Participation Posts
1) What are pay increases based on in your organization, i.e. job performance, longevity? Do you think your organization's base for increasing pay is the best standard for awarding pay increases? (CH 3)
In my organization, longevity-pay approach, that involves raising employee’s pay or salary because he or she has stayed for long in the organization (Cite). For many companies that work with this approach like where I work, the raise is determined by the firm. It could be given annually, after a certain number of years or at a special time. For where I work, it is given annually. I believe that longevity pay rise is the best standard for awarding pay increase because it helps retain long-term employees at the market rate. 
2) Many compensation professionals are faced with making choices about which discretionary benefits to drop because funds are limited and the costs of these benefits continually increase. Assume you must make such choices. Rank-order discretionary benefits (at least 4 benefits offered by your employer) from the ones you would most likely eliminate to the ones you would least likely eliminate. (CH. 9)
The order of discretionary benefits from the ones I would likely eliminate to the ones I would least eliminate include: Paid time off, employee assistance programs, tuition reimbursement, family assistance benefits, health protection benefits, retirement benefits, and life insurance benefits. I would most likely eliminate the paid time off benefits because they are not as essential or immediate as other medical benefits. I would least eliminate the retirement benefits because it helps employees plan for their retirement (cite). Also, I would least eliminate health benefits because it is very important as well as a responsibility of the employer to create a safe and healthy working environment for employees. 
3) Describe seniority and longevity pay practices. (CH 3)
Both seniority and longevity pay practices are based on how long the employee has worked in the organization. For example, someone who has worked for about 15 years may have 15 years of seniority. Therefore, his or her longevity pay rise will be based on the 15 years of service to the organization. Seniority practice refers to the preference to the employees who have been with the organization for the longest time (cite). Longevity pay practice, however, refers to the pay that is based on the duration that an employee has been with the employer. 
4) Explain the merit pay approach to compensation. (CH 3)
Merit pay approach is a pay strategy that is determined by the employer to raise the salary of his or her employees. The employer sets the criteria used to determine who qualifies for the pay raise. The employer can achieve this by conducting the meeting with the employee to discuss his or her work performance for the period the employee has been working (cite). Therefore, merit pay approach is a matter that is determined between the employer and employee or sometimes, employee's representative like the labour unions. 

5) Explore a variety of performance appraisal methods. (CH 3)
[bookmark: _GoBack]Some of the performance appraisal methods include the assessment center method, behaviourally anchored rating scale, the critical incident technique, and human accounting method. Human accounting method involves looking at the amount of revenue that an individual or employee can generate or the number of customers he or she can make happy (cite). The critical incident technique is a method that involves statements that describe the employee’s negative and positive reactions at the workplace. Behaviourally anchored rating scale involves different narrative techniques such as essay evaluation. 
6) Discuss how compensation professionals can strengthen the pay-for-performance link. (CH 3)
Even though many employers may not believe that there is a link between pay and performance, but it is true that the link exists and it is important that an employer understands it. Compensation professionals can strengthen the pay-for-performance link by developing a clear compensation strategy, which involves defining the market, determining the level of competitiveness and deciding to reward performance through variable pay (cite). Also, compensation professionals should develop clear and aligned goals in the compensation structure. This depends on the organizational, department, team, or individual levels. 
7) Summarize the possible limitations of merit pay programs (CH 3)
Some of the possible limitations of merit pay programs include concerns about favouritism in employment and communication problems. Regarding communication troubles, merit pay programs it is difficult for the supervisor to communicate to the employee about his or her contribution as well as what the superior performance would involve making him or her a worthy participant in pay raise consideration. Also, there are concerns of favouritism in a merit pay system. In this case, it is easy to challenge the measurable used in determining the potential candidate for merit pay because in most cases, the determination is made by the supervisor (cite). 

8) Discuss the origins of discretionary benefits. (CH 9)
The origins of discretionary benefits can be associated with the enactment of the Employee Retirement Income Security Act of 1974 (ERISA), which sets the minimum standards that an employer can establish for retirement and health plans (cite). Even though this Act does not cover the plans established by the government entities, but it seeks to eliminate exploitation of employees by their employers. The discretionary benefits are voluntary benefits that an employer can offer to his or her employees.
