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Abstract

Researchers consider four foundations for employee compensation, including job status,
individual status, membership, and performance. Building upon these foundations, the
present article employs the methodology of critical realism and research implications to
critique a prominent book in the field of employee compensation. The selected book for
review is “Handbook of Employee Reward Management and Practice” authored by
Michael Armstrong and trandated into Farsi as Compensation “ Management” . This
book holds significant importance as a teaching resource in the realm of management
and management policy. This article delves into the four fundamenta principles of
compensation management while critiquing the mentioned work. It also presents
actuarial implications and research aternatives in this field. The findings highlight the
necessity of explicitly incorporating all four fundamental elements of compensation for
the comprehensive coverage of educational research works on employee compensation
management, avoiding any implicit treatment.
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Research shows that compensation affects the performance and organizational
commitment of employees, and this, in turn, impacts the success of the organization.
Additionally, for many employers, pay constitutes a major part of total compensation
and often the largest part of an organization's operating costs. These two facts together
highlight the importance of correct and effective payment systems in helping the
organization gain and maintain a competitive advantage. Conversely, weak payment
systems can play a crucial role in weakening the organization. The purpose of this
article was to review the book “Compensation Management” by Michagl Armstrong.
Given the significance of the issue of employee compensation and the book's status as a
well-known work and a valid source for teaching this field of study in postgraduate
courses, the present work was selected for review.

The methodology of this article is the paradigm of critical realism, and the research
method used was research implication. The methodology of critical realism was chosen
because it allowed the researcher to provide more detailed explanations of the subject
and examine the actors, structures, and mechanisms of the subject in tandem. The
research implication method, as one of the methods under the methodology of critical
realism, helped to use the contributions of the field of study (compensation
management) and a framework (four Ps) as a source of obtaining implications for
criticizing the study.

The four main foundations of compensation management were considered as the
research framework. This framework clarifies the relationship between job position,
membership in the organization, performance, and individual position with employee
compensation. Then, by utilizing specialized sources in the field of compensation
(library and documentary studies), the critical implications of the book in the context of
the mentioned framework were identified, deepened, and completed. Through
documentary studies and comparisons with the topics proposed in the book, an attempt
was made to achieve the theoretical persuasion of the findings, and by using this set of
information, the obtained conclusions were finalized and confirmed. A substantive
criticism of the original version of the book was introduced, along with an attempt to
present a more general form of criticism on the trandation of the work.

The research implication critique of the work showed that compensation based on
job status, based on three implications, is the most confusing part of the book in terms
of tranglation and the least constructed in terms of content. First, the requirements of the
job classification process, which require job analysis and job evaluation, are defined
with deficiencies. Second, job analysis does not distinguish between job-based and
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person-based structures. Third, the book only mentions some job evaluation factorsin a
decentralized way, and none of the more practical methods of job analysis are reviewed.
Compensation based on membership in the organization was criticized based on three
implications. First, many of the conventional benefits of CEOs are not introduced.
Second, different types of expatriate workers and consequently different compensation
strategies for their compensation have not been explained. Third, presenting facts and
figures related to compensation for only one country (Britain) has two conflicting
aspects. On the one hand, it introduces the reader to membership compensation in
England, but on the other hand, it does not provide a comparison between different
countries to create adaptation and mental affinity or divergence for the readers.

Performance-based compensation was criticized based on three implications. First,
the chapters related to performance-based payments, despite their importance, were
among the least important topics discussed in the book. Second, some criticisms of this
section were the omission of some reflective economic-behavioral theories. Third,
dedicating separate chapters to the issues of engagement, organizational commitment,
and psychological contracts in one of the important compensation handbooks, while
ignoring more important topics such as performance commitment letters, performance
feedback, and compensation based on the performance of the individual, team, and
organization, shows that the work has not been strong in prioritizing the discussed
topics. Finally, compensation based on the position of the individual was criticized
based on three implications. First, the book is written with the logic of scientific
management and Taylorism, and for this reason, compensation based on the individual's
position in the organization has received less attention. Second, regarding the discussion
of competency in compensation, which is one of the most prominent scientific topicsin
thisfield, only a passing mention has been provided.

Although the present work has implicitly mentioned some of the main foundations
of the compensation system (such as the compensation of senior managers), the
objective and tangible form of these components have been considered very weak in
some cases (such as the link between performance management and compensation), and
some things have not been taken into consideration at all (such as individual grading
issues in compensation).

To improve the work, adjustments to the purely theoretical approach to the topics
should be made, irrelevant or non-native content should be removed, up-to-date
resources and content should be used, and the important issues of national culture and
organizational culture and their connection with the compensation debate should be
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addressed. Presenting a comparative approach between systems, laws, and total
compensation in different countries would be valuable. Finaly, enriching the content
related to the two main foundations of the four foundations of compensation
management, i.e., compensation based on performance and compensation based on
individual position, were among the most important content proposals to provide an
alternative to the criticisms raised.
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