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Assignment: Human Resource Economics
Question 1
The three elements of a compensation plan are the base salary, health insurance, and a leave that is paid. The base salary is the regular payment extended to the employees (Fahim, 2018). The standard rates offered in the market determine the salary. The rates help employers to pay their workers fairly and the workers not to be underpaid. Salaries paid to the employees depend on the job classification of the individual. Individuals with permanent employment are compensated monthly with bonuses extended to them if they work for extra hours outside the contract agreements (Chapman et al., 2018). Sometimes the compensation is paid based on the work done, and this compensation is regarded as the wages. The amount of compensation offered as the salary or wage determines the effort put by an individual towards the production process.
Health insurance is a health cover package that the employees receive from employers. The cover can be full or partial. For the full health cover, employers pay the full health cover premiums for the employees. According to Townsend et al. (2019), the partial cover involves the employers and the employees sharing the burden of paying the premiums either equally or in a certain ratio.  The cover can extend to some family members of the employee, depending on the premiums paid. This cover is important as it attracts talents, increases productivity boosts the worker's morale, and shapes the culture of the company positively.
The paid time off is the off-duty time that the employees receive. This time is offered to the employees on a weekly, monthly, quarterly, or yearly basis, depending on the company.  The workers are given time to relax, and they still get paid normal work rates. The paid time off gives a balance between personal life and fulfilling work (Michael, 2017). Paid time off is important as it reduces unscheduled absences and the production losses that come with those absences. 
Question 2
A standardized wage comparison is an assessment made on the wages paid in the market for the people who perform similar work in industries that are similar for a specific region. Individual employers determine wages by establishing wage ranges and thus level the rates of pay (Townsend et al., 2019). The number of workers available to perform a given job in the employment locale affect wages. The importance of standardized wage comparison is to ensure that the employees are not exploited by being underpaid, and the employers are not overcharged for labor.
Question 3
Systemic discrimination is behavior patterns, practices, and policies that constitute the organization structures and which perpetuate or create a disadvantage for persons who are of different gender, race, or disability (Chapman et al., 2018). At first sight, systemic discrimination is not evident, but it occurs systematically in the way practices occur, and policies are applied. Systemic discrimination can occur directly, indirectly, through harassment and victimization.
Direct systemic discrimination can be contributed to by association, perception, or objective justification. Indirect systemic discrimination is usually unintended, and the employer cannot justify it objectively. Harassment occurs when the dignity of a person is violated, or an environment that is intimidating, humiliating, hostile, degrading, or offensive is created for them (Michael, 2017). The indicators of victimization are: an employee suffering a loss, damage, disadvantage, or harm because of any action taken or to be taken. Systemic discrimination is an important issue that companies should put efforts to eliminate since it results in adverse results like depression, anxiety, blood pressure, and abuse of substance to the recipients. These effects will lower their productivity at job places and result in company losses.
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