TRUE/FALSE
1.
Companies that want to attract good applicants for employment generally utilise wage surveys in order to determine the A going rate@ in the labour market. T

2.
Companies that offer a low hourly wage often do so because they expect increased turnover and are prepared to live with it. F

3.
Compensation addresses the physical and security needs cited by Maslow. T

4.
Given the limited knowledge job seekers often have about various employers in the local labour market, their general perceptions regarding what job is available and the salary being offered are the best factors they have to consider before accepting employment. T

5.
Job evaluation and job performance are actually the same processes used by HR professionals to construct compensation systems. F

6.
Job evaluation is the systematic determination of each person=s job performance. F

7.
Workers expect that their performance will correlate with the rewards they receive from the employer. T

8.
Accurate performance appraisal systems are fairly easy to construct. F

9.
Red circle employees are those employees who are paid more than the maximum amount of the pay grade. T

10.
One disadvantage to overlapping pay grades is that a promotion may not increase the employee=s pay but could actually decrease pay. T

11.
Workforce flexibility can be promoted by rewarding employees for their skills. T

12.
Depth skill plans reward complementary skills. F

13.
Service industry jobs can be readily defined according to a measurable standard and then subsequently compensated through the straight piecework system. F

14.
The implementation of a team-based incentive programme is an effective strategy used to combat the problem of too much competition. T

15.
Specific productivity measures such as time, materials or cost savings are tied to compensation when using a profit-sharing plan. F

16.
A person who is a member of a team but who produces at less than his/her maximum capability is probably a social loafer. T

17.
The reason why managers prefer profit sharing plans is that the plans automatically carry over into future years which reduces administrative work. F

18.
Benefits are extrinsic rewards given to an employee or a group of employees as  a part of organisational membership. T

19.
Compensation practices are simplified as organisations shift to using teams, because everyone on a team is paid the same amount. F

20.
An increasing number of organisations are keeping pay information secret, thus avoiding disputes about pay cheque fairness. F

21.
Job evaluation provides a systematic basis for determining the relative worth of jobs within an organisation. T

22.
The point method of job evaluation has been widely used because it is a relatively simple system to use. T

23.
Broadbanding is most appropriate in a traditional, hierarchical organisation where the managers have been conditioned to expect a broad range of benefits and pay grades. F

24.
A green-circled employee is an incumbent who is paid above the range set for the job. F

25.
When an entire workgroup or team is rewarded for its performance cooperation among the members usually increases. T

26.
Most employees prefer incentives such as one-time, lump-sum payments. F

27.
A straight commission approach is best when an organisation emphasised servicing and retaining existing accounts over generating new sales and accounts. F

28.
Gainsharing encourages employees to increase their effort because the extra effort will produce financial gains. T

29.
An employee stock ownership plan gives employees the right to purchase a fixed number of shares of company stock at a specific price for a limited period of time F

30.
Employees rank retirement plans as the most desirable employee benefit offered by employers. F

31.
Pay equity is achieved when employees= compensation is equal to the value of the work they perform. T

32.
The job ranking system ranks jobs on the basis of relative worth and can be done by a single person familiar with all jobs. T

33.
The job classification system is a quantitative job evaluation procedure that determines a job=s relative value by calculating the total points assigned to it. F

34.
The point system of job evaluation permits jobs to be evaluated quantitatively base as compensable factors. T

35.
Compensable factors include skills, effort, responsibilities and working conditions. T

36.
Organisations perform job evaluations to ensure that employee compensation is externally equitable. F

37.
Using job evaluation and wage survey data jointly improves the likelihood of both internal and external equity. T

38.
Employers will obtain meaningful market wage rates when they sample a number of different employing organisations. T

39.
There are at least three major types of flexible employee benefit plans namely (a) core cafeteria plan,  (b) buffet plan and (c) alternative dinners plan. T

40.
For many years benefits were called fringe benefits. T

41.
Unemployment insurance is administered under the Unemployment Insurance Act No 63 of 2001. T

42.
One of the rapidly growing employer services is the provision of childcare programmes. T

43.
Broadbanding refers to collapsing many traditional salary grades into a few wide salary bands. T

44.
With a straight commission plan, salespeople are motivated to perform various duties for their customers not directly reflected in sales. F

45.
Stock options are rights attached to the achievement of specific organisational objectives. F

46.
Employers use stock ownership incentive plans to increase employee Aownership@ in the company. T

47.
To accommodate the individual needs of employers, it would be desirable for employers to implement a cafeteria benefits plan. T

48.
A skill-based plan may cover either in-depth knowledge or knowledge at the specialist level.T

49.
Pay surveys are surveys of the compensation paid to employees by all employers in a geographic area or industry or an occupational group. T

50.
Job satisfaction reflects happiness with the job situation while motivation reflects happiness with the organisational reward system. F

PAGE  
4

