











Larcker, D. (1983). The associalion bctween performance plan adoption and corporaic capital
investment. Journal of Accounting and Economics.

Lawler, E.E. III. (1966). Managers’ attitudes toward how their pay is and should be determined.
Joumnal of Applied Psychology, 50, 273-279.

Lawler, E.E. III (1971). Pay and organizational effectiveness. New York: McGraw-Hill.

Lawler, E.E. IIl. (1976). Control systems in organizations. In M.D. Dunnette (Ed.), Handbook of
industrial and organizational psychology. Chicago, IL: Rand McNally.

Lawler, E. E. Il (1981). Pay and organizational development. Reading, MA: Addison-Wesley.

Lawler, E.E. III. (1986). What’s wrong with point-factor job evaluation. Compensation and Benefits
Review, 20-28.

Lawlcr, EE. Il & Ledford, G.E. Jr. (1985). Skill-based pay: A concept that’s caiching on.
Compensation and_Benefits Review, September, 54-61.

Lawler, EE. IIl.  (1989). Pay for performance: A stratcgic analysis. In L.R. Gomez-Mejia (Ed.),
Compensation and benefits. Washington, D.C.

Lawshe, C.H. (1945). Studies in job evaluation 2: The adequacy of abbreviated point ratings in three
hourly plants. Journal of Applied Psychology, 177-184.

Lawshe, C.H. & Wilson, R.F. (1947). Studies of job evaluation 6: The reliability of two point rating
systems. Journal of Applied Psychology, 355-365.

Lazear, E. (1989). Pay equality and industrial politics. Joumal of Political Economy, 97, 561-581.

Lazear, E. & Rosen, S. (1981). Rank order tournaments as an optimum labor contract. Journal of
Political Economy, 89, 841-864.

Ledford, G. (1991). 3 Cases on skill based pay: An overview. Compensation and Benefiis Review,
March-April, 11-23,

Leonard, J.S. (1988). Wage structure and dynamics in the clectronics industry. Industrial Relations,
28, 251-275.

Leonard, J.S. (1990). Exccutive pay and firm performance. Industrial and Labor Relations Review,
43, 13S-29S.

Levine, HZ. (1987). Compensation and benefits today: Board members speak out, Part 1.
Compensation and Benefits Review, 23-40.

Lewis (1983). Union relative wage effects: A survey of macro estimates. Journal of Human
Resources, 1, 1-27.

Lineneman, P.D., Wachter, M.L.. & Carter, W.H. (1990). Evaluating the evidence on union
employment and wages. Industrial and Labor Relations Review, 44, 34-53.

Livernash, R.E. (1980). Comparable worth: Issues and alternatives. Washington, D.C.: Equal
Employment Advisory Council.



Livernash, ER. (1957). The internal wage structure. In G.W. Taylor & F.C. Pierson (Eds.), New
concepts in wage determination. New York: McGraw-Hill.

Locke, E.A. (1968). Toward a theory of task motivation and incentives. Organizational Behavior
and Human Performance, 3, 157-189.

Locke, E.A. (1976). The nature and causes of job satisfaction. In M.D. Dunnette (Ed.), Handbook
of industrial and organizational psychology, 1297-1349. Chicago: Rand McNally.

Locke, E.A., Feren, D.B., McCaich, V.M., Shaw, K.N., & Denny, A.T. (1980). The relative
effectiveness of four methods of motivating employee performance. In K.D. Duncan, M.M. Gruenberg,
& D. Wallis (Eds.), Changes in working life. New York: Wiley, pp. 363-388.

Locke, E.A., Shaw, K.N., Saari, LM., & Latham, G.P. (1981). Goal setting and task performance:
1969--1980. Psychological Bulletin, 90, 125-152.

Lodge, G. & Walton, R. (1989). The American corporation and its new relationships. California
Management Review, Spring 9-24.

Long, JE. & Link, AN. (1983). The impact of market structure on wages, fringe benefits, and
tumover. Industrial and Labor Relations Review, 36, 239-250.

Longnecker, C.O, Sims, H.P., & Gioia, D.A. (1987). Behind the mask: The politics of employee
appraisal. Academy of Management Executive, 1(3), 183-193.

Lorsch, JW. & Allen, S.A. (1973). Managing diversity and interdependence. Boston: Harvard
Business School.

Lust, J.A. (1990). The determinants of employee fringe benefit satisfaction. Benefits Quarterly, 6(2),
89-95.

Lust, J.LA. & Danchower, C. (1990). Models of satisfaction with benefits: Research implications based
on the nature of the construct. Journal of Business and Psychology, 5, 213-221.

Luthans, F. & Fox, M.L. (1989, March). Update on skill-based pay. Personnel, 26-31.

Madigan, R.M. & Hoover, D.J. (1986). Effects of Altenative Job Evaluation Methods on Decisions
Involving Pay Equity. Academy of Management Journal, 29, 84-100.

Mahoney, T.A., Rynes, S., & Rosen, B. (1984). Where do compensation specialists stand on
comparable worth? Compensation Review, 16(4), 27-30.

Mahoney, T.A. (1964). Compensation preferences of managers. Industrial Relations, 135-144.
Mahoney, T. A. (1979). Compensation and reward perspectives. Homewood, IL: Irwin.

Major, B. & Konar, E. (1984). An investigation of sex differences in pay expectations and their
possible causes. Academy of Management Journal, 27, 777-792.

March, J.G. & Simon, H.A. (1958). Organizations. New York: Wiley.

Markham, S.E. (1988). Pay-for-performance dileman revisited: Empirical example of the importance
of group effects. Journal of Applied Psychology, 73, 172-180.




Maslow, A.H. (1943). A thecory of human motivation. Psychological Review, 50, 370-396.

McNutt, R.P. (1990, June). Achievement pays off at Du Pont. Personnel, 5-10

McPherson, D.A. & Stewart, J.B. (1990). The cffect of international competition on union and
nonunion wages. Industrial and Labor Relations Review, 43, 434-

Medoff, J.L. & Abraham, K.G. (1981). Are those paid more really more productive? The case of
expericnce. Joumal of Human Resources, 16, 186-216.

Miles, RE. & Snow, C.C. (1978). Organizational strategy, structure, and process. New York:
McGraw-Hill.

Milkovich, G. T. (1988). A strategic perspective on compensation management. Research in
Personnel and Human Resources Management, 6, 263-288.

Milkovich, G.T., and Broderick, R.F., (1991). Devecloping a compensation strategy. In Berger, L. &
Rock, M. (Eds.), Handbook of Compensation. New York: McGraw-Hill.

Milkovich, G.T., Hannon, J., Gerhart, B. (1991). The effects of research and development intensity
on managcerial compensation in large organizations. Journal of High Technology Management Research.

Milkovich, G.T. & Newman, J. (1990). Compensation. BPI/Irwin: Homewood, IL.

Milkovich, G.T. & Wigdor, A.K. (1991). Pay for performancc. Washington, D.C.: National Academy
Press.

Mincer, J. (1974). Schooling, experience, and eamings. New York: National Bureau of Economic
Rescarch.

Mintzberg, H. (1987, July-August). Crafting strategy. Harvard Business Review, 65, 66-75.

Mintzberg, H. (1978). Patterns in strategy formation. Management Science, 24, 934-948.

Mitchell, D.J.B. (1989). International side of human resource management. In Human resource
management: An economic approach. Boston: PWS-Kent.

Mitchell, O.S. (1988). Worker knowledge of pension provisions. Joumal of Labor Economics, 6,
21-37.

Mitchell, O.S. (1983). Fringe benefits and the cost of changing jobs. Industrial and Labor Relations
Review, 37, 70-78.

Mitchell, OS., (1982). Fringe benefits and labor mobility. Journal of Human Resources, 17, 286-
29%.

Mitchell, D.J.B., Lewin, D. & Lawler, E.E. IIl. (1990). Alternative pay systems, firm performance,

and productivity. In A.S. Blinder (Ed.), Paying for productivity. Washington, D.C.: Brookings
Institution.

Modic, S.J. (1989, January 2). Executive pay. Industry Week, 23-24.

Moro_shi'ma, M. (1991). Information sharing and collective bargaining in Japan: Effects on wage
negotiation. Industrial and Labor Relations Review, 44, 469-485.




Motowidlo, S.J. (1983). Predicting sales turmover [rom pay satisfaction and expectation. Journal of
Applied Psychology, 68, 484-489.

Mount, MK. & Ellis, R.A. (1987). Investigation of bias in job evaluation ratings of comparable worth
participants. Personnel Psychology, 40, 85-96.

Murphy, K. (1986, March-April). Top executives are worth every nickel they get. Harvard Business
Review, 64, 125-132,

Nathan, F. (1987). Analyzing employers’ costs for wages, salaries, and benefits. Monthly Labor
Review, 110(10), 3-11.

Nealey, S.T. & Goodale, J. (1967). Worker preferences among time of benefits and pay. Journal of
Applied Psychology, 51, 357-361.

Nealey, S.T. (1963). Pay and benefits preferences. Industrial Relations, October, 17-28.

Neef, A. & Thomas, J. (1988). International comparisons of labor productivity in manufacturing.
Monthly Labor Review, 111(12), 27-33.

New York Times. (1991, March 17). Satum: An outpost of change in G.M.’s steadfast universe.

New York Times. (1991, July 7). Edges fray on volvo’s brave new humanism.

Noe, R.A. (1988). Women and mentoring: A review and research agenda. Academy of Management
Review, 13, 65-78.

O’Dell, C. (1987). People, performance, and pay. American Productivity Center.

Orazem, P.F. & Mattila, J.P. (1989). A study of structural change in public sector eamings under
comparable worth: The Iowa case. In R. Michael et al. (Eds.), Pay Equity: Empirical Inquiries.
Washington, D.C.: National Academy Press.

O’Reilly, C., Main, B.S., & Crystal, G. (1988). CEO compensation as tournaments and social
comparisons: A tale of two theories. Administrative Science Quarterly, 33, 257-274.

Opshal, R.L. & Dunnette, M.D. (1966). The role of financial incentives in industrial motivation.
Psychological Bulletin, 66, 95-116.

Pearce, J.L., Stevenson, W.B., & Perry, J.L. (1985). Managerial compensation based on organizational
performance: A time series analysis of the effects of merit pay. Academy of Management Journal,
28, 261-278.

Pearce, J.A. I & Robinson, R.B. Jr. (1982). Formulation and implementation of competitive strategy.
Homewood, IL: Richard D. Irwin, Inc.

Peck, C. (1984). Pay & performance: The interaction of compensation and performance appraisal.
Research Bulletin, No. 155. New York: Conference Board.

Pergande, J.M. (1988). Organization choice: the role of job characteristics. Report 88-2, International
Foundation of Employee Becnefit Plans, Brookfield, Wisconsin.

Personick, M.E. (1984). White-collar pay determination under range-of-rate systems. Monthly Labor
Review, 107(12), 25-30.



Personnel. (1990, December).  Exccutive compensation:  Taking stock. 67(12), 7-8.

Pcrsonnel (1991, January). Another day, another dollar nceds another look, 68, 9-13.

Peters, T. (1987). Thriving on chaos. New York: Alfred A. Knopf.

Pfeffer, J. & Cohen, Y. (1984). Determinants of internal labor markets in organizations.
Administrative Science Quarterly, 29, 550-572.

Pfeffer, J. & Davis-Blake, A. (1987). Understanding organizational wage structures: A resource
dependence approach. Academy of Management Journal, 30, 437-455.

Phillips, J.S. & Freedman, S.M. (1985). Contingent pay and instrinsic task interest: Moderating
effects of work values. Joumal of Applied Psychology, 70, 306-313.

Piacentini, J.S. & Cerino, T.J. (1990). EBRI Databook on_employee benefits. Washington, D.C.
Employee Benefits Research Institute.

Picrce, J.L., Rubenfeld, S., & Morgan, S. (1991). Employec ownership: A conceptual model of
process and effects. Academy of Management Review, 16, 121-144,

Pritchard, R.D., Jones, S.D., Roth, P.L., Stuebing, KK., & Ekeberg, S.E. (1988). Effects of group
feedback, goal setting, and incentives on organizational productivity. Journal of Applied Psychology,
73, 337-358. [monograph]

Proskech, S. (1991, July 7). Edges fray on Volvo’s brave new humanists. New York Times, p. 5.

Puffer, S M. & Weintrop, J.B. (1991). Corporate performance and CEO turnover: The role of
performance expectations. Administrative Science Quarterly, 36, 1-19.

Ruiz Quintanilla, S.A. (1990). Major work meaning patterns: Toward a wholistic picture. In U.
Kleinbeck et al. (Eds.), Work motivation. Hillsdale, NJ: Lawrence Elbaum.

Rappaport, A. (1978). Executive incentives vs. corporate growth. Harvard Business Review, 56(4),
81-88.

Reich, R.B. (1983). The next American frontier. New York: Penguin Books.

Rcich, R.B. (1990, January-February). Who is us? Harvard Business Review, 68, 53-64.

Remick, H. (1984). Comparable worth and wage discrimination. Philadelphia: Temple University
Press.

Reynolds, L.G. (1951). The structure of labor markets: Wages and labor mobility in theory and
practice. New York: Harper & Brothers.

Rice, R.W., Phillips, S.M., & McFarlin, D.B. (1990). Multiple discrepancies and pay satisfaction.
Journal of Applied Psychology, 75, 386-393.

Rollins, T. (1989, May-June). Productivity-based group incentive plans: Powerful, but use with
caution. Compensation and Benefits Review, 39-50.




Rosen, B., Templeton, ME., & Kirchline, K. (1981). First few years on thc job: Women in
management. Business Horizons, 24(12), 26-29.

Rosenbaum, J.E. (1979). Tournament mobility: Carcer patterns in a corporation. Administrative

Science Quarterly, 24, 220-241.
Rosenbaum, 1.E. (1984). Carcer mobility in a corporate hierarchy. San Diego: Academic Press.

Rosenbloom, J. & Hallman, G.V. (1981). Employee Benefits Planning. Englewood Cliffs, NJ:
Prentice Hall.

Ross, AM.,, (1957). The external wage structure. In G.W. Taylor & F.C. Pierson (Eds.), New
concepts in wage determination. New York: McGraw Hill.

Ross, A.M. (1958). Do we have a new industrial feudalism? American Economic Review, 48, 903-
920.

Rousseau, D.M. (1990). New hire perceptions of their own and their employer’s obligations: A study
of psychological contracts. Journal of Organizational Behavior, 11, 389-400.

Ryan, RM., Mims, V. & Koestner, R., (1983). Relation of reward contingency and interpersonal
context to intrinsic motivation: A review and test using cognitive evaluation theory. Joumnal of
Personality and Social Psychology, 45, 736-750.

Rynes, S.L. (1987). Compensation strategies for recruiting. Topics in total compensation, 2, 185-
196.

Rynes, S.L. & Barber, A.E. (1990). Applicant attraction strategies: An organizational perspective.
Academy of Management Review.

Rynes, S.L. & Boudreau, J.W. (1986). College recruiting in large organizations: Practice, evaluation,
and research implications. Personnel Psychology, 39, 729-757.

Rynes, S.L. & Gerhart, B. (1990). Interviewer assessments of applicant ’fit’: An exploratory
investigation. Personnel Psychology, 43, 178-196.

Rynes, S.L., Heneman, H.G. III, & Schwab, D.P. (1983). The role of pay and market pay variability
in job application decisions. Qrganizational Behavior and Human Performance, 31, 353-364.

Rynes, S.L. & Milkovich, G.T. (1986). Wage surveys: Dispelling some myths about the "market
wage." Personnel Psychology, 39, 71-90.

Rynes, S.L., Weber, C. & Milkovich, G.T. (1989). Effects of market survey rates, job evaluation and
job gender on job pay. Joumal of Applied Psychology, 74, 114-123.

Ryscavage, P. & Henle, P. (1990). Earnings inequality in the 1980s. Monthly Labor Review, 113(12),
3-16.

Salter, M.S. (1973). Tailor incentive compensation to strategy. Harvard Business Review, 51(2), 94-
102.

Santora, J.E. (1991, February). Du Pont returns to the drawing board. Personnel Journal, 34-36.



Scarpello, V., Huber, V., & Vandenberg, R.J. (1988). Compensation satisfaction: Its mcasurcment
and dimensionality. Joumal of Applied Psychology, 73, 163-171.

Schaeffer, R., (1975). Comparison of organization staffing patterns. Conference Board. New York.

Schiller, B.R. & Weiss, R.D. (1979). The impact of private pensions on firm attachment. Review of
Economics and Statistics, 61, 369-380.

Schneider, B. (1983). An interactionist perspective on organizational effectiveness. In K.S. Cameron
& D.A. Whetten (Eds.), Organizational effectiveness: A comparison of multiple models. Orlando, FL:
Academic Press.

Scholl, R.W., Cooper, E.A. & McKenna, J.F. (1987). Referent selection in determining equity

perceptions:  Differential effects on behavioral and attitudinal outcomes. Personnel Psychology, 40,
113-124,

Schuster, M.H. (1984a). The Scanlon plan: A longitudinal analysis. Journal of Applied Behavioral
Science, 20, 23-28.

Schuster, M.H. (1984b). Union-management cooperation: _Structure, process, and impact. Kalamazoo,
MI:  Upjohn Institute.

Schuster, M. (1986, Summer). Gainsharing: The state of the art. Compensation and Benefits
Management, 285-290.

Schuster, M.H. (March 1990). Gainsharing: Current issues and research needs. Workshop, School
of Industrial and Labor Relations, Comnell University.

Schwab, D.P. (1973). Impact of alternative compensation systems on pay valence and instrumentality
perceptions.  Journal of Applied Psychology, 58, 308-312.

Schwab, D.P. (1974, March). Conflicting impacts of pay on employee motivation and satisfaction.
Personnel Journal, 196-200.

Schwab, D.P. (1980). Job evaluation and pay-setting: Concepts and practices. In E.R. Livernash

(Ed.), Comparable worth: Issues and alternatives. Washington, D.C.: Equal Employment Advisory
Council.

Schwab, D.P. (1985). Job evaluation research and research needs. In H. Hartmann (Ed.), Comparable
worth: Ncw directions for research. Washington, D.C.: National Academy Press.

Schwab, D.P. & Dyer, L.D. (1973). The motivational impact of a compensation system on employec
performance. Organizational Behavior and Human Performance, 9, 215-225.

Schwab, D.P. & Grams, R. (1985). Sex-related errors in job evaluation: A ’real-world’ test. Journal
of Applied Psychology, 70, 533-539.

Schwab, D.P. & Heneman, H.G. IIL. (1986). Assessment of a consensus-based multiple information
source job evaluation system. Journal of Applied Psychology, 71, 354-356.

Schwab, D.P. & Olson, C.A. (1990). Merit pay practices: Implications for pay-performance
relationships. Industrial and Labor Relations Review, 43, S237-S255.




Scou, WE. Jr, Farh, J, & Podsakoff, P.M. (1988). The ecffects of "intrinsic" and "extrinsic"

reinforcement contingencies on task behavior. Organizational Behavior and Human Decision Processes,
41, 405-425.

Segal, M. (1986). Post-institutionalism in labor economics: The forties and fiftics revisited. Industrial
and Labor Relations Review, 39, 388-403.

Shapiro, C. & Stiglitz, J.E. (1984). Equilibrium unemployment as a worker discipline device.
American Economic Review, 74, 433-444.

Sheridan, J.E., Slocum, J.W._Jr., Buda, R., & Thompson, R.C. (1990). Effects of corporate sponsorship
and departmental power on career tournaments. Academy of Management Joumal, 33, 578-602.

Simon, H.A. (1951). A formal theory of the employment relationship. Econometrica, 19, 293-305.

Slichter, S., Healy, J., & Livernash, E.R. (1960). The impact of collective bargaining on management.
Washington, D.C.: Brookings Institution.

Smith, P.C. (1976). Behavior, results, and organizational effectiveness: The problem of criteria. In

M.D. Dunnette (Ed.), Handbook of industrial and organizational psychology. Chicago, IL: Rand
McNally.

Smith, R.S. (1988). Comparable worth: Limited coverage and the exacerbation of inequality.
Industrial and Labor Relations Review, 61, 227-239.

Smith, A. (1937). An_inquiry into the nature and causes of the wealth of nations. New York:
Random House.

Smith, P.C., Kendall, L. M., & Hulin, C.L. (1969). The measurement of satisfaction in work and
retirement. Chicago: Rand-McNally.

Snow, C.C. & Hambrick, D.C. (1980). Measuring organizational strategies: Some theoretical and
methodological problems. Academy of Management Review, 5, 527-538.

Spence, M.A. (1973). Job market signalling. Quarterly Joumal of Economics, 87, 355-374.

Spillerman, S. & Petersen, T. (1990). Organizational structure, determinants of promotion, and gender
differences in attainment. Unpublished manuscript, Columbia University.

Staw, BM. & Ross, J. (1985). Stability in the midst of change: A dispositional approach to job
attitudes. Journal of Applied Psychology, 70, 469-480.

Staw, B.M. Bell, N.E., & Clausen, J.A. (1986). The dispositional approach to job attitudes: A lifetime
longitudinal test. Administrative Science Quarterly, 31, 56-77.

Stigler, G.J. (1962). Information in the labor market. Journal of Political Economy, 70, 94-105.

Stone, E.F. (1985). Job scope-job satisfaction and job scope-job performance relationships. In E.A.
Locke (Ed.), Generalizing from laboratory to field settings: Research findings from industrial-

organizational psychology. organizational behavior and human resource management. Lexington, MA:
Lexington Books, pp. 189-206.

Stonebraker, P.W. (1985). Flexibility and incentive benefits: A guide to program development.
Compensation Review, 17(2), 40-53.



Stonich, P.J. (1981). Using rewards in implementing strategy.  Strategic Management Journal, 2, 345-
352.

Taylor, F.W. (1967). Principles of scientific management. New York: W.W. Norton.

Teel, K.S. (1986). Are merit raises really based on merit? Personnel Journal, 65(3), 88-95.

Thurow, L. (1975). Generating inequality. New York: Basic Books, Inp. .
Tolchinsky, P.D. & King, D.C. (1980). Do goals mediate the effects of incentives on performance.
Academy of Management Review, 5, 455-467.

Tomow, W.W. & Pinto, P.R. (1976). The development of a managerial job taxonomy: A system
for describing, classifying, and evaluating executive positions. Joumal of Applied Psychology, 61,
410-418.

Tosi, H.L. Jr. & Gomez-Mejia, L.R. (1989). The decoupling of CEO pay and performance: An
agency theory perspective. Administrative Science Quarterly, 34, 169-189.

Treiman, D.J. & Hartmann, H.I. (1981). Women, work, and wages: Equal pay for jobs of equal
value. Washington, D.C.: National Acadcmy Press.

U.S. Chamber of Commerce. (1991). Employec Benefits 1990. Washington, D.C.: U.S. Chamber of
Commerce.

USA Today. (1989, May 30). Taking stock of employee ownership plans.

Vroom, V.H. (1964). Work and motivation. New York: Wiley. [pp. 8-19 only]

Wagner, J.A. III, Rubin, P. & Callahan, T.J. (1988). Incentive payment apd 'nonmanagexjial
productivity: An interrupted time series analysis of magnitude and trend. Organizational Behavior
and Human Decision Processes, 42, 47-74.

Wallace, M.J. Jr. (1990). Rewards and renewal: America’s search for competitive advantage through
alternative pay strategies. American Compensation Association: Scottsdale, AZ.

Wallace, M.J. Jr. & Fay, C.H. (1988). Compensation theory and practice. Boston: PWS-Kent.

Weber, C. & Rynes, S. (1991). Effects of compensation strategy on job pay decisions. Academy of
Management Joumal.

Weiner, N. (1980). Determinants and behavioral consequences of pay satisfaction: A comparison of
two models. Personnel Psychology, 33, 741-757.

Weiss, A. (1987). Incentives and worker behavior: Some evidence. In H.R. Nalbantian (Ed.),
Incentives, cooperation and risk taking. Rowman & Littlefield.

Weitzman, M.L. & Kruse, D.L. (1990). Profit sharing and productivity. In A.S. Blinder (Ed.), Paying
for producitivity.

Weitzman, M.L. (1985). The simple macroeconomics of profit sharing. American Economic Review,
15, 937-953.

Weitzman, M.L. (1984). The share economy. Cambridge, MA: Harvard University Press.




Whyte, W.F. (1955). Money and motivation. New York: Harper & Row.

Williams, M.L. & Dreher, G.F. (1990). Compensation system attributes and applicant pool
characteristics. National Academy of Management, San Francisco, CA.

Williamson, O. (1975). Markets and hierarchics: Analysis _and antitrust implications. New York:
Free Press.

Wilson, M., Northcraft, G.B.,, & Neale, M.A. (1985). The perceived value of fringe benefits.
Personnel Psychology, 38, 309-320.

Womack, J.P., Jones, D.T., & Roos, D. (1990). The machine that changed the world. New York:
MacMillan Publishing.

Wright, P.M. (1989). Test of the mediating role of goals in the incentive-performance relationship.
Journal of Applied Psychology, 74, 699-705.

Yellen, J.L. (1984). Efficiency wage models of unemployment. American Economic Review, 74,
200-205.

Zedeck, S. (1977). An information processing model and approach to the study of motivation.
Organizational Behavior and Human Performance, 18, 47-77.

Ziskin, Knowledge-based Pay: A Strategic Analysis, in ILR Report, F. 1986, pp. 16-22.

Zucker, L.G. (1987). Institutional theories of organization. American Review of Sociology, 13, 443-
464.




FOOTNOTES

l.Pearce and Robinson (1982) describe strategic decisions as
those that (a) require top management involvement, (b) entail
allocation of large amounts of company resources, (c) have major
consequences for multiple businesses or functions, (d) are
future-oriented, (e) require consideration of external factors,
and (e) have an impact on the long-term performance of the
organization. Many compensation decisions meet these criteria,
consistent with the important role attached to compensation in
recent books on organization strategy (e.g., Peters, 1987;
Kanter, 1989; Porter, 1990).

2.These first +two factors are the same as two of Alfred
Marshall’s (Marshallian) conditions affecting the elasticity of
the demand for labor.

3.For example, if products change over time, so too will the
relevant product market comparisons. If general skills and
abilities are considered important and products change, product
market comparisons become less important.

4.This, of course, fits nicely with Marxist discussions of the
role of the '"reserve army." Further, Weisskopf, Bowles, and
Gordon (1984, cited in Yellen, 1984) have argued that such things
as unemployment benefits have contributed to the slowdown in U.S.
productivity growth because of the consequent "loss of employer

control due to a reduction in the cost of job loss" (Yellen, p.
202).

5.Notable by its absence will be any direct empirical research on
efficiency wage models (because there is little).

6.See Williams and Dreher (1990, Academy Meeting) for an
exception.

7.This, of course, does not mean that the equity theory and
discrepancy model approaches are identical. For example, under
the discrepancy model, perceived actual pay that exceeds
perceptions of the "should be" component leads to increased
satisfaction. In contrast, equity theory predicts gquilt
(perceived overreward inequity).

8.Two examples illustrate the importance of the "should be"
component. Capelli and Sherer’s (1990) study of a two-tier wage
plan found that lower tier workers (those paid significantly less
for doing the same job) were more satisfied with their pay than
the more highly paid first tier workers because the former group
had lower comparison standards (e.g., unemployment, lower paying
jobs). A second example is the common finding that despite lower



pay levels among women, their pay satisfaction does not usually
differ from that of men (Dreher & Ash, 1990).

9.Employment may also be reduced as organizations seek to
substitute less expensive production inputs (e.g., new
technology) for the costly 1labor input. Although such
substitution may be an efficient response to high labor cost,
economic models suggest that efficiency would be higher if labor
cost was determined by market forces (and less substitution
occurred) .

10.Note that the detrimental effects of higher wages depend on

the existence of a competitive market. One violation of this
assumption may occur when a union has organized the entire
product market, thereby taking wages out of competition. The

U.S. automobile industry (before the advent of international
competition) provides such an example (Kochan & Capelli, 1984).

11.0n their face, these findings do not seem to fit well with the
basic premise of efficiency wage models that above market pay
levels can lead to higher overall efficiency. On the other hand,
one could perhaps argue that unions may sometimes "artificially"”
constrain the expected efficiency advantages of higher pay.

12.In real (versus nominal) dollars.

13.Note that an independent line of work on tournaments has been
concerned with the possibility that employees promoted earlier in
their careers signal that they are of high ability. Whether this
early career success comes about as a result of ability or
sponsorship, there is evidence that it has a lasting impact,
influencing much later career attainment (Rosenbaum, 1979, 1984;
Sheridan, Slocum, Buda, Thompson, 1990), although a study by
Forbes (1987) was less supportive. Forbes suggests that
significant differences between organizations probably exist. 1In
any case, where early elimination tournaments exist, incentive
problems may arise among employees that are passed over early on
if they believe they have lost what amounts to the first round of
the tournament and are, to a significant extent, overlooked in
future promotion decisions.

14.This section draws on Gerhart (1990).

15.The effectiveness of averaging over time depends on the source
of errors (and their independence over time). If the errors tend
to be independent, they may average out (see Gerhart & Milkovich,
1989). However, if an employee is rated by the same supervisor
year after year, the errors will not be independent and will not
average out. However, the wuse of relative ratings (e.g.,
Guilford, 1954, p. 285) can remove this type of error. As an
example of the effect of between-rater differences, Heneman



(1986) found that the correlation between objective performance
measures and absolute ratings was .27, with relative (e.g.,
forced distribution--in effect, adjusted for rater differences in
rating levels) ratings, .66.

16.Note also that Konrad and Pfeffer defined productivity as the
number of publications. Quality (e.g., based on the journal) and
relative contribution (e.g., based on author order) were not
considered. Also, teaching performance, an understandably
difficult construct to measure, was defined in terms of number of
hours. These omissions may have constrained the observed pay--
performance relationship.

17.The pattern of results for women was similar.

18.See the Kanfer chapter in this series for a review of
expectancy theory.

19.Valences are often taken as a given in compensation, being
seen as nmore strongly influenced by selection decisions.

However, compensation (e.g., communication programs) may also
have an impact.

20.Not every variable pay plan carries downside risk. In some
cases, employees have the opportunity to earn more if objectives

are met, but will not have pay deducted if they do not meet the
objectives.

21.More information on usage of profit-sharing is available in
surveys by the American Compensation Association (O’Dell, 1987),
Conference Board (1990), and Bureau of National Affairs (1988).

22 .The number of employees participating in ESOPs has grown from
4 million in 1980 to 10 million in 1989 (USA Today, 1989). Some
of the organizations that have recently set up ESOPs include
Avis, Bell Atlantic, Procter & Gamble, Ameritech, ITT Corp., J.C.

Penney, 3M, and Anheuser Busch. Some organizations with more
established plans have recently expanded them (e.g., Sears,
Mobil) . As one example of the tax and financing advantages,

dividends on ESOP-owned stock are deductible if paid out in the
current year. Their use as a takeover defense is illustrated by
considering Delaware, where about one half of all public

companies are incorporated (USA Today, 1989). State law mandates
that a takeover bid must acquire 85% of stock to gain true
control. Thus, an employee ownership stake of 25% or even 15%

that votes with the company’s management can be difficult to
overcome.

23.Conceptually, fit can be viewed as the correspondence or match
between pay program and organization context profiles.



24.0ne caution in interpreting these results concerns the factor
analytic results wused to derive the compensation strategy
measure. Fifteen different dimensions were found to load on a
single factor. Gomez-Mejia (1991) selected a single factor based
on the eigen-values greater than one rule. Note, however, that
this rule only applies to principal components analysis (ones in
the diagonal of the input matrix) not to principal factor
analysis (communality estimates in the diagonal), which was used
by Gomez-Mejia. As such, there is a possibility that more than
one factor might wunderlie the compensation dimensions they
analyzed.

25. As of 1989, for example, the corresponding percentages were
less than 7% in Japan, and just over 8% in Canada and Germany
(Fortune, 1991).

26 .These typically differ ©because of group discounts for
employers.

27.The growth of institutional ownership and the pressures on
their investment managers for short-term results is argued to be
another important culprit (Graves & Waddock, 1990).

28.0ne possibility, that women simply negotiate less over
starting salaries, did not receive support in one study of
graduating MBAs (Gerhart & Rynes, 1991).

29.However, as discussed earlier, importance assessments can vary
significantly with the size of market variability of the
attribute in question (Rynes et al., 1983). For example, if all
job opportunities offer the exact same pay, pay will essentially
have zero statistical importance in predicting job choice. The
implication is that the importance of pay and other attributes
may differ across different labor markets.



Table 1. Degree of Success in Achieving Most Important Objectives

Type of Program

Profit Individual Individual Small Group
Degree of Success Sharing Gainsharing Incentive Incentive
Very successful 33% 29% 29% 30%
Successful 42 46 49 48

(T 2
|

o

LJUU

No success

oo
s

Totals: 100% 100% 100% 100%

Source: Conference Board, 1990



Table 2. Hourly Compensation Costs Expressed in '.S. Dollars’®

1985 1987 1989
United States 100 % 100 % 100 %
Japan 50 83 95
Germany 74 125 130
Sweden 75 112 121
United Kingdom 48 67 76
Mexico 16 12 12°
Singapore 19 17 19
Taiwan 11 16 19
Source: Capdevielle, P. (1989, June). International comparisons

of hourly compensation costs. Monthly Labor Review, pp. 10-12.

’Includes "pay for time worked, other direct pay, employer
expenditures for 1legally required insurance programs and
contractual and private benefit plans, and for some countries,

other labor taxes"” (Capdevielle, 1989, p. 10).

1987 data



Table 3. Annual Percent Changes® in Productivity, Hourly Compensation, and

Unit Labor Costs, 1960 - 1985

Manufacturing Hourly Unit Unit
Productivity”® Compensation Labor Labor
Costs Costs
(VS $) (local
currency)
United States 2.7 6.5 3.7 3.7
Japan 8.0 11.9 3.6 5.3
Germany 4.8 9.1 4.1 5.5
Sweden 4.7 11.2 6.2 4.0
United Kingdom 3.5 12.1 8.3 5.0

‘Rates of change based on the compound rate method
"Output per hour
Source: Neef, A. (1986, December). International trends in productivity and

unit labor costs in manufacturing. Monthly Labor Review, 12-17.




Table 4. Annual Percent Changes® in Productivity, Hourlv Compensation, and

Unit Labor Costs, 1985 - 1989

Manufacturing Hourly Unit Unit

Productivity® Compensation Labor Labor

Costs Costs

(Us $) {local

currency)

United States 4.7 3.5 -1.1 -1.1
Japan 5.0 4.0 -1.0 13.5
Germany 1.0 4.2 3.2 15.4
Sweden 1.1 7.7 6.5 14.5
United Kingdom 5.0 7.3 2.2 8.3

‘Rates of change based on the compound rate method
*Output per hour

Source: Calculated from Monthly Labor Review tables, June 1991.
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PAY DECISIONS

Level

Structure

Individual

Benefits

Special Topics
Non-monetary Rewards
Executive Pay
Equal Employment
Opportunity
International
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Business Strategy
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Workforce Diversity
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Marshallian Conditions
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OUTCOMES

Attraction
Retention
Skills
Attitudes
Performance
Flexibility

Job

Level
Function
Complexity
Programmable

OUTCOMES

Output (physical or value)
Labor Costs

Productivity

Staffing Level
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Client/Customer Satisfaction
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distinct structures
levels

differential

rate of progress

Continuum
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KNOWLEDGE
BASED
STRUCTURE  Skills/Knowledge
MANAGER'S Employee Carries
FOCUS Wage Regardless
of Tasks
EMPLOYEE Pay Increases
FOCUS Linked to
Skill Acquisition
PROCEDURES Assess Skills,
Value Skills
ADVANTAGES Flexibility,
Reduced Workforce
LIMITATIONS Potential
Personnel

Bureaucracy (Hold-
ing Rates, Maxing
Out), Cost Controls

JOB
BASED

Work Performed

Job Carries Wage
Regardless of
Employee

Pay Increases
Linked to
Promotions

Assess Jobs,
Value Jobs

Pay Linked to Value
of Work Performed

Potential
Personnel
Bureaucracy,
Inflexibilities
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Position in Salary Range

Percentage

Performance of Low Quintile High
Rating Employees 1 2 3 4 5
Outstanding 6% 9% 8% 7% 6.5% 5%
Exceeds
expectations 20% 7% 6% 5.5% 5% 4%
Fully
satisfactory 70% 5% 4.5% 4% 3.5% 3%
Needs some No
improvement 3% 1% 1% 1% 1% increase

No No No No No
Unsatisfactory 1% increase  increase increase increase  increase

* Employees distributed across performance ratings

Source:

Adapted from George T. Milkovich and Alexandra K. Wigdor (Editors),

Pay for Performance. Washington, D.C.: National Academy

Press, 1991.



ORG 1

Unit 1
Unit 2
Unit 3
Unit 4
Unit §

Unit i

Unit 1
Unit 2
Unit 3
Unit 4
Unit 5

Unit 1

ORG 3

ORG i

DESIGN EXAMPLE--INDIVIDUAL PAY

PAY PROGRAM

Merit Pay (strong)
Merit Pay (weak)
Merit Bonuses
Gainsharing
Profit-Sharing

Pay Plan i

Merit Pay (strong)
Merit Pay (weak)
Merit Bonuses
Gainsharing
Profit-Sharing

Pay Plan i

SUCCESS

Quality, Perf., etc.
Quality, Perf., etc.
Quality, Perf., etc.
Quality, Perf., etc.
Quality, Perf., etc.

Quality, Perf., etc.

Quality, Perf., etc.
Quality, Perf., etc.
Quality, Perf., etc.
Quality, Perf., etc.
Quality, Perf., etc.

Quality, Perf., etc.

CONTINGENCY
FACTORS

Growth Strat.
Growth Strat.
Growth Strat.
Growth Strat.
Growth Strat.

Growth Strat.

Maint. Strat.
Maint. Strat.
Maint. Strat.
Maint. Strat.
Maint. Strat.

Maint. Strat.



