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Summary

The BPO business in the country is the stage of transformation on account of various factors i.e, competition within the country and emergence of new countries on the horizon both from Asian, African and European regions.

The Customers are re-evaluating the service offering on various factors such as :-

· Availability of Talent Pool & trainability 

· Cost arbitrage & Labour arbitrage 

· Management Capability in rendering contractual services 

· Near shore locations for better customer service due to cultural similarities 

The above factors have completely transformed the competitive landscape and organizations are looking at organizations are looking at multitude of levers that can provide them competitive edge and on the critical components is  to upscale the “Value-Chain Offerings” to the customers through innovation, service excellence and prompt support on reduced time-lines. 

It is this context, that employee engagement is an important factor that will have significant influence on the competitive capability of organization. In order to do so organization are revisiting the Job Design through job analysis, sculpting the jobs and re-visiting the compensation structures for Talent with enhanced capability. 

This project aims to Analyze the Jobs, design JD, identify the compensable factors & points, grade and look at broad salary structures vis-avis the compensable factors.
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Introduction
This project has been submitted as a part of the Certification process of the Compensation and Benefits Manager workshop conducted by Middle Earth Consultants or Carlton Advanced Management Institute (CAMI).

The project presents designing and developing a Salary Structure for 5-6 positions in a particular department/ division. It involves:

· Identifying and finalizing the basic components of a salary structure

· Designing an equitable compensation keeping in mind Internal, External and Individual Equity.

The Organization selected for this project is a BPO organization in BFSI Domain. The core business of the organization is to function as a captive of a large MNC bank and support in facilitating service excellence across its operations in 85 countries in the world. The 5 positions evaluated in this project are from Operations department.

Compensation

The core objective of compensation is to ensure the ability of an organization to attract and retain the talent and have a cutting edge benefit over its competitors in the market place.

Compensation looks a various aspects such as job sculpting to create jobs that have a sense of intrinsic self-worth and have enough motivation and challenges to an employee’s both from learning and delivery perspectives.

The compensation has to viewed holistically in conjunction with other aspects such as Organizational Design, Culture, work environment, Learning and career advancement opportunities to an individual. Compensation can be just a hygienic factor or a motivation factor depending on the fact that on how it is designed and administered.

In the Services Sector especially ITES space, employees are conscious of their competence and value and have a strong informal network not just in the organization but across the organization, due to which they continuously evaluate the perceived vs project equity at all levels i.e, External, Organizational, Individual equity and decide on their career view of whether to continue with current employer or move ahead to greener pastures with other organizations.
The HR framework for compensation can broadly look as under:-
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Compensation Objectives 

The compensation philosophy and the set objectives should support organizational endeavor of organization in establishing the “equity” from employee’s perspectives while it should ensure “value for money” proposition for the employer. The organization has consider both external and internal factors in designing and administering compensation program in the organization.

The compensation design of an organization can have several Stratetic/Core and Support/Allied objectives, which can be as under:-

	Strategic Objectives
	Support /Allied Objectives

	Ensure creation and nurturing a climate of innovation and service/performance excellence
	Control/Reduce Employee Dissatisfaction  

	Sustain and improve employee engagement 


	Support the learning & developmental environment for employees


	Create motivation for current and future performance 
	

	Support  in attracting & retaining Talent Acquisition and Retention 
	


Components of Compensation System
The components of compensation program would consist of rewarding for work directly and the components consist of wages, salaries, bonus, gain sharing etc. and the indirect benefits include vacation, health and insurance coverage etc. 

The broad categorization and structuring of Comp & Ben Components are depicted here under:- 
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A combination of external and internal factors can influence, both the structuring and extent of payout under both direct and indirect pay categories.
External Factors
The major external factors that influence wage rates include payout quantum by competitors, cost of living, legal requirements, and the collective bargain​ing if the employer is unionized.

Competitive Payout
The compensation program is significantly by employment market i.e, the number of players in the same sector, the extent of payout. In addition it also encompasses the payout of indirect competitor’s i.e, from other sectors. 

This is owing to the fact that today’s employees are highly mobile and the average employees changes 2-3 sectors during his career span
The payout comparison and benchmarking is assessed with the help of compensation survey with the help of external consultants, who specialize in this area. These include local and international players. In India we have local consulting firms like Team Lease and a host of international consulting firms like Hewitt, Mercer, Watson Wyatt etc.
Typically the organization undertakes on an annual basis and benchmarks themselves against direct and indirect competitors. The process includes the following steps:

1. Analyzing Jobs (Job Analysis)

2. Preparing Job Description and Job Specs for critical roles

3. Mapping the roles/JDs to internal salary ranges

4. Sharing the above details with Compensation Survey consultant

5. Advising the consultant on the list of organizations to be covered in each category

6. Getting the survey results (Salary Ranges – Level wise)

7. Plotting the internal ranges vs external ranges

8. Decide on compensation strategy of organization i.,e Lead or Lag the Market etc.

9. Evaluate the corrections required if any for the salary ranges.
10. Getting guidelines from corporate executive board on overall rewards pot available for allocation for that year.

11. Decide on broad performance reward guidelines extent of performance hike for each employee vis-à-vis the performance.

12. Assess the relative equity/inequity of existing compensation of each employee and decide on extent of relative correction

13. Allocate/decide on extent of performance rewards for each employee.

14. Refix the salaries, execute and communicate to employees through annual rewards exercise..
Cost of Living
Because of inflation, compensation rates have had to be adjusted upward periodically to help employees maintain their purchasing power. This can be achieved through quarterly cost-of-living adjustments (COLA) in wages based on changes in the consumer price index (CPI). The CPI is a measure of the average change in prices over time in a fixed “market basket” of goods and services.

Collective Bargaining

One of the primary functions of a labor union is to bargain collectively over conditions of employment, the most important of which is compensation. The union’s goal in each new agreement is to achieve increases in real wages (wage increases larger than the increase in the CPI) thereby improving the purchasing power and standard of living of its members. This goal includes gaining wage settlements that equal if not exceed the pattern established by other unions within the area.

Salary Structure
The organizations today adopt more or less a standard set of components in structuring components due to two reasons i.e, Statutory compliance, align and advantage over competition and more important from taxation perspectives. The structure so designed would enable relative amount of organizational and individual flexibility ( on factors such as expertise, experience, performance and balancing tax liability )while retaining the standardization cross board as well.. This is mainly done to simplify the administration part. One such salary structure would be:
	Salary Heads
	Payout Frequency

	Fixed Salary 
	

	1) Basic Salary
	Paid monthly through salary. Forms the base for calculation of retirals. To increase take home, basic is kept on lower side thereby increasing cash in hand.

	2) Dearness Allowance 
	The Salary that is aligned to cost of living ( in PSU) and in case of Private sector a standard % of Basic

	3) Supplementary allowance 
	Ann adjustment factor that is left out after assigning to all other salary components.

	Flexible Basket (Employees are allowed to allocate)
	

	1) House Rent Allowance (HRA)
	Paid monthly through salary. Attracts tax advantage.

	2) Transport/ Conveyance Allowance
	Paid monthly through salary. Attracts tax advantage upto a maximum of INR 9600 annually

	3) Leave Travel Assistance (LTA)
	Generally paid annually. Attracts tax advantage if proper supportings submitted

	4) Medical
	Either paid monthly or on reimbursement basis. Attracts tax advantage in case it is a reimbursement

	5) Performance Incentives
	To inculcate the culture of Pay for Performance more and more companies are introducing variable pay. Generally paid annually or based on the incentive scheme of the Company

	Retirals
	

	1) PF Contribution, 
	12% contribution each from employer and employee

	2) Gratuity
	15 days for every completed year of service (@ 26 days a month) for five year subject to minimum service of 5 years

	3) ESI ( If applicable)
	I.e, Basic Salary less than or equal to INR 10,000/-


Note 1) The Company would decide to fix allowances for a particular grade across the 
             organization or capture it as a percentage of the Basic. 
         2) Other benefits would include coverage under Life insurance, Accident insurance, 
             Mediclaim etc. 

Job Descriptions
The 5 positions selected from the Operations Department are as follows:

	Position Title
	Department

	Customer Service Executive
	Operations

	Assistant Manager
	Operations

	Manager
	Operations

	Assistant Vice President
	Operations

	Vice president
	Operations


I. Job Description: Vice President – Operations 

	Position Title:


	Vice President – Operations  

	Reports to


	Center Manager (Dark Line)

Business Vertical Head  (Dark Line)

	Department


	Operations 

	Division


	Global Payments & Settlements 

	Location


	Hyderabad , India


Overall Objective:

· Responsible for the overall direction , control and strategy of the operations of the “Center of Excellence(CoE)” all operational matters such as New Transition, Ramp up of existing processes, Reviewing the Performance against the SLAs/Metrics through periodical MI, Manpower forecasting and Recruitment/selection, Training &  Development in coordination with HR function etc.
Key Responsibilities:

· Strategic KRAs

1) Strategize for growth of existing business and new business
2) Client Relationship Management 

3) Maintaining & Improving the Profitability of CoE

4) Containing the Manpower Budget (Comp & Ben Budgets) for his team

5) Motivation and supervision of his Team

· Operational KRAs
1) Achieving the Performance Metrics/SLAs of the Process/CoE

2) Ensuring Process& Quality Compliance 

3) Ensuring Process Discipline

4) Designing and implementing various Employee Engagement initiatives like Fun@work, Skips, Town Halls, Rewards & Recognition Programs 

· People Management 

1) Implements and co-ordinates the application of established human resource policies through Employee Relations SPOC

2) Responsible for maintaining and improving the Employee Engagement Scores, by effective implementation of People Management Policies/Practices and measured through “Annual People Survey”

3) Training & Development of employees 

4) Succession Planning for critical positions 

5) Maintaining  the attrition within the defined limits by continuous review and coordination with his team and Employee Relations SPOC

6) Ensuring effective implementation of Performance Management System like goal setting, monthly/quarterly/half-yearly and annual reviews
7) Pro-active management of employee grievances

Job Specifications:

	Education


	· Graduate in any stream

· Master’s or PG in Management


	Experience


	· 15+ years of Operational experience in related fields, preferably within the same industry.

· Global experience preferred



	Critical Competencies

Role Specific

Behavioural
	· Strategic and Change Management

· Understanding and running a CoE & Profitability Management 
· Colleague Relations Management

· Business and Financial Acumen

· Organizational Effectiveness

· Motivating Others

· Innovation Management

· Understand Others

· Conflict Management

· Managing Diversity


	Position Title:


	Assistant Vice President – Operations  

	Reports to


	Vice President Operations 

	Department


	Operations 

	Division


	Global Payments & Settlements 

	Location


	Hyderabad , India


II. Job Description: Assistant Vice President  – Operations 
Overall Objective:

· Supporting the Asst. Vice President – Operations in  all operational matters of  “Center of Excellence(CoE)” such as New Transition, Ramp up of existing processes, Reviewing the Performance against the SLAs/Metrics through periodical MI, Manpower forecasting and Recruitment/selection, Training &  Development in coordination with HR function etc.
Key Responsibilities:

· Strategic KRAs

1. Client Relationship Management 

2. Maintaining & Improving the Profitability of  his Teams
3. Motivation and supervision of his Team

· Operational KRAs

1. Achieving the Performance Metrics/SLAs of the Process/CoE

2. Ensuring Process& Quality Compliance 

3. Ensuring Process Discipline

4. Implementation of various Employee Engagement initiatives like Fun@work, Skips,  etc 
· People Management 

1. Responsible for maintaining and improving the Employee Engagement Scores, by effective implementation of People Management Policies/Practices and measured through “Annual People Survey” for his/her teams
2. Training & Development of employees in the assigned teams
3. Maintaining  the attrition within the defined limits by continuous review and coordination with his team and Employee Relations SPOC

4. Ensuring effective implementation of Performance Management System like goal setting, monthly/quarterly/half-yearly and annual reviews
5. Pro-active management of employee grievances

Job Specifications:

	Education


	· Graduate in any stream

· Master’s or PG in Management

	Experience


	· 9-12 years of operational experience in related fields, preferably within the same industry.



	Critical Competencies

Role Specific

Behavioural
	· People & Process Management

· Colleague Relations Management

· Business and Financial Acumen

· Metrics Management 
· Motivating Others

· Innovation Management

· Understand Others

· Conflict Management

· Managing Diversity


III. Job Description: Manager –  Operations
	Position Title:


	Manager  – Operations  

	Reports to


	Asst. Vice President Operations 

	Department


	Operations 

	Division


	Global Payments & Settlements 

	Location


	Hyderabad , India


Overall Objective:

· Supporting the Asst Vice President – Operations in  operational matters “Center of Excellence(CoE)”- Specific to his/her Teams/business areas i.e., such as New Transition, Ramp up of existing processes, Reviewing the Performance against the SLAs/Metrics through periodical MI, Training &  Development in coordination with HR function etc.
Key Responsibilities:

· Strategic KRAs

1. Client Relationship Management 

2. Maintaining & Improving the Profitability of  his Teams

3. Motivation and supervision of his Team

· Operational KRAs

1. Achieving the Performance Metrics/SLAs of the his Teams
2. Ensuring Process& Quality Compliance 

3. Ensuring Team(s) Discipline

4. Implementation of various Employee Engagement initiatives like Fun@work, Skips, 
· People Management 

6. Responsible for maintaining and improving the Employee Engagement Scores, by effective implementation of People Management Policies/Practices and measured through “Annual People Survey” for his/her teams

7. Training & Development of employees in the assigned teams

8. Maintaining  the attrition within the defined limits of his team and regular coordination with Employee Relations SPOC

9. Ensuring effective implementation of Performance Management System like goal setting, monthly/quarterly/half-yearly and annual reviews
10. Pro-active management of employee grievances

Job Specifications:

	Education


	· Graduate in any stream

· Master’s or PG in Management

	Experience


	· 6-9 years of related experience in related fields, preferably within the same industry.



	Critical Competencies

Role Specific

Behavioural
	· People & Process Management

· Colleague Relations Management

· Business and Financial Acumen

· Metrics Management 

· Motivating Others

· Innovation Management

· Understand Others

· Conflict Management

· Managing Diversity


IV. Job Description: Asst. Manager -  Operations 

	Position Title:


	Asst. Manager - Operations 

	Reports to


	Manager – Operations 

	Department


	Operations 

	Division


	Global Payments & Settlements 

	Location


	Hyderaabad , India


Overall Objective:

· Provides support to Manager Operations in Process Metrics and People Management for his/her Teams.
Key Responsibilities:

· Operational KRAs

1. Achieving the Performance Metrics/SLAs of the his Teams

2. Employee Communications

3. Ensuring Process& Quality Compliance 

4. Ensuring Team(s) Discipline

5. Implementation of various Employee Engagement initiatives like Fun@work
· People Management 

1. Responsible for maintaining and improving the Employee Engagement Scores, by effective implementation of People Management Policies/Practices and measured through “Annual People Survey” for his/her teams

2. Training & Development of employees in the assigned teams

3. Maintaining  the attrition within the defined limits of his team and regular coordination with Employee Relations SPOC

4. Ensuring effective implementation of Performance Management System like goal setting, monthly/quarterly/half-yearly and annual reviews
5. Pro-active management of employee grievances

Job Specifications:

	Education


	· Graduate in any stream

· Master’s or PG in Management

	Experience


	· 4-6 years of related experience in related fields, preferably within the same industry.



	Critical Competencies

Role Specific

Behavioural
	· People & Process Management

· Metrics Management 

· Motivating Team Members
· Innovation Management

· Understand Others




I. Job Description: Customer Service Executive – Operations 

	Position Title:


	Customer Service Executive  

	Reports to


	Asst. Manager – Operations 

	Department


	Operations 

	Division


	-

	Location


	Hyderabad,  India


Overall Objective:

· Work on his/her responsibilities and support the Asst. Manager Operations in Process Metrics achievement.
Key Responsibilities:

·  KRAs

1. Achieving the Performance Metrics/SLAs assigned to him/her.
2. Ensuring Process Quality & Quality Compliance 

3. Adhering to Team Discipline

4. Participate in Team Activities

5. Contribute to Team Ideation and innovation Process.

6. Should be willing to learn new skills and take up additional responsibilities

Job Specifications:

	Education


	· Graduate in any stream



	Experience


	· Graduate with 0-3 years of experience in BPO industry.



	Critical Competencies

Role Specific

Behavioural
	· Good Computer and Typing Skiills
· Excellent Communication in English Language

· Knowledge of languages such as French/Arabic will be an added advantage.

· Accounting Knowledge and Payments Processing
· Self-motivated
· Good Team-player

· Willing in work in rotational shift



The Motivating Value of Compensation

Compensation philosophy and process is aimed at ascertaining the relative worth of an employee in terms of skills/Competencies relative to a job, benchmark against the internal and external similar roles and relative to hierarchy in the organization.

The idea is to ensure that the contributions of an employee are valued and rewarded to ensure motivation and employee engagement. The Compensation fitments is influenced by organizations strategy i.e, both business and HR strategies. It is aimed at balancing the mutual expectations of employer and employee as to what constitutes an equitable pay.

Ensuring Equity in Pay
Equity can be defined as value assessed for the investment and return on it. In the context of compensation, equity can be defined as value-assignment process by the organization to the current and future skills/experience/competences that an employee can bring on board on the job
The idea is not just rewarding for the current potential but also the future contribution potential of the employee through the roles assigned him/her. An important factor is definition and evaluation of equity by the employer and employee. The equity can be intrinsic i.e, value for the role based on responsibilities/accountabilities attached to the job or extrinsic i.e, relativeness of the job value and the contribution from the job to the other jobs in the job family both in the organization and in other organizational. The process is termed is Individual, Organizational and external equity respectively.
Pay Expectation
Hertzberg’s theory of expectancy of reward vs effort can be a good guide. It is for the organization to evaluate the effort required in every job is assessed through job evaluation exercise and more importantly communicate to the employees about the evaluation and scientific assessment process for assessing job worth and the compensation fitment that was carried out relative to both internal job families and external jobs. Thus, how employees view compensation can be an important factor in de​termining the motivational value of compensation. 

Job Evaluation

The systematic process adopted by organizations to formally determine the value of jobs to determine the relative worth of jobs in order to classify the job families, structure them hierarchically.  This helps to establish internal equity between various jobs. The relative worth of a job may be determined by compar​ing it with others within the organization.

The four most frequently used job evaluation methods are:

· Job Ranking

· Job Grading/ classification

· Hay Plan

· Point Method

Job Ranking

It is the simplest way to evaluate jobs. A committee of managers reviews all job description and analyses the value of each job and finally ranks them in order of their relative importance or worth to the organization. 
Job Grading
In job grading a certain job is taken as standard and all the other jobs are compared with it.

Hay Plan

It allows the evaluator to assign point value for each factor. The total of the points across all factors is the value of the job. The universal factors used by Hay plan are know – how, problem solving and accountability.

Point Plan

Point method breaks the job into components and evaluates each of these job elements against specially constructed scales. The steps followed in applying point method are as follows:

Step 1: Define Compensable factors
Compensable factors are those job dimensions that will be the basis for paying employees. 

Step 2 : Factor Scales
Once the compensable factors have been selected, scales reflecting different degrees within each factor are constructed. This depends on the number of roles. If there is higher number of roles, more degrees are required. 
Step 3: Describe Degrees of Compensable factors
The next step involves describing each degree of each compensable factor.
Step 4: Determine Weightage
Based on the relative importance of the compensable factors for the organization and its roles, the weight of each compensable factor is determined so that the total of all points of all the compensable factors for the 1st degree is 100. Then the corresponding points of all other degrees of the compensable factors are determined and the point plan is formed.

Step 5: Evaluate jobs
A few benchmark jobs are first evaluated to check the validity of the point plan. If required few iterations are tried out and the point plan is finalized. All other jobs are then evaluated using this point plan.

Job Evaluation of 5 positions in Operations Department

Compensable Factors:

The compensable factors considered here are:

· Compensable Factor 1(CF 1) : Skill

i. Education

ii. Experience

iii. Knowledge

iv. Communication & Interpersonal Skills
v. Physical Demand
· Compensable Factor 2( CF 2) : Effort

i. Customer Service & Process Flow 
ii. Mental demand/ Problem Solving

· Compensable Factor 3 (CF 3) : Responsibility

i. Metrics Management 

ii. Extent of Responsibility for Delivery of Results 

iii. Responsibility of Financial Results 
· Compensable Factor 4 ( CF 4) : Job Conditions

i. Work of others 
ii. Working Conditions 
Definition of Compensable Factor 1 (CF1) 

i. Definition of CF 1(i): Education

This factor measures the minimum level of formal education, specialized training, and professional licensing and certification required to perform the work.   
Degree 1: Graduate in any stream

Degree 2: Graduate in any stream with a specialization course

Degree 3: Graduate in any stream with a Post graduate diploma specialization

Degree 4: Graduate and Post graduation in Management

Degree 5: Post graduate and additional Management qualification

ii. Definition of CF1(ii) : Experience

This factor measures the minimum amount of job-related experience, whether gained inside or outside the Organisation, in order to be hired or promoted into the position.

Degree 1: 0-3 yrs experience – Fresher from College

Degree 2: Experience of 4-6 years in related field

Degree 3: Experience of 6-9 years in related field

Degree 4: Experience of 9-12 years in related field. Global exposure would give added advantage

Degree 5: Experience of 15+ years in related field. Global exposure would give desired

iii. Definition of CF1( iii) : Knowledge

This factor measures the knowledge or equivalent training required to perform the job duties

Degree 1: Knowledge of accounting process and processing of payments is required. A training of 8-10 weeks followed by On the Job Training (OJT) of 2 months is required for employee to become proficient in payments processing.


Degree 2: Knowledge of Payments Process, process audit and verification expertise to authenticate payments is required to function in the role.
Degree 3: Knowledge of payments process, addressing escalations, new process transition execution, planning for improving the performance, new process design & engineering, ability to build MI on transactional metrics and communication to seniors in the system.
Degree 4: Comprehensive knowledge of payments & settlements process, process variation across different geographies, knowledge of central bank guidelines and bank guidelines, planning for compliance through defined process, process audit, ability to plan ramp up and new transition, ,manpower forecasting, recruitment and induction and overseeing process metrics through regular MI and communicating to all stakeholders.
Degree 5: Strategic perspective of Global Payments Strategy of the bank, end-2-end knowledge of payments process, critical steps, addressing process errors, escalations, process management capability for large teams etc. Capability to provide leadership and direction to the Centre of Excellence (CoE). Maintains up-to-date knowledge in the area of specialization. Develops, recommends, and oversees implementation of processes and policy changes in the area of specialization.  

iv. Definition of CF 1 (iv) :Communication & Interpersonal Skills

This factor measures the extent to which the job requires employees to explain, describe, persuade, negotiate, and generally convey intended meanings and information to others.  

Degree 1: Uses primarily oral communication to describe or explain simple and routine processes or information. Written communication is generally confined to recording information with little or no interpretation given by the incumbent.

Degree 2: Uses oral and written communication to describe or explain routine processes or information with certain level of interpretation given by the incumbent.

Degree 3: Uses both oral and written communication to describe or explain processes not necessarily routine in nature with higher level of interpretation and analysis given by the incumbent with some level of technical documentation.

Degree 4: Uses both written and oral communication to describe, explain, and advise others. Most communication involves technical terminology, logical development of arguments or processes, and requires clarity of expression. Examples of written communication include mainly technical documentation and reports. Interpersonal communication with others occurs routinely by phone, E-mail, and in person.

Degree 5: Uses both written and oral communication to describe, explain, advise, persuade and negotiate. Most communication involves technical terminology, logical development of arguments or processes, and necessitates clarity of expression. Examples of written communication include correspondence, technical documentation, and reports. Interpersonal, face-to-face communication with employees, management, and venders is critical.  

v. Definition of CF1 (V) : Physical Demand

Occasional, intermittent or constant handling of light, working on system across different timelines, frequent shifts which put a pressure and stress on physical and psychological aspects of employees.
Degree 1: No or very less physical effort. The job is office based and is largely sedentary.

Degree 2: The job requires being continually on the feet to make himself/herself on the floor to the employees (CSEs) processing the payments, requires high level of energy and motivation.

Degree 3: Requires greater amount of ability to move around, communicate with very large teams, as the span is higher and he is responsible for their  supervision and delivery.
Degree 4: Requires medium extent of physical movement as job involves a lot of planning and analysis of the team in the reporting span.

Degree 5: Needs high level of intellectual capability to address issues, plan for the unit, client interaction and stake holder coordination.

Definition of Compensable Factor 2 
i. Definition of CF 2 (i) : Customer Service & Process Flow 
	Degree
	Definition

	Degree 1 
	Needs to carry out the instructions 

	Degree 2 
	Authenticate the payments processed, handle small escalations 

	Degree 3 
	Map, define and audit the process, Handle escalations and address customer grievances 

	Degree 4 
	Oversee the mapping exercise, service delivery and audit/compliance perspectives 

	Degree 5 
	Strategize on service delivery & excellence, forecasting on cost optimization.


ii. Definition of CF 2 (iv) : Mental Demand/Problem Solving 

This factor measures the difficulty and magnitude of responsibilities necessary to complete the work and the use of independent approaches to solving problems encountered on the job.  

Degree 1: Work is routine with little requirement for independent judgment and problem-solving.  Employee is expected to follow instructions and perform tasks as indicated with little deviation.
Degree 2: Problems encountered primarily require application of routine and well-established procedures or rules.  

Degree 3: Problems encountered are variable in terms of complexity and routinization. General precedents are normally followed for decision-making.
Degree 4: Problems encountered are of higher difficulty. General precedents are normally followed for decision-making.
Degree 5: Encounters difficult and complex problems for which multiple solutions are possible.  Decision process is completely non-routine and relies on professional judgment for procedures.  
Definition of Compensable Factor 3
i. Definition of CF3 (ii) Metrics Management 

	Degree
	Definition

	Degree 1 
	Has responsibility for transactional metrics of self 

	Degree 2 
	Has responsibility for self and of the span

	Degree 3 
	Has responsibility of self, reporting managers and of employee span

	Degree 4 
	Has responsibility of process, self, reporting managers and of employee span

	Degree 5 
	Has responsibility of the entire CoE, Self, reporting managers and of employee span


ii. Definition of CF3 (iii) Extent of Responsibility for Delivery of Results 

	Degree
	Definition

	Degree 1 
	Needs to carry out the instructions 

	Degree 2 
	Authenticate the payments processed, handle small escalations 

	Degree 3 
	Map, define and audit the process, Handle escalations and address customer grievances 

	Degree 4 
	Oversee the mapping exercise, service delivery and audit/compliance perspectives 

	Degree 5 
	Strategize on service delivery & excellence, forecasting on cost optimization.


iii. Definition of CF 3 (iv) Responsibility of Financial Results 

This factor measures the individual’s dollar impact as regards to approval level of spending and decision making regarding fiscal resources.
Degree 1: Has no signing authority and is not responsible for raw material or finished goods

Degree 2: Has no signing authority but has some responsibility for raw material or finished goods

Degree 3: Has some signing authority

Degree 4: Has signing authority for higher amount but with restriction

Degree 5: Has signing authority with no restrictions on the amount.

Definition of Compensable Factor 4 : Job Conditions 
i. Definition of CF 4 (i) Work of Others

This factor measures the supervisory or managerial responsibilities.
Degree 1: Has no direct reportees 

Degree 2: Has 15- 20 direct reportees 

Degree 3: Has 3 direct reportees and employee span of 45- 50 employees 
Degree 4: Has 2-3 direct reportees and span of 150-180 employees
Degree 5: Has 3-4 direct reportees and a span of 45-500 employees.

vi. Definition of CF 4 (ii) Working Condition

This factor measures the unavoidable physical demands, environmental elements and safety/hazardous conditions under which the work is performed.

Degree 1: General office or equivalent conditions with no exposure to injury or accident

Degree 2: General office or equivalent conditions result in little or no exposure to injury or accident

Degree 3: Occasional exposure to hazards or risk of injury which are generally protected against or predictable

Degree 4: Regular exposure to conditions which are unpredictable/ uncertain and which result in risk of personal injury

Degree 5: Continuous exposure to life threatening conditions or accidents which are difficult to identify or protect against.

Point Plan 

Based on the Minimum and maximum salary range in the organization the following Point plan is developed for the 5 degrees of the Compensable factors

	Compensable Factors
	1
	2
	3
	4
	5

	Education
	15
	30
	45
	60
	75

	Experience
	20
	20
	60
	80
	100

	Knowledge
	30
	60
	90
	120
	150

	Communication & interpersonal skills
	15
	30
	45
	60
	75

	Physical Demand
	10
	20
	30
	40
	50

	Customer Service & Process Flow
	20
	40
	60
	80
	100

	Mental Demand / Problem solving
	30
	60
	90
	120
	150

	Metrics Management 
	40
	80
	120
	160
	200

	Responsibility for Delivery of Results
	40
	80
	120
	160
	200

	Responsibility of Financial Results 
	50
	100
	150
	200
	250

	Work of Others
	20
	40
	60
	80
	100

	Working Conditions
	30
	60
	90
	120
	150

	Total points
	320
	620
	960
	1280
	1600


Position wise points
	Compensable Factors
	CSE
	AM
	Manager 
	AVP
	VP

	
	Corresponding points

	Education
	15
	30
	45
	60
	75

	Experience
	20
	20
	60
	80
	100

	Knowledge
	30
	60
	90
	120
	150

	Communication & Interpersonal Skills
	15
	30
	45
	60
	75

	Physical Demand
	50
	40
	30
	20
	10

	Customer Service & Process Flow
	20
	40
	60
	80
	100

	Mental Demand / Problem solving
	30
	60
	90
	120
	150

	Metrics Management
	40
	80
	120
	160
	200

	Responsibility for Delivery of Results
	40
	80
	120
	160
	200

	Responsibility of Financial Results 
	50
	100
	150
	200
	250

	Work of Others
	20
	40
	60
	80
	100

	Working Conditions
	30
	60
	90
	120
	150

	Total points
	360
	640
	960
	1260
	1560


A point plan is finalized after several iterations. Based on the above table salaries at different levels can be determined. 
Conclusion

Salary is one of the critical factors influencing the employee motivation and engagement. In order to structure the compensation, it is imperative to evaluate the jobs in terms of effort required vis-à-vis the skills and competencies

After internal analysis, it is critical to validate the designed compensation structure vis-à-vis the market data and attune them accordingly.
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