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Person-Organization
Fit

e

Demand-Abilities
Fit

Fit between the KSA
requirements and the
applicant’s KSA

Need-Supplies
Fit

Fit between the applicant’s
career needs and
aspirations and what the
job has to offer

Person-Organization
Value Fit

Fit between the applicant’s

values and the
organization’s values and
principles

Cable & DeRue, 2003




https://www.youtube.com/watch?v=qwmXRAGDHeo&list=PLX2gs7-ibxJKXVb5TJY9bP3RTviJM3leh&index=7

Recruitment Sources (What’s new)

Top Channels for Quality Hires: Linkedin, 2017

» Advertisements (virtual job boards, ATS, virtual job Enplosee referais

toure) . r
° P rom OtiO ns Third-party websites or online job boards

000 %
e Referrals M%S

* Ca m p us H Irl ng Third-party recruiters or staffing firms

* Agencies (Recruitment Process Outsourcing, Head _E

hunters, On-Demand Recruitment Services) Internal hires

i

Question: Which source usually gets the best candidates? = .. . .

Management. IIM Visakhapatnam. December 2024 - June
2025. bishakha@iimv.ac.in

* Internal Job Postings

N\

Cappelli, 2019



The Recruitment Pyramid and Yield Ratio
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Offer to Hire (2:1)
Interview to Offer
(3:2)

Invite to Interview
(4:3)

Leads to Invite (6:1)
Leads generated
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Overall Yield Ratio

New hires (24:1)
Offers made (12: 1)
nterviewed (8 : 1)
nvited (6: 1)

_eads generated




Inbound Hiring
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https://belong.co/outbound-hiring/

Recruitment Methods

» Background Check (Validity Testing)

* Testing — self-report, situational, projective (Utility Analysis)
* Miniature job training and evaluation; simulation

* Interviews (situational/behavioural/stress/ profile-oriented)
* Realistic job preview
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Technology in Hiring
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Biases in Hiring

Google faces lawsuit after allegations that their hiring practices are
biased against white and Asian people, conservatives, and men (echer, 2019

Class Bias

Seasons 52 to Pay $2.85 Million to settle ageism lawsuit

Age Bias

Both men and women are twice as likely to hire men (reuben, 2014)

Gender Bias

Resumes with physically attractive photos are far more likely
to be shortlisted and hired (Henry, 2017)

Physical
Attractiveness Bias

Affinity bias is widespread in hiring and often leads people to seek

out, and hire, candidates who “look, act, and operate” like them
(Tulysyam, 2019)

Affinity Bias




How does Al-powered Hiring work?

* Job Description — identification of keywords

* Employee rating of competencies

* Content analysis of responses

* Intonations

* Facial expressions

* Grammar, domain knowledge, engagement, personality

(speech recognition, pattern recognition, NLP, machine learning, etc.)



2% barraiser.com

MBarRaiser Product ~  Solution ~  Pricing

Transform Hiring
using our Interview
Intelligence Platform

Revolutionize hiring with Al, plan flawless interview

structures, take quick Al-powered notes, reduce hiring time,
and even train interviewers. Our deep interview insights

empower smarter decisions and elevate your hiring.

Bishakha Majumdar. Advancec

iview.ai

. L ] L ]
resoure ||'||| iviel) TECH SKILL

Helping companies hire best talent remotely

AUTO-EVALUATED VIDEO
INTERVIEW PLATFORM

Customizable hard and soft skills assessments
that candidates love and recruiters trust. 433

| [Avi helps the candidate
with a hint]
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Blind Hiring - Talvista

REVIEW RESUMES (]

Resume 1

Blind resume screening Education

with redacted: ST~ e

Experience

.Names Mo Maybe
*Email Addresses =

*Social Media URLs o Experience
.HeadShOtS Certifications . 2002015 (4 IE:. nths) Palo Alto, CA

*University/School o e
*Previous Employer T

Lead Software Engineer,

Cocos enginesr and product design for K05 apps, nciuding:

Lead engineer. co-project manager. co-Ul designet for Kaleidotcope, an innovative
file comparison app for the Mac
Cocos enginesr far Checkout B an Apple Deslgn Awsrd winnlng point-olfaale

system for the Mac.
Cocox engineer on Vertont, an Apple Devign Award winaing Sulreenion client for
thi Mg

MacBook Pro
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https://www.talvista.com/redacted-resume-reviews/



https://www.talvista.com/redacted-resume-reviews/

Unbiased Job Communication - Textio

O textio New Import Help Document library ~ Analytics & Ben »

1 Textio Score
Customer Service Manager ‘ 37 , S lazAverams

Job post for a Customer service role in Chicago

Slightly masculine tone

Our passionate team is hiring a competitive and results-driven customer
- T —

service manager. We're a fun, fast-paced company, but we always work hard.

As our team is rapidly [expanding,| we ar(@——————————————,g manager Appeals to older people

You could attract more
who is also a forward-thinking leader. T omentoapplyby  [here you will I

be more than just a cog in the system. W changing your language. hn leading P — A
A #ms O TATAA ilA ka A S L

nhanamanal mriictAamar ranme a mrasran fea Inetand v Ama

* Hiring score: Likelihood that this job will fill faster than similar jobs (passwlty
score, active candidates, comparison with others)

* Bias meter: Hidden gender bias, possible replacements

* Flow: Al-assisted content generation
Bishakha Majumdar. Advanced Strategic Human Resource
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https://textio.com/

i_o Tst
-
2mo » Edited + &

| got this rejection mail from Berger Paints. Possibly this is the happiest | have ever
been in the last 4 years with regards to a job application on LinkedIn.

In the last 4 years, this is the first mail | have received acknowledging that my

resume was actually seen when | have applied from Linkedin without any premium
inf I

Even if | was the first applicant or | applied 2 weeks after the job was posted with no
matter how big the companies were or how small and new they were, | have to date
not received any communication from them regarding the application process

_ _ Berger Paints India has an update for you.
whenever it was through LinkedIn.

L . : Berger Paints India - Business Head
i
| have had HRs from companies like ByteDance contacting me themselves, asking = applied on July 1, 2020

for a time to connect and when | give them a specific time, they disappear

completely. This is a trend of Database building that | have seen recently. Thank you for your interest in the Business Head position at Berger Paints
India in Kolkata, West Bengal, India. Unfortunately, we will not be moving
Until and unless | apply on company websites, where the response rate is still a tad forward with your application, but we appreciate your time and interest in

bit better, | have never had a single successful "communication” from LinkedIn Berger Paints India.

forget going ahead with it. Regards,

: _ _ Berger Paints India
Berger Paints India You have practically won me over with this.
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Employer Branding

* Audit existing culture and environment
 Build and define Employer Value Proposition (EVP)

* Communicate EVP keywords in job postings and organizational
communication

* Provide high-quality virtual tours and RJPs to candidates; provide
outstanding recruitment experiences

* Encourage employees to update SM profiles and leave SM reviews

Lybrand, 2018



How To Use Social Media Effectively

* Set up your free employer account — update profile, respond to reviews, check
analytics, hire people on Glassdoor

* Send review requests to employees — when they are happy; be tactful (‘make your
voice heard’ etc.)

* Personally respond to reviews — both good and bad; 62% respondents say their
perceptions improve when firms respond to reviews

* Flag and monitor malicious content
* Hire an agency to manage your SM profile — Online Reputation Managers (ORM)
* Do not be too upset — average rating is 3.3

Use the feedback to change your organization - but remember it will take time
to improve ratings

* Be genuine if it comes up in a hiring session

Erskine, 2017; Forbes

Bishakha Majumdar. Advanced Strategic Human Resource
Management. IIM Visakhapatnam. December 2024 - June
2025. bishakha@iimv.ac.in



Quality of Hire

o _ Quality of Hire (%) = (Job Performance +
This yields a percentage figure.

. Use to compare qualityof hre ~~ R@MP-Up Time + Engagement + Cultural
Formula: resisortine  Fit) / 4

(Performance + Productivity + Retention) / N = Quality of Hire J

. . o/\ — .
Performance is the Productivity is measured Retention is the N is the number of Quality of Hire ( /o) - . ( Post-Hi 'je .
average of all new hire as the percentage of new percentage of new hires indicators used in the Performance + Candidate Satisfaction
performance ratings. hires achieving ful still onboard after a year. formula. + Retentio n) / 3
productivity in the desired Q
time frame.

In this example, it's 3, but
you could add other metrics
into the formula, and then

“N" would change. Quality of Hire (%) = (Job
Performance + Engagement +
Cultural Fit) / 3
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https://beamery.com/blog/quality-of-hire
https://blog.clearcompany.com/the-most-effective-model-to-assess-quality-of-hire
https://resources.workable.com/blog/quality-of-hire

Quality of Hire Measures Used by

Organizations

Performance appraisal score

Retention rate

360-degree feedback scores
Interview to performance relationship
Error rates in performance
Customer service score

Rate of salary ase

Average bonus

Talent scorecard

Inclusion in succession plan
Promotion rate

Profit contribution
Promotion frequency

Number of awards
Other

62%

45%
I 8%
I 27O
I 23%,

I (0%

htt%s&g|V|ew.a|‘ 18%

I 15%
—— 10%
N 0%
9%
. 5%
— 8%

- 4%

B g %)ajumdar. Advanced Strategic Human Resource
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https://harver.com/blog/quality-of-hire/



Training
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Training Development
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The ADDIE Framework

Learning objectives,

Needs — :
_ delivery format
requirement and
capabilities
Reaction, Content, additional
awareness, readings, tests

behaviour, results



STAGES OF TRAINING

s R
e Enculturation

ORIENTATION
N

4l TRAINING NEED
ANALYSIS

e Task analysis

e Strategy
analysis

e Market analysis

e Competency
analysis

e Performance

e Content

e Method

e Environment
* |[ncentive

e Transfer

TRAINING
N

kha Majumdar. Aglvanced Strategic Human Resource

\_ ana Iy&l agement. IIM Visgk

hapatnam. December 2024 - June

2025. bishakha@iimv.ac.in

—
EVALUATION

e Reactions
e |Learning
e Behaviour
e Results




\Job to be analyzed:

Email Marketing Executive

Goal

Job behaviors

Skills / Knowledge

Skills / Knowledge Level

Need for training

Training recommendations

What organizational goal are we trying to
achieve?

Increase email conversion rate from 3% to 4%

Which job behaviors contribute to achieving this
|goal?

Which skills and knowledge components are required to display the relevant behaviors?

Conducting market research

What are the levels of the required skills

and knowledge on a scale 1-5 (1 -
lowest level, 5 - highest level)?

What is the level of need for
training?

What type of training is needed|
to close the skills and
knowledge gaps?

analyze email metrics

Skill Collecting and analyzing a variety of data 4lLow training need Online training course
Skill Email copywriting 4lLow training need Online training course
Aligning email campaigns with key messaging g g
Understanding customer behavior
Making sense of customers' buying habits and
patterns, and factors influencing this behavior.
A/B testing 2-day intensive trainin
Knowledge Conducting A/B tests, analyzing and acting on 3|Moderate training need courg’e g
the results
Email automation
Knowledge Working knowledge of segmentation and 5|No training need
workflows
. Data interpretation .
Skill Interpreting data to draw actionable insights 5No training need
Making data-informed improvements h Data communication P,
Ability to use data to make decisions. Skill Presenting findings to communicate their value 3[Moderate training need \Workshop
Email analytics
Knowledge Working knowledge of how to monitor and 4lLow training need Online training course

Bishakha Majumdar. Advanced Strategic Human Resource
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Training Need Analysis: Strategy

Strategy/Goal Tasks/Targets Competencies Training Practices
Required

Rapid growth in Quick sales Efficiency in sales; Sales process training
sales of Oriflame Skill in
products e Customer sales/aftersales
satisfaction paperwork
* Repeat Sales Comprehensive Product training, strategy
product / process training
* Meeting of targets knowledge
in time
Comprehensive Market training — territory, sales
* Building the market knowledge figures, trends

Oriflame brand
Good people skills
Communication, ethics,
negotiation, image
management

Bishakha Majumdar. Advanced Strategic Human Resource
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Methods of Training

Off-the Job On-the Job Self-Driven
* Lecture * Internship e Professional
* Demonstration * Job Rotation credentials
e Case Study * Apprenticeship _ , .
 Role Play * Microskill training
* Small Group Discussions (Digital badges)
e Simulation
* Business Games * remote team management
. Computer-based training * agile/scrum certificates

. . * remote hiring process
Action Learning * basic cybersecurity

Programmed Learning awareness
e Assessment centres * customer experience (CX)

Bishakha Majumdar. Advanced Strategic Human Resource Zuluaga, 2021
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* Technical skills lose relevance in 2.5 years — twice as quickly as other types
of skills, on average. m

* By 2025, as many as 70% of employees will need to use data heavily in
their jobs — in 2018, that number was just 40%.

* only 40% of employers are upskilling their workers to address skills and
labor shortages.

* 74% workers see training as a matter of personal responsibility
 Total learning hours of technical skills on Udemy increased 49% since 2022

* When employers provide support for MOOCs, completion rates rise from
15% to 58%.

* Workers in firms with less than 50 employees are twice as likely to receive
time off for MOOCs as workers in firms with more than 10000 employees

https://info.udemy.com/rs/273-CKQ-053/images/Udemy_Business_2023_WorkplaceLearningTrends, _Report.pdf

https://www.pwc.com/gx/en/issues/workforce/hopes-and-fears.html

https://www.ibm.com/blogs/ibm-training/skills-transformation-2021-workplace/



Promoting self-driven learning

* Encoura ge course Learning as a Retention Tool
recommen d at i ons fro m I i ne When MOOC learners enjoy some form of support from their employers—financial assistance,

time off, and so on—they are less likely to use the knowledge to look for work elsewhere.

managers and SMEs oBJECTIVES

: : : Lo i
* Pilot courses before firmwide :

Frecom mendations To help career at current job =

e Use line managers as surrogate Tofindanewjor MENES
, e
Instructors

To make new connections
* Make MOOCs a pert of i m—
performance reviews

FROM "CAN MOOCS SOLVE YOUR TRAINING PROBLEM?” BY MONIKA HAMORI, JANUARY-FEBRUARY 207 € HBER.ORG

https://hbr.org/2018/01/can-moocs-solve-your-training-problem
Bishakha Majumdar. Advanced Strategic Human Resource
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Specialized Trainings

Orientation Training

Diversity Training | Training for Global Team Building
Assignments

Leadership Training

Company VMS,
brand image, culture

Socialization

Job-readiness

Induction

Issues Culture, laws, work Team processes,

. General practices, lifestyles, barriers

. Specific knowledge

Attitude change Developing skills
Developing skills

Developing skills Sensitivity training

Accent neutralization
Gender-sensitivity

Bishakha Majumdar. Advanced Strategic Human Resource
Management. IIM Visakhapatnam. December 2024 - June
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Self-awareness,
awareness of others

Styles

Developing skills

Communication,
Crisis Leadership



How Al Impacts Training

* Training Need Analysis : real-time training need analysis through
digital footprints (Skyhive, Watson)

* Training Nudge: personalized feedback and training nudges (MYCA,
Humu)

* Personalised Learning Path (PLP): adaptive learning resources,
memory anchoring (Carnegie Math, Woonoz)

* Real-Time Training Evaluation: digital footprints



Training Analytics

Reaction

Training style

Training strengths
and weaknesses

Learning

KSA before
Training

KSA after training

experimentation;
time series

Job Applications

e Use of learning
in work

e Capability to
share learning
with others

Business Results

* Resource
optimization,
increased quality,
increased sales,
increased customer
satisfaction

* Reduced grievances,
improved morale &
productivity

ROI

Monetary value of
the results as a
ratio to the costs
for the
programme,
usually expressed
as a percentage:

(Net benefits /
costs ) X 100
Where,

Net benefits =
total benefits of
training — cost of
training

Kirkpatrick, 1959; Phillips, 1997



Benchmarking

Training Activities .

Percentage of payroll as training cost
Average training hours/years

No. of trainers/employee

% of employees trained every year

Training Results .

Profit per employee per year

Revenue per employee per year
Productivity improvement post training
Satisfaction improvement post training

Training Efficiency .

Training cost per student per hour




Performance

Management

Bishakha Majumdar. Advanced Strategic Human Resource
Management. [IM Visakhapatnam. December 2024 - June
2025. bishakha@iimv.ac.in




4 Stages of

Performance Management

Planning - Monitoring

Goals are actively tracked

Goals are set and individual
and feedback is given

success metrics defined

Rating & '
Rewarding @ Developing

Performance is tracked
and rated, good performance
is recognized and rewarded

Poor performance is addressed,
and potential further development

https://www.youtube.com/watch?v=a9r0JeoXuek&t=99s
ps:// y / Bishakha Majumdar. Advanced Strategic Human Resource

Management. [IM Visakhapatnam. December 2024 - June
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Traditional vs Agile Performance
Management

e Annual or Semi-annual e Real-time feedback -
weekly, biweekly, or

monthly

* Focus on the past
ocus € Ppas e Focus on the present

and the future

* One-way feedback and e Two-way
decision-making communication;
collaborative decision
making

* Single-person feedback
(room for bias and

inadequacy)  Multi-person feedback

https://www.aihr.com/blog/agile-performance-management/



Performance Appraisal: Objectives

( A 4 3

Evaluative Developmental

-
“
-

2/

Training &
l development

Mello, 2004
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Methods of Performance Appraisal

Rating by Superiors Rating by Self
* Electronic Performance Monitoring * Self-Rating
* Forced Distribution
* Paired Comparison Rating by Others
* Assessment Centres * Customer Satisfaction Score
* Narrative Form * 360 degree feedback
* Critical Incidents
* Weighted Checklist Question: When should one use:
» Behaviourally Anchored Rating Scale 1. forced ranking?

2. Self-rating?
3. Narrative form?
4...360 degree feedback?

* Behavioural Observation Scale
* Management by Objectives



Critical Incidents for a Chef

Employee:

Department:

Supervisor:

Date:

Evaluation period: to:

12/12; Empffa)rss rqwrfzq" a broken rung on the
kitchen utility ladder and flagged the ladder as

Hﬂﬁﬂﬁﬁ.

10/15: Employce put out small trash can firve
F!"E!Hﬂé’.

173 Empfgvas ascd kitehen grease mop fe
clean main dining room floor.

11/24: Employee was caught smoking a
cigarette in the kifchen.

10/3: Serted ffrrﬂujﬁ q'rﬂmafﬁf shipment af

ffﬁswarﬁ te mffﬁjﬂ usable wine ff.ﬂﬂﬂi.

Bishakha Majum
Management. IIN1

2

11/3: Used hotel fﬂfﬁf room bath towel to
clean kifchen countertops, rf:sufﬁhf ]
runed towel

11713 Le Qﬁ:rategﬁ' mm‘ff an on yange and

dar Advanged'S uman R source

. December 2024 - June

025 blshakha@nmv.ac.in

Critical examples of the
employee’ s behavior,

either outstanding or
problematic, during the
performance period




Behaviourally Anchored Rating Scale for a
Grocery Checker

; - ; . Examples of different
Extermely By knowing the price of items, this  performance | o = g the “Quick Check” this behaviors at work
good 7 4 checker would be expected to look for checker can be expected to check out a ot i
performance | mismarked and unmarked items. Slightly T customer with 15 iterns. I EleEel el fEs e
You can expect this checker to be good 3= ; their desirability
: performance You could expect this checker to ask the
Good E'I'_'“'E“ of items that constantly fluctu- | customer the price of an item that he
i ate in price. does not know.
; In the dai of personal relation-
You can expect this checker to know the a m'ﬂ’ﬂﬁmhmiwm
I~ various sizes of cans. linger in long conversations with a cus-
Sli tomer or another checker.
Ughtly .| When in doubt, this checker would ask
poor fmm:mammnmm,, Poor 2 1~ Inorder to take a break, this checker can
performance performance {- be expected to block off the checkstand
This checker can be expected to verify with people in line
_ with another checker discrepancy be-
Neither tween the shelf and the marked price  pyemely
poar nor before ringing up that item. poor 1=
good 4 performance

performance When ing the “Qui !ﬁ‘ akaa,M Jumdar. APl 268> BARS for Appeaising of a Grocery Checker’s Job
wnamﬂ e

MM Visakhapatnam. December 2024 - June
2025. bishakha@iimv.ac.in



VIBO Appraisal: ADOBE Check-in

 Setting written expectations at the start of the year (no set format)
* Revisiting goals quarterly — minimum every quarter
* Ongoing feedback — as real-time as possible (no ‘rear view mirror

approach’)

* No mandated appraisal timing, method, or written reviews

* Check-in conversations: employees to share their own ideas or growth and
development (min. every quarter)

* Annual rewards check-in — for salary raises, rewards, and equity grants

80% of employees are aligned on expectations and report receiving regular

feedback

Self- and Superior

Involuntary attrition has risen by 2-3% evaluation of an
Adobe’s stock rose from 533 to S 90 per share between 2012 and 2016 [l ECCUECEIEER

75% state “I would recommend Adobe as a good place to work” in Exit

interviews.

with mutual consent

Bishakha Majumdar. Advanced Strategic Human Resource
Management. IIM Visakhapatnam. December 2024 - June
2025. bishakha@ihtipsat/www.adobe.com/content/dam/acom/en/aboutadobe/pdfs/death-to-the-performance-review.pdf



Technology in Performance Management
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Technology in Performance Management: HSBC

« HSBC has an HR mobile app where employees and managers can easily
capture achievements and share feedback.

« Employees can access an HR-to-do list, their performance and development
plans, online learning resources, and manage their personal employment
information. Managers can handle approvals on the go, set goals, and regular
check-ins to maintain productivity and facilitate continual growth.

« The app lends itself well to flexible and remote working models without
compromising results. It has created a stronger relationship between managers
and employees, where employees feel more supported, and end-of-year
appraisals feel more meaningful.

https://www.youtube.com/watch?v=1ISjvk_Blhg



Al-driven Performance Management: “Nudge”

IBM ADP Humu

e Watson: Daily & automatic * Compass: Turns * Nudge Engine
assessment of skills and skill employee-survey * machine learning
proficiency levels based on feedback into models to identify

the digital footprint at work

and data patterns persgnallzed, weekly company’s unique
email-based coaching drivers of business
* MYCA (My Career (10% improvement on coached outcomes
Advisor) & Your items)

* thousands of

Learning : Al virtual e StandOut: tool that :
assistant provides ' customized nudges—

personalized feedback on drives managers and small, personal
where employees need to employees to connect steps—for every
increase their skills. Aids in weekly employee

PA and Mentoring

Rosenbaum, 2019; Moore & Bokelbaug, 2019; Schrage et al, 2019

https://humu.com/blog/humu-nudge-engine-make-work-better/



“Potential Gem” “High Potential” “Star”

high

High potential / High potential / High potential /
Low performance Moderate performance High performance

-&1 % onsistent Playe “Core Player” “High Performer”
'E 3 Moderate potential / Moderate potential /
E E ow perfo Moderate performance High performance
O
o
> Performe “Solid Performer”
= Low potential /
High performance
low moderate high

Bishakha Majumdar. Advanced Strategic Human Resource I

o PERFORMANGE vc 001 e

2025. bishakha@iimv.ac.in

Performance-Potential
Matrix



Auditing the Performance Management System

Employee productivity

Employee
engagement

Employee
retention

Employee goal
completion rate

None

Other

n/a ‘

46.52%

45.45%

1.12%
2.16%

0.00%

20.00% 40.00%

Bishakha Majumdar. Advanced Strategic Hu
Management. [IM Visakhapatnam. Decemb

‘2020

24 - June

58.65%

How do you
measure the health
of your
performance
management
process?

PM Benchmark Report 2020

60.00%

Bl 2018

2025. bishakha @i ihtw_sc;/éwww.reflektive.com/wp-content/u ploads/2020/07/2020-Performance-Management-Benchmark-Report.pdf



Compensation
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Are there different kinds of

compensation seekers?

Traditional pay
Dislikes risk and soft benefits

Team incentives, traditional pay

Knowledge and growth
Person/performance Based pay

Self- Powered

Innovators

Flexible pay
Added benefits

Stalled
Survivors

Traditionalists

Employee
Characteristics

Traditional Pay

Demanding
Disconnects

Accomplished
Contributors

Maverick
Morphers

Performance Bonus/stock
Bishakha Majumdar. Advanced Stcategic H n Resogrpglons

Management. IIM Visakhapatnam. December 2024 - June
2025. bishakha@iimv.ac.in



What are the Drivers of Compensation
Decisions?

Internal Consistency

Market Competitiveness

Individual Contributions

Legal/Political Forces

Clearly shows relative value
of jobs

Jobs needing greater
qualifications, with greater
responsibilities and more
complex duties fetch
greater pay

Techniques:
Job analysis
Job Evaluation

Reflects the environmental
conditions, industry
benchmarks and long-term
prospects

Reflects the firm’s strategy
and financial capabilities

Techniques:
Strategic Analysis
Compensation Surveys

Richaldha Aot iAoy A Ao
DrSTairaTv

edS

Reflects the performance
level of the employee

Reflects the employee’s
credentials

Techniques:
Performance Appraisal,
Competency analysis

rotas: o DA

Labour Laws for
minimum compensation,
etc.

Workers’ Union Demands

Wage gap debates

Techniques:
Compliance,
benchmarking, bias
rectification

IClJUIIIuClI. muavartt

Ll oo
IQLCSIL TTUTTarm iInCouuTLT
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Compensation maturity of firms

Developing (34%)

Consistent compensation philosophy
Uses market data to set pay for most jobs

Advancing (21%) Also uses ranges or grades.
Emerging (21%)

Uses market data
Moving toward a mature, consistent
compensation structure

Solid, reliable, structured
Optimizing (12%) Using multiple data sources

industry-leading Regularly monitored for

continuous adjustments. May have ranges for some critical jobs.
monitoring
transparent Initiating (13%)
reward performance. :
. : P Mostly reactive to employees
innovative . :
. asking for raises

compensation .

_ No formal consistent processes for
strategies

setting compensation

Future-focused Moment of job offer - moves

https://www.payscale.com/content/report/2023-compensation-best-practices-report.pdf



Types of Pay Structures

Traditional salary structure

-

$58,000

$52,000

-

$65,000

$40,000

$45,000

$50,000

~N

Broadbanding

$65,000

Traditional pay grades

A group(s) of comparable jobs (e.g., same level
and job family) with one pay range that may or
may not have been created using market data

Step structure

$40,000

Broadbands

A pay rate for a job with pre-defined increases with

experience or tenure

Bishakha Majumdar. Advanced Strategic Human Resource
Management. IIM Visakhapatnam. December 2024 - June

2025. bishakha@iimv.ac.in

Market-based pay ranges (job-based)
A range created using market data that
only applies to one job. Each job has its
own range

Market-based pay ranges (grade-based)
A group(s) of comparable jobs (e.g., same
level and job family) with one pay range
that has been created predominately
using market data

A wide group of jobs (e.g., more than one level and/
or job family) with one pay range that has been
created predominately using market data
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