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Abstract
When compensation issues arise, it is often necessary for human resource managers to conduct investigations to establish the cause. Some of the reasons for remuneration concerns occur from wages, internal and external equity, promotion, and benefits. These factors can significantly affect the level of employee satisfaction to the point that they lead to complaints. Human resource managers are responsible for ensuring that appropriate solutions are applied to overcome these challenges. However, not all concerns require solutions because some employees can also make unreasonable demands. 
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1.0 Introduction

When compensation issues arise, it is often prudent to use internal organizational mechanism or an external arbitrator to find an amicable solution. Compensation issues often arise when there are disagreements between the employer and the employee on the compensation package that the employee deserves for selling their workforce to the employer. Such issues may arise when the employee feels that the remuneration package is low or does not meet labor regulations operating within the given environment. According to Beach and Daly (2015), the management of compensation involves the effective administration of compensation design to ensure that such a design meet legal guidelines and that they meet external and internal equity standards. Compensation issues will often arise when the management of compensation is not handled efficiently. Challenges are often encountered either because the organization feels that employees don’t deserve the packages they demand, or when employees perceive that legal or internal and external equity issues have not been met adequately. The role of the human resource manager in resolving such disputes is to find a common negotiating ground between the employer and the employer by considering legal provisions, and external and internal equities while still ensuring that the organization makes profits from its labor force. 

2.0 Identification of the Major Issues

Poor understanding of the problems leading to compensation concerns will affect the dispute resolution process. Dresang (2017), observes that the primary bottleneck in resolving compensation issues is the lack of understanding of organizational policies and government policies about payment packages, or when there are discrepancies between the policy provisions of the two. In the organization, there is need to understand the cause of the payment concerns raised. Internal dispute resolution mechanism should be put in place before involved any third party from the outside. Research, as explained by Liao, J, Martocchio, and Joshi (2010), plays an important role in identifying the underlying compensation concerns that have led to the dispute. The management of employees is under the mandate of the human resource manager. Therefore, the human resource should steer such an initiative and make sure it is conducted efficiently. According to Joshua (2010), the primary factors that cause remuneration concerns are present wages, internal equity, external equity, turnover issues, promotional issues, benefit costs. Joshua goes on to explain that organizations that have instituted the correct payment policies seldom suffer from compensation related issues. In essence, organizations should significantly invest in the creation of policies that enable them to attract competitive human resources and creates a conducive working environment for employees. 


2.1 Overtime

Wage disbursement policies adopted by an organization can be subject to complaints by employees leading to disputes. Phillips and Gully (2013), explain that salaries should be fair concerning the amount and should be disbursed promptly to prevent complaints from workers. The primary complaint by employees is the fact that they receive too little for the extra hours that they are required to work. 


2.2 INTERNAL EQUITY


Internal equity essentially refers to the fairness of the wage distribution within an organization. Mathis, Jackson, and Valentine (2013), internal equity also incorporates aspects such as remuneration packages that are sensitive to the skills of employees and other factors such as performance and dedication. In essence, a company should come up with guidelines that ensure that the remuneration packages are viewed as fair about employee output and skills. There are two major areas of concern that human resource managers should consider keenly that provide guidelines towards ensuring that internal equity is approached professionally; procedural fairness and distributive fairness. Procedural fairness essentially refers to the principles and methods adopted by an organization in determining salaries. Distributive fairness covers rewards and the methods used to issue rewards to employees (Mathis, Jackson, & Valentine, 2013). When employees that internal equity is not approached with impartiality then they can be expected to raise these issues with the management. The primary complains of employees working in the warehouse and manufacturing departments is that some people who had worked with the company for years were receiving fewer salaries that newly appointed graduates. 



2.3 External Equity
External equity refers to the comparison of the compensation packages between an organization and what similar organizations offer employees with the same responsibilities. Concerning analysis of external equity Hanvey and Sady (2015), explain that an organization can establish the average compensation packages issued by companies within the same industry by conducting surveys. External equity is an important factor of consideration because it might lead to high employee turnover. Furthermore, an organization risks losing the best talents to rivals when it fails to offer industry sensitive and competitive remuneration packages. The employees at the warehouse and manufacturing departments complain that workers in another company in the same industry enjoy higher pay. 

2.4 Promotional Issues
The correlation between employee satisfaction and promotion is a subject that cannot be ignored by human resource managers. Workers significantly invest in improving skills and increasing academic knowledge with the aim of having better career experiences. However, when the employer fails to give a well-deserved promotion, it can be disillusioning. There are cases where employees have left well-paying jobs just because they were denied a promotion that felt they deserved. Some regular employees were complaining that they deserved to be promoted supervisors since the previous supervisors had taken up other responsibilities. 


2.5 Benefit Costs 
Benefits packages include provisions such as insurance cover, medical cover, holiday packages, paid leaves, education leaves. These are issues that significantly affect employee satisfaction and they can become a determining factor which employer a competitive employee works for. Benefits essentially give an employee a sense of importance and the knowledge that the employer cares about their social welfare. Employees might only complain over benefits of they feel that the cost much less than they deserve. Some costs such as health insurance and are mandatory as required by the law. Denying employees their rights to benefits as required legally can cause discontent. With regard to benefits supervisors at the warehouse and manufacturing departments were proposing that they each be given holiday packages so that they can go on holidays with the company. 

3.0 Proposed Solutions

Effective identification of problems should be accompanied by an issue-driven solution to ensure that the problems are addressed sustainably. The problems identified in the previous section will provide guidelines for the human resource manager to apply remedies that specifically target these issues.


3.1 Overtime

According to the United States Department of Labor (2017), when an organization requires its employees to work extra hours of up to or exceeding 40 hours per week, then such an employer should at least pay the employee at least one and half of their regular salary for overtime. In essence, the organization should inform the employees this provision by the United States Labor requirement and explain to them that when they have been given one and a half their regular amount for overtime, it is already above legal requirements. The company can also promise employees that if the financial position of the company improves then overtime rates will definitely be increased. 


3.2 Internal Equity

The internal equity concept of procedural fairness adopted by the organization stipulates guidelines that are often followed to determine the compensation packages of various employees. Graduates are generally considered to be more skilled than persons who have risen the ranks as apprentices. Age is not a factor of consideration when it comes productivity. Employee productivity can lead to an increase in salary under distributive fairness. Therefore, the senior employee in the warehouse and manufacturing departments should understand that according to the procedural and distributive fairness principles adopted by the company, graduates are subject to higher pay even if they are new recruits.


3.3 External Equity

External equity is not only a subject of looking at related companies, but also at the industry requirements. According to Payscale (2016), an average factory worker should earn an average of $12.62 per hour. The workers at the company who were complaining work in the production department and they earn an average of $25 per hour. In essence, the company still provides wages that are above industry requirements. The company where supposedly employees are receiving higher wages is an established and a much bigger company. Therefore, the solution is that there should be no increase in wages. On the other hand, the human resource manager should instruct supervisors to explain these facts to the employees. 



3.4 Promotional Issues

Promotional issues are based on merit and not the mere fact that a position is vacant. Furthermore, the employees demanding for promotion have not demonstrated skills and expertise to undertake supervisory positions.


3.5 Benefit Issues

The request by the supervisors for holiday packages is justified because from the records there is every reason to believe that the two departments have operated exceptionally well in the recent past. However, the only problem is that the organization cannot afford such a hefty expenditure at the moment owing to financial difficulties. Perhaps if the employees can reduce the cost of their packages the company can give the request some consideration. 

4.0 Conclusion

The case study has established that compensation issues are a common occurrence in most organizations. Organizations that overcome these challenges are the ones that take time to identify problems and look for the most applicable solutions. In some instances, employees can make demands that the company cannot afford due to financial constraints. In other instances, the demands can be driven by poor understanding on the part of employees on the principles that govern compensation management. Therefore, it is necessary for the human resource manager to take time and analyze the situation conclusively. Conducting some research can be a good idea to determine how other organizations have dealt with similar challenges. Such studies can give some insight on the underlying issues behind the compensation challenges. Furthermore, human resources managers should always consult in order to understand how internal mechanisms can be used to tackle the issues.
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