CHAPTER 14
Designing Compensation Systems to Respond to Equity Requirements  
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After reading this chapter you will be able to:
C.O.1: Define inequities in how women were paid in comparison with men helped shaped the design of a fairer way to evaluate jobs. 
C.O.2:  Illustrate the advantages and disadvantages of four different job evaluation approaches - ranking, job classification, factor comparison, and the point system.
C.O.3: Demonstrate how to design and implement a point job evaluation system that meets pay equity objectives.
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C.O.1: Since the 1970s, the public became more conscious of the pay equity issues between males and females that had been smouldering for years. The pay equity issues were partially vocalized in debates about ‘job segregation’ and ‘pay discrimination’ and a ‘glass ceiling’ for women. In responding, government organizations played a key role in initiating legislation for employment equity and to set an example as a workforce that implemented principles related to providing (i) equal pay for equal work, and (ii) more pay for more important work.
C.O.2: In reviewing different job evaluation approaches - ranking, job classification, factor comparison, and the point system – how useful are these approaches to fairly rating the worth of each job and determining the level of pay? The non-quantitative methods include ranking whole jobs from highest to lowest and job classification methods where analysts slot jobs into classes or grades of professional, technical, and managerial, clerical and sales. Quantitative methods include the factor comparison method and the point method. With the factor comparison approach, evaluators rank jobs within specific compensable factors.  Using the point system, evaluators rate jobs by assigning points for specific compensable factors. Each factor is weighted in terms of its importance. 
C.O.3: The chapter demonstrates how to design and implement a point job evaluation system in implementing pay equity objectives. This involves defining competencies which act as standards for comparing the different jobs.  Each job, as described in the job description and job specifications is rated, one factor at a time, within various competency areas. After assigning point values to each job, a wage rate is then assigned to the job. Point job evaluation plans became popular as organizations responded to internal equity objectives. 
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