Job Evaluation
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AT Sorara f[fey W a1 ST TaanES e Yo FERes = 31 S TR @ 28 A0 |
oM A IR FEHRCTT TG FNAF (o 8 NGRF B el Fa1 = 1 9L AR FANAF Fro7el 8
S[F%R e oM FenRE R 9l Al S A0 |

TS =M A1 S PR og e AW I RCA:-

Prof R.W. Griffin @3 TS, “AW YR 20R GFA GI0 681 A NI AW 9N ATSIHO 2Itd
e Ty fefgPiel ST | "Job evaluation is an attempt to assess the worth of each job relative to other
jobs"

Edwin B. Flippo @< O, "Job evaluation is a systematic and orderly process of determining the worth
of a job in relation to other job." ““W JeHR IR GF0 *@(OT© AR e AR (FICAT GF6 A
FNC Sy 2 [EEIRT F4T | Gary Dessler 7 SR, “ QI #a SRS oy LR 0% %W
TR 1 7R A | @b 96 Amw A SA#Ams A o N e AveTeRd gee Sa
GEaI Wﬁ?ﬁ 8 smfoae &fem 1”7 [Job evaluation is aimed at determining a job's worth. It is a formal
and systematic comparison of jobs to determine the worth of one job relative to another and eventually
results in a wage or salary hierarchy."]

Werther @R Keith Davi @< 09, "Job evaluations are systematic procedures to determine the relative

worth of Jobs." SR, T A RO M TCRA SCAFS TEERACR 9F10 Mafors afewm [ee |~

wEEifes TP 7 Al [LO WF e, HEe JfeTe wwel I SwFve! [EeaR 71 @ @ iEryfame
JIER G TeH G & Ay T [edice sifnm wemi fNdwe sam o8t I JenrRe =1

23 | [Job evaluaion may be defined a?? an attempt to demands with the normal performance of particular

job makes on normalworkers without taking account of the individual abilities and performance of the
workers concerned]

The British Institute of Management €3 SIF¥, “FETHT FTHF IS 1 @CL 9F 79 A FIE SCF
SAeM A IR [ THAT AmOE AT 0T 17 [Job evaluation is the process of determining

without regard to personalities the worth of the job in relation to another.]
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Objective of Job evaluation

FRGEIR A * TR a1 efsviTs [fog 2@ SieefFs ey TiF ke 26wl 787 | Afepies
IO FO?TIT TR (FL@ FLTHR @Fesd Ol 29 3 | ey I EReT S
SICETIBAT ST RCETI:-
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AR AT 9P W€ (Determine the specific importance of the post): I Al AW e
6T Srely 20 &fSDITR ATOI(G MR AT FIE oA wry et 321, A0S I FRAWF Ty
(o 8 g e w41 A |

[RERK] @W‘T (Eradicating industrial conflict): & & 31 gy fcara qReace »w Jenize swg el
SR ST I | 2 R Sf5F 7eq 8 Wil Aoy WG [aws [y et fofe e e
EN

GRS &T-Ig=I1 W‘I@ (Establishing good labour-management relationship): 2w e«
T EHRCTR AT Al I @ {fwoa ey EnEwy=e 7% 712 =7, Fiee I
TR T FAWA AfGF (O FIICT @ Ao At f7iaer w21 A7 |

(S\cn) WW@W (Removing inequalities in salary structure) * I FIY YEHCTA AL
RIS 8 TR AfSHITTT GF6 F Il AT AT S ARSI I I AT QTS ey
fAdier 91 &7 | WK 97 TG (@7 8 TG FIICACS ({0 VF I TV (T IO elfewt
BRIk

AR BFF (Development of morale): W e FNMA AR SFACT ALTS! IR | T 8
Tige WgRRE AwEfe, Wl Tenfm R WARE, IEER ¢ Iew afe wierey
[T Jface sFgald S AT 77 |

SRIIZA FRFF (Removal of mismanagement): 2% YR fSBITAR “W TRA SAFNES 17
fadiaer S (@on @ TgfeTR Sy TfEE REeTTes TR SR IE 0 AREIMST I |
AVTIFS S FFIAIR (Provide Job related data): “W SETIRCTE S ([ SIfT e F4 27 ©f
afedieTs f[feq “ma Ao @o ¢ Tgfi R T2 T4 2 | GRTIS AV TEINCE Ty TS
3 N SRR S S PIae Q20 e IR I I AE | FAORGE Ao [
O ST T T Y TS Weiae, Frare azer @32 @6l S sAfsies s 27 |

ToF I A M @R F94 (Classifying new job): Tgd I A1 2M @Ay +99 ¢Fe@
AR @9~ ST AT | 7V TR NG Ao HReG2 T 7 A M @ar ot Far
T |

TN AT AFIFST 4 (Determine the significance of the new post): RERITEE @ Joor =T
©2 2f& QIR AYfTT TGS IR T T T BICE A B Z00R | W T© TP A9l
FICST A 32 R ©©L g N M (B R | AW FEIRCTT TN GF A N9 To Ad
oy fmdiRe Fea oiF oy fdiae w1 7199 70 A |

BTG v BI-585



faf@a e T W FIZIA

W I FIEFEURCTT THAMIT I Avew

Elements/Steps of job evaluation
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Job Evaluation
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I'mplementation of Job
Fvaleation Program

5@ b.5: oM TR elfern

(5) K It #v RTHTT (Job Analysis): I AT W JeHRACER =T 419 TOR FIY AT W [{E2T | 1K A %W
ot 135 [err @itz | @3t TR T 3909 W3R ST Zor I SEswad | FiF 99" Ty
ISR @, Wiy ¢ Ty, I, I Toyi vy Srge At v FE Mmesacs wog Fi8
THMER S N A, AREE 8 TR [@erel, wEel 8 AAffAwe! qIe SNy AT
SR Brare A | T THIRER 93 407 PoTe I Ifar @3 S fWfiszsae s w5 @ 1efre
O YR N R A |

(R) *mF fAfeMFAT (Grading the Jobs): #Ha ARSI *W IR @S «rof | €3 Q1T 0T
AR AT &P 8 T P AVSTEITS AGIer 2F A @fAfqon F6r 27 a3z <=5y 2Id
AN QARSI QTR NI (4 T 27 |

(©) A & fd=e (Job Pricing): At o A€ol 20l oW EHRCT $O 41 | ¥ QT 90T 7
fadifre sfteg=r Iz F@ I 399 Job Description) 8 I NAEFae (Job Specification)
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i oTe Tl Y Fg T4 ATAE | 98 CFCG (P G0N 91 9 oS e
F0RI-SfBRT 8 SICI FACAS N AT B FCS AT |

(8) T @fAfRTFF (Employee Classification): @t M Jemreas vgd «rof | @3 <=6 W=
o eFed G 47 | 97 QA PN AFO PR AW ACEAE QR Flew Ay
g freares fefere 7w *m MR sneer e w3t @A T4 2@ 4 |

(€) *W T FHIfod IWIRE (Implementation of job evaluation program): GG AW T FICHT
I | 9% 4ITer Q0T AfSDITT Fafae FAE AL o RITIEE T S TS AB1E T 77 @R
TSI FLHLAES GG A7 T T | 42 G1oifG AN ea &y Sroy® el «iof | FRer 7%
IETR 7> AT FAT T (T 7o Anee Amewafs e sifvere 267 |

T AV ETIRCTR QIR0 @ LG, 27 AT B [ERACTR SCorely, AW T ST
‘X | TAME T 2MC Ao FoTYT IR SM#AFIE @I AL I &9 |

/Gy  rore:

dfSBi e f[Rfeq *m I FdR pemiges STeifFs o MERets »m A FRGEnR I 2 |
Af DT I Fo7 T AR CFe@ I TR ww@e)d IS AT I | =M A I TR
ARWE oy SR | Y @ AARTONI W I FIEETR IBIAF I 0 GF @ ST A
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PRURBIR <7 1 I TR ARAPR, oW A P FReH SRR, A
I TR ARSIAR, T TR @ F Rearges wogy Ak
Advantages of job evaluation, Disadvantages of job evaluation, Methods
of job evaluation, Differences between job evaluation & job analysis

Ty

Q #115 CTT AT
o W A PIY FEHICA FRYPTIR HTT FACS A |
o W I T FEIACT FRLPTR JTRIT FACS AR |
o W I PIY FEHAC 7w AR I FACS M0 |
o I YR ¢ F Rrarees Weay #1<fy fefay wace #IH0= |

> | FAMA [&7 8 TG TR AT @W‘T (Removing salary and wage related problems among
employees): M ERCER MG 2fSHIET ATSFH A T 8 @Fg WHoT FF TRy 8 TR
FOT-TGR FIICA TR T = | 97 T e SHTT FNOW (T '8 TGRERTEHS T ¢ (T 77
AR

3 | 6T FIaI® &2 (Proper decisions): W TEIET FAOKGE IO 2 FREIZ T G2 AT T FA0

© | T fAig i @f$BT (Establish coordial industrial relations): %W TR T g TR afepr
s SN AT I | M TEWRER TG AfF FNTF NG W 8 TS TG 8 ([FoT
SISO ferefiamer <var A | @ FeeT - AT Ty A o Qe A Afar- N T FTeE
T T GRS g T af o emgrd O oo 3 |

8 | AR SFFF (Improve morale): W ST FNMA AR SHACT AR G AT I | %W
TR MG &foE I TR 8 TAYS TG 8 ([T IIF F1 T ACF, TN IR AR
T I 9 FE TR [T ¥ |

¢ | FWTIFS O AIRAIR (Provide job related data): 2V eI &) (T AT O 7R T4 T
o efeditT R[Sy “taa Ao (ow ¢ Tgfa e 2T T QITe W 4he Tl Qe &=y
[IRT T4 T ACF | FAPRGIE IO [ @3 A7 SRR G929 77 Ao Wi, e azot
QR NI I ARBETR TS AT Fier 764 |

Y | TGRH-ROTRES NS FRFAT (Remove grievances regarding salary wages): 2% JeTRCTR NI
IAWI G WA TGE @ @O IO TR v 27| @3 e Afe-dANma Wy Tg{ A
AOPRETS (I ST AE 7T G SR WL AR Z0 PG AN T |

q | @ Ao /& (Basis of settling disputes): #W SETR &f¥F 7@ @ W@ NF (@o 8
TgfREe [aw R THeiR fofe Rem 316 763 1 %W TrREs T4 e IR TRy 8
TS NGRS (T FIICAT Lo 27 AT @F Reard MM 72w I Fier 07 |
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b | TRT 8 TRE @ox WE=e (Determination of justified and appropriate salary): *W e @I
ARSI TR T 1M &Fg 8 Tay 7t I3 I @ TS (qoeT @ NG SO Fefier a1 27 |
T T FRAA ST (@O 8 TG 07 @B AT | I &l Ak oy 207 @t |

W 1 1Y JERCR SR

Demerions of Job evaluation

0T 7 A1 S R SR A ANRESITIR ST FT = -

S | T ANTHAF (Costly): T 8 T oM TR Ty [Kreaes IR TG 27 | @2 78 [rarmeama
T TN 8 Tl FFER JRP-AR[L QWT T | AR 98 TGOS M TR IGO0
I | FY AfSHITTR ATF @S T I77 0 AW FER 4T T Z0F WO |

R | I ATHF (Time Consuming): FE I AW JETRE G5 FAIACHTF {77 | I FIE FeyrRes [{fog
T 15 8 Al STpTRTe IrorE AT LTS 2T | @3 TBeTed FRe Sws Af DT ATFS
A5 AV T S T Al |

© | GBETST (Complexity): 2% 1 FIE ST A TG 2116 | TCAY T A1 AP QAR Y WHSIT]
A RCA AT T TR TR 8 ARG R AT | AR SR AR (FCag o1y Wdiaes wfber it
e orafe T=re Q= FACe BT |

8 | AFAfOY (Partiality): *W FeHR JHEF ORI O T 77 | NS AN #W I F T CF@
Jfeae FFoiifered aer sfwFre =7 |

¢ | Y& IS 2AfTIST (Technological Change): ©27 &¥fe ¥ J0of eyfed e ~fiae Afawfwre =70 |
Fo ST agfeq A M TR TN (ST T FT 0 AT | IF T AN TR A 6T
IR S T |

Y | ¥ e [{EAfet (Opposed by the trade union): 7% Al FY EHCTF AT FACHR TR (TOF 8
g Fo e zevR T «Wfieery oM et [Eifiet 3w @fiee W W @
HAMETIICTT TC FACAF AT FIoe K0S A7 | AT 98 G2 *METRE FIZE &0 TR
oIt (e g3 fReaifast 95 |

q | &fSPiTT e FET (Financial problem for organization): W IEUCIA NG FA A RT3
TNgE @O 8 TG IR AR T AR SR (@97 8 GfH I 2% | FR(ma 3o
TG 8 @OT-SIeT ARTATLE Ty 2AfSDITTa A SAfiee s TFTeF AT 27 | I 97 T
AfSHITTT T TGS [Rfge 20e AN |

v | AT TAmitR &fS SRl (Avoiding the external factors): 2M YRR CFea oy oy el
2oyl A Cox (AT 9P Wi T4 7F A1 | G T 50 JEBHC AL ([0 @ NGf7 et
CFCE Toita Sl 1Ry SHmica it faw elfezeersy =3 =11 |
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Method of Job Evaluation
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SETRATGE afS AL afS IR GRS ST
Non-Quantitative method Quantative Market Price J[IZANT Aafe
Method Method MBO Method
\ | |
0 l v v
o7 FIER T AW Tl I ffrSreIee T eI Semr
01T orafe MafS e EERLERMAIS
Job Ranking Method Job Grading Method Pont System Factor
Comparison

ENIEIGIE

o br.2: W YN wfeTR
7 LORE 2fsft efepitaa &y srors ww@esd | fts W 31 I FrREs [feg mafs T S

S | SPRANGF &S (Non-Quantitative method): SPRATTET afed e AfSHITT 73 4A0Ta &S

SPTRe FT T AT | TLA:-

) oM FIfER ahe
¥) FR e a9 A=
F) *W TIfFR 2%S (Job ranking method): *W TR [(feg ~mafeq Tty *n e fafe 2R o8
ATE I AGHS | 93 orEfere TR Q@A el 8 o FEWZ (AF TR IW eFgIf
TG IS AT &Y AT WIER T &Y | Soicd 0 I (T WFCeA [Sfere AR e
(T 6 +14® e i T2 TR W WifER “fafeq Jo1 Fier | [IFAAT 8 FAwR afsfima
A G55 SR 157 B 9T w7 W T My T @ AT | S Fieem egfs, vy,
vifty FIed Sibere!, FCSF AR, Tl draraeize! 35w Some Kb F@ @F6 AW e
HATE AN T AFSHT TSI IMa Tl FF TG TS IO A @R
FRCHCT T G~ FIEF FICHCH (0T A iR A AT RKyisT e A |

AV TR A@eF FRET (Merits of Job Ranking Method):
v oW iR ol FRGE T 0 Tmfe
v @3 smfere a3 o A =
v 93 smfere TN AT A
v @% swfe ST TR I 0 GR IROTERE S 30 |

SR (Disadvantages):

* G YfSTIT (@ATT THFSTAT 27 AF G o7 e *Iawfeq et Sffie=e |

TG v

*BI-3¢8



faf@a e T W FIZIA

* g8 safere Praieie! tofd 27 |

* % safe Ales TRI-SmR @kl ol 2re /1t |

* QF ATISTS AP AWTCRA Gl T SIS |

* @ mfere Ao s fefere m e T4 =7 71 It «fS gefefoe I o [Rwwy

T
(®) IR A AT @fAfRSrFaS “&fS (Job grading method): T A1 Awa @&f fqerits @fee smafe

T T A | ANz Fifeet S R (American Civil Service Commission) ISNCT T TN
Office of Personnel Management (OPM) @T/ﬂ? Q Gl ARFET 2T WL RIASTS ©f TOTT T
T SW | 93 MESTS FEF WES! T 8 I W wivered fofere I A omrrad
cfefaers r @fSe T T AF | G 7 FIS TV IR & FIRFIR 40T 7S], T 8 «R
Giberel R (13 AFe IR (I8 @&fIpe Il 2 | SARITTH Il @ AT @ G0
YA WFS! @ W TG TF «IR O3 G FIEH TSNS IR GHwd T AME | ©I 93
NN G2 @fIge 1 = |
Ata cfaferisae Aafex Y4t (Merits of job grading method):
* G 7o TOIG FRECIL 8 QROCA | A AT FIACAE G2 aho o5 TS AT T T |
* G ofeq TW PEANFFOIE FW | WF 9T T2 (®6 AfSHitTa &y ¥B ~wfe TN |
* 93 s TR AfSHIT Ty Y72 A |

At wfAfereaTd SPIfRAT (Demerits of job grading method):
* q sgfere @ldfercd FieTe SRR R KSR F0s I |
* 4 afere (@ 3 cifasTres Iefar w1 o |
* Giel FICEE (F(Q 3 *I@hs TS 7 |
R | MRAGF 2&f® (Quantitative method): IRATGE 2&® F2 GAK (T AF | TAT:-
(¥) 99 &@WIF A&fS (Point rating method)
(}) T o= A%NS (Factor comparison method)

(F) 91 &V A%fS (Point rating method): €3 #&fore s f[fey =T (=6 TAMI o e T91
2V TN =Y | AN (I FECP LTI wool, Tl AThe!, elf¥iel, wify, Irar Togifr Ao
oS S0 T Wi T & | T AT AT G AW 9 SRR N &l @EFTLRA ANSTACE
OGP (T (FCEF NSO A1 2T |

ERER-LCE WW (Merits of point rating method):

* @3 ool e orre | (= IT A7 (9= AfoDI @ *&fs =T 4T T |

* 3 ool PR FY TR Jafoq P @ IPINTe «3e fge 0 M F41 =7 |
* 43 FFHFeTS Ty @ AT (@O 8 NG 7o w7 787 27 |

* g3 smfere A Efifoesae Tzered o7 |

TE &V Ao F SPYfRYT (Demerits of point rating method)

* ¥ el TALT IR TRPICAT A&ho

* JRFE[T IGE G0 Q3 AR THATE w7 | IS IRIHAIT FE SAWFRTEE AR
ARG ST Wl T T |

* G AFOTS SFLITSITHS AN YT IR FRF (0 SIS (T77) I8 ZCO #I1EA |
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(%) TAMIT 2ot F94 @S (Factor comparison method): SAWIN Semie &l 79 emis “&fs @

9 |

81|

IR AN GO MATTE Tl | *W QENFACIT (F@a ARG TFol, AT Ao =i,
AT *E =, A @R FEARE &gl SAMERREE [Easar S =7 I FRTIRT 9o
A | 93 TRt AfSDTTR T ARIEE FHFS!, (IR QIR IR AR &)
T |

TAMIT wereae 2@fed AfRUT (Merits of factor comparison method):

* fafeg Ama et o e a2 Awfelb et 36;

* g AGOTS T (O ST NI ST GBI 8 FRHF N4y ToA-CANG 79 51 T3

* Q3 et e @ @,

* O3 ARl qF @ TINT FRT @B Awfors ToAWT @B @3 GG T A AF A

TAMIT wereae “@fed Y4t (Demerits of factor comparison method)

* G Aiofb AL QIR A

* 93 afefs Ty ef DI et F4r TR A

* g3 ogfere vyN@ AT FE Tt 8o fofe T@ M JeR" F1 T I, AT ARG
TAMIN I T TT;

* Q% SFOTS FMAEIR (I ibeT G VI |

IR &[S (Market Price Method): WEnReR &= feq afsdm oo e mies
IERAT afe TPRT T AE | & IeiF wdeifore efeaif o< o= IeR [eavar I
FAA (T8 AT Sifewl @ @ritd fefere MeiaeT T4 =203 A= |

AR (Merits of pricing method):
* Q3 oIGie FRMT &) AL (AT4T;
* 3 GHFSTS MY @ A6 I A I U3 “Mafere “aforrs JenRe efew @re g 7 |

W’Iﬁﬂ‘f (Demerits of princing method)

* Q3 Efere TR (O FIOTNT M (AT (a0 i 27 | Reew e izt a3 @3 w@aena
= |

* 9% “afere efsriPronEme dxaes RIvarr SR iR 2 FeEs [va {ezlre
(ACF AW |

TEeTEe I *@fe (MBO Method): STliaferd [IZIPMT J&fste Aterd I HwMe
TTorely @ IR fRReie F08 AT IR 40 = |

A4l (Merits of MBO method):

* @t gof6 e Jeree omafs;

* 3 oGfe PRSI TS

ST (Demerits of MBO method)
* g3 gfe G T AA(S | €3 Aw(OCe FNWMI MBS SarIF WiF w9 MeA T A
S G WCTFFO (I 7T |
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FE T @ FIE Reees ey Adwy
Distinction between Job evaluation and Job analysis
e fRax FR IR o feerae
Point of Job Evaluation Job Analysis
Distincation
et Iafereed efeditag w3 I I | efedima @i e sme ISy FRRE @
Definition AR M O G0 IR A AR | IR RGE O @ ¢ [rEmed
e W FeReR dfeee | afaie s R 0 |
YETIR <0 = |
STy I R Wgw  dfedim | I Reawe 3 e efseiTs arers AmE
Objective AR SCATHS @ S T | Wig-Feay ¢ I ARGEAF MEFE TR ©2F
M@z @ RTewet T AW G SATSTHG AR S
YOI TS & FNWE @IS 8 wFe
T ST A |
SISEE I TORE Yo AT FNWA | FIY [{eaer efepia I ez, 746w, afemd,
Use (IS (T VR I G0 T ¢ TS | W, Amigte Tenfn Fe Wy FAce HRS!
@eF 8 TR PN RS A0S | 7 |
ATS] I |
T I TR MO I O ¢ | IR R 7w qfe o Ao {Ema e
Goal e A e a1 =3 | G 0 RIS 1 |
ki) W s, IR @ 9, | @, gEeE, TRIRER, SRR @ A 3,
Methods TAMI AT, TS A TG ewiw | Reoweaia Teiwe Tepifn srmfere @i e
Tojift safs IRA I@ IR TR | T T AT |
Al A A |
FHITOPRR | W A IO e, 6, AW | afevima Y AAfaee, N SAwaeTe sAfaae,
Source  of | WSl TR FE AoF = A AT | AUR® Wy Reaweed wefoses!, WA THA!
Error F T T T0O AE | oyl e S Reaaee gt 2e A |
FEARE M A IR TRE IR R{OERCEE | w7 T AR, A, A gen
Output T | fifog ived wrre IR R +1 20 A |
o I Ry [fey cma A IR | ST ReEed Ao T, wive-ed, I A,
Contents TS @y, IS, AT @IF 8 | o) AW A 0P, AWF Wiig AT oy
el Soiin fEw A= | T ARSI @ATST, WFe! Sy 8 e
a7 Trge AT |
M PFEHRCER JRAPER ¢ @7 SPREPRR, W I IR FORER
5( Fredfir e | o @R I TR 8 FE RKrERees Wy o1y e fm «dr
I Tale AETIR FC o7 |
@ ATCFA:
WM A I TREE Q@ P Afa 8 SRffRdr I Awme! R | Qeter TReE W T
FIZRCE TN AT FA =S | ORGSR IO Ty 00 A G
&2 ¢ qRRIfET fog 419 I AVCHFA TRCR | AWM I FIEETRT JplPeed IBIT T Gy oy
AP GOS8 SR | AT @i QA FRL-SPIRAT SR | (@I “@whe GIRIT T @ Fefie]
ANGAT AT OIfTST T MK T (IFIAT Sfosee], wFel, [Kowae! ¢ 7s Fraw a4z Fae
8] |
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