @ I AR 1 3 @fiw swRAR I @ I A o
SRR TGAF AR -7 A1 |

e TR 97 ASRIBEFIAN SAWPINZ, (€O 8 NG T4y A1,

x ks NGRE AFAC, TGRH OGTIR AR foTgq QIR N2 @I AL I 3 |

/Gy  rre:

T FIOTT @9 (@ TR TAMIT QoI [BIT 0 | (O ST A0 M A0 JIZANCE @
T LSRR SAMI Sfo eFred AN RIIva! FCo 27 | (o 8 Y&w 0y Srar@y Ay
R | SIger TGt SETE @36 (R TR s, afeditag s srwwet, Wi ge,
ISR, QIIA@R I 20fI RETR @PTod A0 [EIbA1 F0e =T | (@19 TG« ©g Tex of o
0 elfepitT wifde Twre ¢ Wfieme AFfe A1 LT A1 AZTATSR 67 |
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fifqq cetars TN 70 [GIZAT

FL.© WWWW IFelT 8 e, ATAMANETS Fho=Fe
cfifTer, arama e TfeR TR, IS AW

Wwwwﬁa@wﬁw gizell, R T TR
wofRea TAmTTR, difes ARy g ¢ e, Aifes gRew
@ffRer

Incentive wages plan: concept & definition, Types of incentive compensation
plans, Causes of failure of incentive plan, How to implement incentive plan?
Concept of executive incentive plan, Elements of executive compensation,
Concept & definition of fringe benefits, Types of fringe benefits.

Ty

Q #115 CTT AT
* ML VG I ATTFFAT: QAT 8 HRT IO A |
o AUIMRETE FFo7ae sifeemaia cfafiers 7« s oM |
o LA AfTPFEN LS T LT FACS A |
o JOT AW S IFIT T TR ©F YT FACS A |
o R fosmel AfRgar qraell I TS S |
o AR I TIFATAT Fo el SATFHAIR TAMTTNR IFRIT FACS AR |
o i} FRUT (7T [Te 21T 8 FeTe! JeICe A |
o JifeT YRLF @A I FACS IR |

[E]E] aeivmmere Tofi emi AR i e st

| Incentive wages plan:Concept & definition

czr‘:m-zl% It &fi @ S I T FNS! QA SFTS B SIS AT T i
ARTE e T | @3 @R TG AlRFEaw F_{EE Igfa ares froTe! v 0 20 @R (18 A
wfefie FIeR & Sfsie TR Ated JeeT T el 27 | Sfele aie Ty fifmm 3T @iweT @1
T | AT TG &N 8 TR FICG THAR 8@ S @l AR (7 3R 97 Tl O[T Wremaes
vy &fSBIt qFer 2fiF 1 T RO T (OF AP @Fem SmR ReTd o[Ts oF 36 |

ATIMAETE NG ~AfRFEa TE Sigfas ([ [IZANT Gae F.W. Taylor 0+, “The great
revolution that takes place in the mental attitude of the management and the worker as they both take their
eyes off the division of the surplus and together turn their attention towards increasing the size of the

surplus.” SR, JIZAF ¢ FAR AR @ [R27 Afee 27 ©f Tege IH0Ta W4 AR AME 4R
TR Tegrg i we frene Wi e «ife =7 |

Types of incentive compensation plans
@ TG AR W @ FAWR AR TRAMT TS AW JGAT® FCH SICF LTS TG e
ATTFH T T | AR IO ATTFFAICE “AT> ©ICel ST Tl (O AT T

S | IfEF AWM Q| TAT ATAWAT 0 | RS QTN 8 | [N T ATl
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¢ | TPV 8219 AW
AT T (0O AT IofT el 20T |

5 | Ff&F AWM (Individual incentive): TG BISTS ATHBT @ TN 621 fof8 T (T LTAIANTTS

Y

SRR AT F1 A OIS ST AWl =70 A | [GF Tl B AFICIT 0 A | I2:

(F) WFST AT (Merit Pay): F@ FIK TFO! YR FCF PN o (@O AR (@ ASRS ([T
oW I TF OIE WSl Ml I | WSl WAl & Gray Dessler I, "Any salary
increase awarded to an employee based on his or her individual performance." SR, @O (@O

I 3 T4 TS FETImeER fefare 7R e e 91 &7 |

Decenzo @<R Robbins @ (S, "Merit pay is an increase in one's pay, usually given on an annual
basis." SR , wFeR fofere (@od gqWiF TR I (@O AF7 A0 IfFeFe AT ALFre AT
fefere eme =71 ” F3fa F1E el I (AT (@Ot MY e ea wfefie 9 emiT a1 =70 @)
G Sfefae wg YRS AR fefers e T4 =7 |

() 5t T ARTEN  (Piece work plan): @3 ARHE TP efedia It Wwe 2w afsl
5t BIE (Piece work) ¥F &« Nfefae o ewiq F4T 2T | Gray Dessler €S 39, "Piece work is a
system of pay based on the number of items processed by each individual worker in a unit of time,
such as item per hour or items per day.” SR, @36 {02 T IR Mg @A FN &S THF A

AfSea @ =i Seomva F0a oiF foferes 9% F1Y aramergEs s emie 41 &3 |

Decenzo @R Robbins U< A0S, "Piece pay work plan is a compensation plan where by employees are
typically paid for the number of units they actually produce." e, foar I g zor @@
G5 O ARTFHA T FAAE O &F© 456 &S TAM SpAea =My emi w=
7

W2 IR 7K Fdifes [ve we fSfers 7% afs stem oy e zea e ave w40 =3
T | «3 IR [hifae TR Teomead o «aaied W3 e e Sifss Srames oy SIfefie
TR AR emiw T =7 |

(*F) T IJAGICAT @7 ARFEN (Time saving bonuses): €3 *fafete & eifve [Wg w1
e AT S ¥ FE@ @ TN IBICAT 2 O fofere Ao R @ART eWiT T & | (:-
@I T W wo WG Wi Wt FIE 80 WG 17 Ft@ N e T 20 GG s
IO & (7 A JIe @IeT 21T |

(¥) FFF (Commission): €% &S AATe [RGT FHWMI CF@ LTI | €3 &S TP FACE
(FOCTR AR 737 R Jeea @~ B JI I e T T AT | [ I CE ©fF I
TR AT T G GFHA IO 75 F41 27 |

BT I 7AW ANV (Group incentives): G2 I STOIHF INMI @LST FOTHWT & (T
ATAITETS (TOF-SO] AW T T OIS &= I 7ol ATl o1 = |

Gary Dessler @9 JC® "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, 5 A1 W STAmAT SN 2R @Fer @ AAfzFEar qee [WE I e Ty
G0 TRAMCTR WM ATSDT Tl 2T R T TS apof @ NEife Teofve M Sfow a0 Ok SFold
ATETE T2 ACeARETS AlfFfa A |
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foxG e ertor TMoIere QTMeIETS STt i Sl 23 | I

F) AEH CRAMAIINT SRAMCH ST I ATIACE AMSG (T Oe] &WiF I (FTO AT |
) IR TAVAFIRIG CRAMCT FSETS e APMACE DS II& (TOH-SST AW FAT (TS AN |
) TR T MCOTT TRAMCTT T F(F (T2 TG TA fofGre (Fod-orel g F1 (@CO AN |

© | ST QT (Organisation wise incentive): FRNICA A TS TSN Tf AP ST
SO FETHMCAT FTHT T Tl A S R SICF ARSI AT =T & | Decenzo '8
Robbins &< TS, "Plant-wide incentives in an incentive system that rewards all members of the
plant based on how well the entrie group performed.” S}, efSH WA AW IS QFA GF6
AT JABICE JAT Al ARSI 7)< QFToAT ST F© SIS T70g 27 ©iF fofars 7wt
E SFFS 4T T | TRASTIIAT QT TIBICE G2 Ol Ot 41 I |

(F) FFENT ARFEF (Scanlon Plan): 9o AER W& Joseph Scanlon WX TiTe MeR @aew
T (oI 43 AfENT o weEw | @ft T e AfieEe T @ gofibe
afS | f BT TN, T A AT IBCAF TLTT AP @ I Wy e TF=riforet =2
TR O3 a1 ST |

Scanlon plan & Decenzo ¥3% Robbins I, "An organization wide incentive programme
focusing on co-operation between management and employees through sharing problems, goals and

ideas." SR, FJ I e 200 GG AfSHIFH QreimanEs FIf6 A TIFHA ¢ FA™E
SCAT ST, T IR LIFlT ST Mt AR ed Sqae 907 |

¥) CAICRT #fFFFEA (Improshare plan): do9o AT AN tE ArevanEs “Regr e
AR I OF | 92 TN G Mfafes 9@ 392 I I @WeT [ Rer 0 7@
It | Decenzo ¥R Robbins €T 9, "Improshare is a special type of incentive plan using a specific
mathematical formula for determining employee bonuses.” ¥R TTHTTR TR 6 [T 47077
ATIARETS “AfiFga! aF @3 e ifdfes 7@ =" I T @7 e T =7 |

8 | AT B ATV ARFEA! (Profit sharing plan): WP JSAET coAfPrEcemR 8 waer
SRIES F6 AFOIA I FILAT 3958 A AP I0 2RFFA AT B | 92 “afs
TP AfSDITTT 5 witex G(6 St YA 35 SAfFH S@H R oy [emSy a5 meat
T | I I ARG TP Gary Dessler 99, "A plan where by employees shares in the
company's profit.” W€ |, AfSHTTT AT FAT T O IBA ATTHN TR AT I
ATPH |
A I AT foToits &re oIt | T
(F) vefe “Afdrerg: e T 9 A fofers T TS AT 3% T4 27 |
(¥) Refre: AR a3 S TR RO Gl 27 I SRR I Sl I SICHI! TR
SRLIE AN Wi F0 2 |
() G FF: I AN G @S ARSFEAR N FTAER T AR S e 1 27 |

¢ | FETMT QAT (Pay for performance plan): N WHel, W @R AGIT LU (ofers
AT ATHR VI FACE IFOTHMCR @97 ereiviall JeT 27 | e s sifiw arfers
ST, Herere @ Remifefas Sesviere! ST RSt AfEe e 2Afwre f{eava <61 @
AP LTIV EfE FTHF QWi T4 &Y | SRS ereimaiE 92 oie fow 311 77 | 936
TR TFeIefed FooRel F7b (Competency based compensation program) ¥ S5 20 IR T
4t (Broad banding).
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AN FrO7T! AT

v v v v v

e Arevar VA qt @t FRAGTATIAT T A5 AT
Tenv= FITw QTeAT ST T
|
) J V V
T AfGFE Afqege
\: v
Elaa|SRIE] HIFET
AfTEE Afemg
5@ v.5: AT Fhosme AfPeaIa @afern

Causes of failure of incentive plan

UM AP L TR TS AT ST 2L

S | Tt fofere 47919 997 (Reward on the basis of production): Seocaa fefere <%
LTIV BT AT I O FN TOBT (ST I | 58 GFst qI9ell Fewed (@ AT @
ST =0 Of g 7 | T wAfICels @i elema wAfegeT AR S Wik Seemed e
41T = AT G T TS AT SAS AT T i 1 769 27 |

| T y{@? T ¥y QTR M WS JRLF 9T IWRE T (Only pay is not enough for
motivation): THIET AT ARIFNF T AL AL I FACL (@ IR NG (@7l 778
[ o fog | wide AR AR Sy SESE @56l JReE AR (@wE- St
T M AW G, I FFTOR Gy Fprontey Tegin Kacmw afos sgorwes sy v fce
RSN

O | ATl FAHR Y RN NCAMSI IR T (Incentive reduces cooperative attitude among
employees): ATV IZ! AFSHIET FAMF M4T TSR MASF FRE 0T | TR IIZT
AT FAC G W FENCE A4 RONT N | T @7 FC Q03 A7 Afo AReaifre
I 7 QIR FLITaa T Aforaifier fore 27 |

8 | B I AWM [T I BY (T WS 77 (The lacking of incentive is not the only reason for

high performance) : AfSHIT FAWT FLT=W TR FC SIMA @Sl 8 WSl S
AAIYETS FOoF AN LGN FAAIN T T ACE | [F€ Ty© FROTHAMCT T S0 8

TR STSIq 7 9 Af6F [N SToi], Siehgel S #1167, af¥rwera aibfs, =18 o fNdwe
T, S @ Ty @eiifen worfiwe!, efeqe AR @ AT IS T@W I
LT 2 |
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¢ | AT K FICSF Tjﬂﬁ@ @R I (TS AT WS (Incentive reduces employees' creativity
and risk taking capability): @A FA(CAF JCEH FJ(BATO! QIR Fler I @SR AT @A AT AT
T e S | AW g S T AR & G618 THIR® F6a @ IR oitrd

FETImE RS R T 9R G AR FE T7ME & e (TR e[ereis FHE
o |

How to implement incentive plan

S| ATAWAT ARSEAr FACTR FITR ARSI F4T (To make the incentive plan easy for employees to
understand): FICHR LATAAATES TG AT M@l QT 2T TH® (@ FNA[ AR ©f JATS AR
3R T S0 210 | @F oL ZOR P LTS NG W ~1w(S T @ TG 0O *R
TS FAC ST NG 8 (o O [reraie 217 Face 21T |

Q| rHmMaIR QI T (Stable incentive plan): TR TP THE AT AT A/ ©H® | (@HICA
fafie Sices &y STl Wit X FIICE ©F S W& (OI6F LS (0 | G el
BTe] SR OF R ST AT AL AL O] SRere T Eoo |

© | AR ANLT (Employee support): TV 2T IR & FAR A2 @ OIS AL
Y8 T | AFHFEMIC FA AT @ (ST 4T AT g (98 F908 217 |

8 | WG @R TERAIW FFTSR 897 ¥FY SR (Emphasis on long term and short term
success): 2fSBIET FANMF TFCM 8 AR FTFer! ACSH S LTINS [T JIZ!
YT AGF | Tl A R ARV AWHTaa &) (T eTMAES JTHIET UG T4 Sbe
fi% CcoxfT ALERM wFeT ATST Ty JHIET T3B! A TH® | «F ATAMIETS SRR I
T TN ST SE T SR 7 60D |

¢ o3 8 FHIET LOTF Rl 01 I A5© REA (Make sure that efforts and rewards are
directly related): @feBitTa SesimaReTel Jfa I fMME T wewa o7 fofs Fca ardmar sifawgar
NSO FAMA 2[FHIE IIZ T4 Ao@ Tld | e q@iifeq g9, aférser awiw Topfug
SIS e Fosad A AFHa TIF A7 o WuE AW P FNmE @5 ¢
ATATSAT I FCe Aq2feTe F4F |

Y| FIET AT ARSI (Set effective standard of work): FRIAT FHLATHE! {ﬁ? AT & QS e
Ty e @ QAT N Afopac | WF FHAA 9FA TH @ A AGA FACo 0 o fefers
PR LTI (I A T |

q| =T ¢ oo fofers Yae 79| IR (Use good measurment system): afsHicaa SR
FROTVE R ] AT 8RR 28 ST | FAWA ST JeI 17, ™12 9
G T T AT ATREFAT TG 41 ST 2 |

b | SfSDITR SPTe AR© 8 STAER AL WATS @Y TS ARFEa aet: Afevie™ Sppe
s 8 TTARER AL NS @Y erdvanEe g I Tow &« | AfepT evfers
SFGIE, TR ToNf &AWITTa SIS “Iafed AL erevaT ARFENR ATy [T T =0 |

51 nm o efsepfordt m 299 (Benevolent and commitment oriented approach): el
AP Ao T ¢ Afoxplodiier yigefs el Sbw | T Sniw @3 fserfedie giEefr wlima
aAfoxpfes SHACT QIR FIE FROTHMC WA Sefon Qivite g AT |
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Concept of executive compensation plan

fiRma wfows! ¢ wF, wwel, @l 8 efsor o Ibw Fafer 8 wweR Y AfeHIag
FROTHV 7T FCH TR & I 28T 8 AR AgroTa efosi (s @ A T
ST IR SfoRie JERM-IRE emiF T4 2, SImace IR &R werme 3 sfifaefi 3= @re
A |

R A IRFHAFTR TR ARTFAT SAWTTIR

Elements of executive compensation Plan

afesitT FERer 1 AIEHITIT AfSHITTa 6 FAG0Ta G ~ARFEA! 2R ¢ O IVINCGE WiRkg
AT I | A ©12 AF FA (=R GBI AL SHBET FIZAFAT (T FIIICAT & Ty
M- AL APBR A | LI a7 GG O I AWM A Prozas
T ¢ ST Q3R ATRS R eWiF 1 2 ©ite 12T Fev@e It #Hifaeifis 7o =7 |

ARSHITTR R AT THoMg FHFST AT AP Flo=j7er T Al Araraers foqfs Smie= T
e | SomIweTE fNEe:

9 | T (9 (Basic salary)
R | RS e =% ©7[99 (Supplemental financial compensation)
© | FFT SIfEE Fiosme 1 wfofae ®esze (Supplemental non-financial compensation)

iRy = fosae
\
v \ \
Palen TEE I TP S FosEel Il
Fosfe wfefae Ffain
N
v \
A e EESCICSIRES
AT ST AT ST

o v.3: R oo Afega SAmeTR
31 M @O (Basic salary): WWW%WWWWWW @rEre! 8
IO WO FIACT M FNMI 9T A AIGEFAE TH 2 (@O &AW T4 T
2T | ATGFrS 720 FRC A TR AT (To7 i 1 20T AT |
i. afoPIT efcerv ¢ afss v AR To) AT | O3 SIie AT 4T AT T T
(o I« 41 -F |
ii. ToT RIS SFe FIETMER Gre St (FoF eWiF 791 3@ O | Rels Tweq
TR O% (o7 Wit SR L& WIS SREte SfES (Fod #ted I e
FROTWC CH8 27 |
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| TFEF i #H$7F4 (Supplimental financial compensation): (ISR 2T €Y D A
IAEMFOR AT AW @EET &I 8 353 TR A W 41 T | G Gror ool A WFma
T (O M TS JF OIAT (00T AT I G |

(¥) REf¥® @R (Deferred bonus): 2fSHIT REw W3 FTR ¢4 fofs F wos@e ww AT
TR I IRFRFWE (@ QAN QW T T O @RS (@R 6 T | @F @ verfe e
YA S FAETS ©f SRS 2ROl IS WA I FCAF I=CS 36 41 0T ACF | @fS A a9
3 fRIme (G wAfwefices sferee e [0 Ja TR U Sl Ko qee Ko
RIS NI S |

(¥) (W 1 35F & (Purchasing share or stock): A6 G35 MG TIZT TR TLGCT WM 0=y
70 Sfiarre MY IS A TR AfSDIag 36 A (IR TR AR QWi F4T 20T A |
ArgrRere A TR FIEPHMER Nwe fofere et »7%[ e Faey I Ss oFea
fosaeety 1 Rty 363 @R R edl 77 | 91 SEy (@, @9 [efEs @=eT 9 5% @ Ed
CA (I W@ MY (AT CFra2 ey | e (793187 1 e cwea «@fb eearey 713

(9) WWW"H‘T (Supplemental non-financial compensation):

(F) SIS FRUW (Perquisites): <R Ffuifn wifsfae Jfdr e Ak R @R sqeae-
AR em T =T OItF Sl FR[A I T AT | MRS AN IR @@ et JRF
AETE 2 | AR IR AT I G AR-FRA TETS 2 7 | W @ FHARVA B 12074
2AfSHITT 47 AT Ty @32 AfSHIR A0 O IR AT @ o AL I (&Telt
e afefte R4 ame v @ AT | AT I@ LI QRN ISR, Fiew wwe,
Ffere FIRER & NG, T& 476 17, I (o foTe, fers 3, B3, seaers s s
e e 425, R PRl em Topiv Wi o 6o swifds wlosme 9 sfofre jRym
aqnI| 41 - |

(¥) TN Sqeqd =G (Golden parachute): &fedTa Regfers A FARIom die I wiga wifde
AR W2 @F DT Ty AfSHTE qFfae T Tow AfSDT T (ST @Fog MY Tt T
AT S QSART AT ARGTE CTET oo =&a &7 2T |

Decenzo <R Robbins @< JC®, "Golden parachute is a protection plan for executives in the event
that they are served from the organisation” IR, G Seqd @ JE0O© AFA IF0 HTH
ARFFAIE AT T ST AFSHITTR CIRT &AW (AT Tge 27 | MY 12 fyeencss sreameee e @t
A4t eifers [ise I 1 dvbo TER ts MFT FEANEG ENFRT ST BTG I NS ST
0 €T | T OF AfST T AfSHT G T Toe AfSHIT 0T (SiteT T2 MY {Zorer @3
qRC ffqiafes et Ry e |

2ifSF [T G178 Iegat

Concept & definition of fringe benefits

5589 AT NHE SHNG AL AIfeS LT AW Ble] = | TOI AT HNTF (A0e U Aafs 7o
T | SARFIRA T AW (T TSI QFe S ©fF (6 4T 83% AMGF 4l (o I AT |

TG ¢ wfigfe 2o I @ T @wF R [ eWT FA1 2 OfF e Jarr JRAr 6 |
Edwin B.Flippo @4< WCS, "Fringe benefits can be constructed to include all experiences designed to
benefits employees over and above regular base pay and direct variable compensation related to output.

e efffess FfRY SrwrPTIR e Srard w9 7
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Y. AT TRAMTHT Sy SR AE (T A9 F47 5

3. 8 ARFAR M EIRRG T From s

o, FAMT TTER ¢ wiFe! I 4

8. FACAT NI I 2SI &S Figorey Tgae w4

¢. efoBi T wifEfon Ta™T F40;

Y, ¥ YRS 2T F41;

q. fSDITT Wi AT ORI T3

b, TR SRS [RfY-RGPmi @ 3@ @07 (i, [ 90 gy OR[l, (I orel, TS
fearorer ergfs e < |

el R cififrent
Types of fringe benefits
A aif|s i il S S 2=

S Wﬁ?WWW(Paymmt for availing leave): JLITT© SpFeTETe B, Gfere =,
THSAN R0, Mopaia BG, FreeEe gt defo Fia RS (@ [ emiT F41 2 ©f &
2ol o AR W0y AT |

3| fRoif€ @ (Hazard protection): @fSIaa FHMT T [oAW-Stwa AT 20O 2T | (@~
FRT O], WES AN, SLFel, 4w 8 Ygy | 9] TN FAead [qfe @iy saw we [y
< el ARt e T T |

© | IR bl ‘Iﬁ"ﬁ 8 (Tl (Employees benefit and service): afedita Fma fafiresia ﬁﬁ
ARG 8 G| eWF T T | @G- IPTZE, AWy, R, FCFORAT AW &y #F-
Z!, TR @, ol @ qrerre Jfadr Toniv &ifes e W |

8| WIEANS AfRCMY (Legally required payments): @fSDTR FAMIT MO Lbfers o3 wpieg g
TP @ o T S, [0 ¢ Agy G|, (@I e, AN Farener agfe g w9
¥ T fifes AT @S |

AR TGAE M ~RFgaR q7ell ¢ eeal, q3 @, aremar
X S g TLo T, Fod AW AfeE ABATT A AT, T2
i Fov ARTEAT G, ¥ TAMPRR, ARG R Q=T 8 @] IR

oifes JaR @ffTor dror fom qaR SIrHEE S AL I 6 |

@ HIRCHFA:

W@ g g @i ¢ FRAE AEH TAMS FX©! A ST T, O e Tgf
Wi ARTHEN 0T | GBITE o AG Tl Ot 1 I | K W (IZAICE ATOrdio ATg!
TR TS IR FS T ey | [fog S @3 egamar sfssger gfer «1€10e z0e AE | @
FIRNGTET T FSHCT ACOL GO AR T | SIRC YT AR ¢ WFOI AL AT Afrwgretr
BT TN T | R0 ST lve RProwemet (7 A ¢ S @< S FeAml-Afer (o
AT OItF TR Fosmet A1 ~Mfefis 3 | 93 e @ g Some Sege A4 | g ¢ wf43fe
Y FNWA (@ T QAR RA-FR[GT eme F0 27, ©i3 elifes [t | [fegem a2 aifes g
FRAT TS T |
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Hj TG e TR

SO P LI 8 ALy ey |

g o 8 et fore |

ot 9 @ gt e |

O =T WA NG @ (O e Sy o |
O =T FENTSTAR A B |

RS FOCAR @77 2O RBRFA TAMITINTR ST I |
o 8 NG M ALy oA s |

AR LFRC 90T FFH |

. GRE O@TIR D] T |

S0, TS TG &AWl AfGTEN: Gl @ Iea! e |

5. STAVANES FhooRel AfRFgaR @l I 7@ |

SR, TV AfFFgaT LR TR fo1Y |

50, TSR AT ~TFF IFIRE T I ©F JfT F20 |

38, IR =Ffosme Afgai et fe |

3¢, IR A1 IFHAFTRR o770 ARPFNT SAWMITANZ I T |
S, ST AU <7l 8 eear e |

9. gifes Ay @ fdfqer ST 5 |

O I




