1. Distinguish between the following job evaluation methods:
    (a) Ranking
Job ranking is considered the oldest, simplest, and the fastest job evaluation method. It basically entails the placement of jobs in an order form from the most valuable or important to the least valuable centering on a given factor such as job complexity or its importance to the company’s competitive advantage. It is important to understand that this evaluation method does no examine tasks that make the job even given that it screens the job as a whole. With the method being the simplest and the fastest, it is hardly recommended because of the obvious reason – the ranking factor is not defined and this tells one that the resulting hierarchy or order will be difficult to explain to the employees. Another shortcoming of this particular method is that the highest level of duty is presumably the basis for classification given that focus is put on the total job (Bonache & Zárraga-Oberty, 2017). For organizations that eye on employee development, career ladders, and such programs, this method is absolutely a miss because the approach does not detail or quantify how much more valuable one job is compared to another. 
    (b) Classification
Job classification was developed by the federal government and has been used by herein since then. This method utilizes the comparison concept. It ideally compares job descriptions to pre-established grade descriptors and finally deciding which level suits best (Black, 2020). It is as well a simple method, very easy to use especially for large job numbers and it has a rating scale. Breaking the whole concept down, ach job is measured against a pre-established set of job levels designed to purposely cover a full range of work that would be performed by the federal government employees. This means that broad descriptions are made early enough to reflect the specifications of the jobs that would be placed at each and every level in the system. The advantage of this approach is that it is economically suitable (not that expensive) and easy to administer. It becomes complicated in situations where the number and diversity of positions increase. Again, in the absence of specific level descriptors makes the classification method unclear and thus difficult to communicate to employees. Job levels differences can’t be spelled out in this method just like the former. 
    (c) Point factor
The point-factor plan method utilizes a number of job-related factors to determine the relative worth. This approach is said to be the mostly used in Europe and the United States. The factors are chosen on the basis of the company deciding the specific job components they value and the job characteristics they desire to pay for. It is however, important to note that this bases are dependent on the company’s strategy that images the type of work performed, and that are acceptable by the stakeholders. Needless to say, skills, responsibility, effort, and working conditions are the most common factors that are found in this approach. Immediately the jobs are identified and detailed, they are weighted considering that the factors used are specific to organizations. Responsibility, decision making, and mental effort are weighted heavily as opposed to physical efforts or work conditions. This approach breaks down jobs into components parts namely job families, pay surveys, benchmark jobs, etc. 
2. Using specific examples, distinguish between legally required benefits that employers must offer to their employees and discretionary plans.
In addition to paying Social Security taxes at the same rate as paid by employees, and offering leave for jury duty and voting, most employers are required by federal law to provide four benefits to employees. 
In order to understand the differences between these types of benefits, we should start by looking at the names of the types of benefits.  The first type of benefit is legally required benefits.  As their name implies, these are benefits that employers are required (by law) to provide for their employees.  For example, all employers must provide contributions to their employees’ Social Security funds.  They also have to provide workers’ compensation premiums for their workers.  The second type of benefit is discretionary benefits.  These are benefits that employers may offer even though they are not required to do so.  Employers typically offer these benefits as a way of attracting better workers.  They feel that they will not be able to attract the best workers unless they offer discretionary benefits.  The most common of these benefits are things like health insurance and sick and personal leave.
These two types of benefits affect employer sponsored plans because they determine what those plans will include.  Of course, all employers must pay Social Security and Medicare taxes.  The fact that these programs exist make it possible for some employers to get away without providing retirement or health insurance plans.  They also make it so that employers that do offer plans do not need to provide as much in the way of benefits.
The greater impact on employer sponsored plans comes from discretionary benefits.  Employers decide how many discretionary benefits they need to offer in order to attract employees who are well-suited for the jobs in the firm.  Their choices determine the size and the nature of the plans that they offer.
Unemployment Insurance - Workers who lost their jobs through no fault of their own—for example, the company was downsized, restructured or shut down—are eligible to apply for unemployment. Unemployment replaces a portion of laid-off employees’ lost wages while they look for work. Employees typically receive half pay for up to 26 weeks. If your business is required to pay these taxes, you must register with your state's workforce agency. For more information, visit the U.S. Department of Labor resource page for unemployment insurance (Black, 2020). 
Workers’ Compensation Insurance - Workers’ compensation offer financial protection to employees that suffer an injury or illness at work or while performing the duties of the job, resulting in their needing medical care and/or missing work. Workers’ compensation reimburses employees for medical expenses and loss of pay.
Family and Medical Leave - The Family and Medical Leave Act ensures that employees can balance work and family responsibilities. FMLA allows employees to take unpaid, job-protected leave (up to 12 weeks) for significant family or medical reasons, and group health benefits are maintained.
Disability Insurance - Similar to workers’ compensation, disability insurance supports employees that are injured or ill to an extent that they are unable to perform their job functions, providing partial wage replacement.

3. (a) What are the benefits of using PFP programs?
Pay-for-performance are common in both the private sector and the public sectors. They are powerful ways of creating a productivity culture in an organization. Their benefits are described in the following paragraphs. 
PFP programs engages the employees. Nothing aligns an employee with the goals of your company better than pay for performance. They are able to see in their paychecks how their direct actions can lead to positive financial results for themselves.
They compensate employees. A well-designed PFP program can increase employee wages substantially, which then creates other advantages listed below. In 2004 in one of our operations, employees were making the state minimum wage of $7.75 per hour prior to implementing PFP. After 1 year, the average compensation was $13.50 per hour.
Improved Productivity. This is one of the big drivers of pay for performance. In the above operation mentioned, our cases per hour increased from 73 cph to over 180 cph. We consistently see gains of 25%-50% when PFP is implemented.
Lower Unit Costs. As productivity improves, unit production costs go down, despite the fact that you are paying more per hour with bonuses. A well-designed PFP program is self-funded, and employees share in the value created by their increased productivity. We get excited by big bonus pay outs because we know that for every dollar in bonuses paid, the company earned an extra $1-$2 in net labor savings (Cha et al., 2020).
Better Recruiting: For warehouse and production workers, $1 more per hour offered elsewhere will often challenge you in your recruiting efforts. With PFP, good performers can make above market wage rates while at the same time reducing one’s per unit production costs due to improved productivity.
(b) Describe the main challenges and problems with PFP programs.
The main challenges and problems associated with PFP programs are increased operating costs, job-based pay defined, usefulness, and evaluations. 
Increased operating costs: job-related pay structures increase an organization’s operating costs. An example: a firm might have to hire a consulting firm to carry on audits on compensation. The business might also have to revise its pay grades on yearly basis something which call for administrative staff. 
Job-based pay defined: Job-based pay has traditionally been the main structure companies have used in determining how much to pay workers. Employers that use this structure pay workers according to the employee's position and job duties.
Usefulness: Some business owners are finding that job-based pay structures do not suit their organizational strategies. They are seeking pay structures that align with their work environments. As companies have changed their work environments they are basing salaries on other structures that are more useful. For example, as more emphasis is placed on working as a team, companies are basing salaries of the efforts workers make as a member of a team.
Evaluations: If job-based pay does not reward the best employees for their work, this can affect how employees are evaluated. When evaluating employee performance, employers that have job-based pay structures are limited in giving pay raises that take the worker's skills and experience into account. The fact that an employee's performance may be superb carries less weight in such structures.
4. (a) Distinguish between profit-sharing, gainsharing, and employee stock option plans.
Gainsharing and profit sharing programs are similar in that both take a portion of overall profits and give it to the employees (Cha et al., 2020). Profit sharing, however, is broader in this regard by taking the percentage of a company’s overall profit and distributing it evenly among all employees. Gainsharing, on the other hand, takes a number of other operational factors into consideration, such as quality, service and cost reduction by individual employees. As a result, those employees receive a share of the financial benefits resulting from those actions. Additionally, profit sharing typically covers all of the company’s divisions, while gainsharing programs may only apply to some divisions (Bonache & Zárraga-Oberty, 2017).
(b) What are the advantages and limitations of each of these incentive plans?
Both profit-sharing and gainsharing allow employees to receive monetary benefits from their high-quality work and results. 
Employee stock option plans gives employees the opportunity to buy a specified number of shares in a company for a certain number of years. The offering price, called the grant price, is typically the market price at the time the option is offered. The benefit is that the employee can exercise the option when he or she wants to within a set period of time.
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