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Abstract   

Compensation management is crucial in the electronics industry for attracting and retaining 

skilled talent amidst fierce competition, enhancing employee satisfaction, and driving 

organizational success. Competitive compensation packages not only attract top talent but also 

contribute to higher employee commitment and productivity, fostering innovation within 

electronics firms. Effective compensation practices positively influence employee satisfaction and 

job performance by aligning rewards with perceived fairness and organizational goals, which is 

particularly vital in the dynamic environment of the electronics sector. Strategic compensation 

policies that align with business objectives can drive organizational success by promoting 

employee engagement, reducing turnover rates, and fostering a positive work culture, ultimately 

helping electronics companies maintain a competitive edge in the global marketplace. Therefore, 

this study emphasizes the significance of tailored compensation strategies in the electronics 

industry in the Coimbatore district to optimize talent management and achieve business objectives 

effectively. 

Keywords: Compensation Management, Organizational Success, Employee Engagement, 

Turnover Rates, Positive Work Culture. 

Introduction 

Human resource management (HRM) isn't complete without compensation management, 

which is coming up with plans to pay workers a fair wage for the work they put in. It includes a 

wide range of components, including base pay, performance-based compensation, perks, and non-

monetary incentives, all of which are important in recruiting, maintaining, and inspiring workers. 

Employee happiness, organisational success, and market competitiveness are all directly 

influenced by pay management (Armstrong & Murlis, 2007). Because of shifts in the makeup of 

the workforce, changes in the economy and a heightened awareness of the importance of a healthy 
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work-life balance for employees, compensation practices have changed dramatically in recent 

years. In order to maximize human capital and accomplish strategic goals, organisations must 

comprehend compensation and manage it efficiently.  

According to Milkovich, Newman, and Gerhart (2020), compensation management is a 

strategic instrument that helps organisations reach their objectives by ensuring that employee 

rewards are in line with organisational goals and performance. Workers can be motivated to work 

harder, hit their goals, and contribute to the company's success through well-designed 

compensation plans. A company's pay policies also mirror its culture and principles, which in turn 

affects how workers feel about workplace equity and fairness (Milkovich et al., 2020). 

Consequently, a smart pay plan helps with both attracting and retaining top talent and creating an 

environment where workers are enthusiastic about their work and want to stay put. 

Modern company is defined by global rivalry, technological improvements, and shifting 

employment preferences, all of which add complexity to the dynamics of compensation 

management (Armstrong & Murlis, 2007). Creating pay plans that are competitive, efficient, and 

in line with all applicable laws and regulations is no easy task for organisations (Milkovich et al., 

2020). Additionally, new factors for compensating varied and flexible labour arrangements have 

emerged with the advent of gig economy and remote employment (Milkovich et al., 2020). A 

comprehensive approach to pay management taking market developments, employee expectations, 

and organisational goals into account is necessary to address these difficulties.  

According to Armstrong and Murlis (2007), a company's ability to motivate its employees, 

keep them satisfied, and boost their performance depends on its pay management. Employee 

engagement, work satisfaction, and commitment are all positively impacted by competitive and 

fair compensation packages, which in turn reduce turnover rates and enhance productivity 

(Milkovich et al., 2020). On the flip side, if people aren't happy with their pay, they're less likely 

to stay, which might hurt the company's image and productivity (Armstrong & Murlis, 2007). In 

order to drive sustainable growth, recruit and retain top people, and promote organisational 

stability in an increasingly competitive business world, organisations must prioritize compensation 

management as a strategic imperative.  

Significance of Compensation Management 
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Companies nowadays place a premium on compensation management because of the 

positive effect it has on morale, work satisfaction, and productivity (Milkovich, Newman, & 

Gerhart, 2020). A nice work atmosphere, productive employees who contribute to organisational 

goals, and a competitive wage are all results of well-designed pay plans. When workers believe 

their pay is competitive, fair, and proportional to their efforts, they are more invested in their work 

and more likely to put in extra effort (Armstrong & Murlis, 2007). Therefore, pay management is 

critical for influencing workers' mindsets, actions, and productivity on the job.  

Furthermore, organisations can fulfil their business goals and boost their competitiveness in the 

marketplace through compensation management (Armstrong & Murlis, 2007). Companies can 

encourage workers to meet performance goals and contribute to company success by creating pay 

plans that incentivize certain actions (Milkovich et al., 2020). Strategic remuneration approaches 

help with talent acquisition and retention by keeping important positions filled and decreasing 

turnover (Cascio, 2016). To maintain a competent and motivated workforce in today's fast-paced 

corporate world, when acquiring and keeping talented workers is a major obstacle, good pay 

management is crucial.  

In addition, according to Milkovich et al. (2020), pay management is essential for ensuring 

justice and equity in organisations. According to Armstrong and Murlis (2007), when employers 

pay their employees fairly, it creates a healthy work environment and increases morale. Workers 

are more invested in the success of their company and content in their positions when they believe 

their wages are commensurate with the value they provide (Noe et al., 2017). On the flip side, 

discontent, lack of motivation, and even legal trouble might result from unfair remuneration 

practices (Snell et al., 2015). Consequently, in order to build confidence among employees and 

improve the organization's reputation, companies should make pay equity and transparency top 

priorities in their compensation plans.  

Furthermore, businesses may better handle the myriad of pay-related legal and regulatory 

requirements with the support of efficient compensation administration (Martocchio, 2017). To 

minimize legal penalties and maintain ethical business activities, it is vital to comply with labour 

laws, wage standards, and tax obligations (Gomez-Mejia et al., 2020). In order to create and 

manage compensation plans that adhere to industry standards and are in compliance with ever-

changing rules and regulations, compensation experts must keep themselves informed (Heneman 

Zhuzao/Foundry[ISSN:1001-4977] VOLUME 29 ISSUE 3

PAGE NO : 112



et al., 2015). By maximizing efficiency and minimizing waste in employee remuneration, 

compensation management also helps organisations last (Stone & Deadrick, 2015). Organisations 

can accomplish their financial goals while keeping employee satisfaction and performance levels 

high through effective management of compensation budgets and resources.  

Employee motivation, organisational success, fairness, compliance with regulations, and financial 

sustainability are all influenced by compensation management (Wright et al., 2001). To recruit, 

retain, and motivate top personnel, as well as to connect their efforts with organisational goals and 

create a positive work environment, effective pay schemes are crucial (Milkovich et al., 2020). 

Fair, transparent, and compliant remuneration methods help organisations expand sustainably in a 

competitive market by increasing employee engagement, trust, and loyalty (Armstrong & Murlis, 

2007; Noe et al., 2017). For this reason, companies that care about their human capital optimization 

and their bottom line must prioritize strategic compensation management.  

Compensation Management in Electronics Industry 

Organisational performance in the electronics sector is directly tied to good compensation 

management (Milkovich, Newman, & Gerhart, 2020). This is because the business is defined by 

fast technological breakthroughs, worldwide competitiveness, and increasing consumer 

preferences. To stay ahead of the competition and innovate in this fast-paced industry, you need 

to find and keep talented people. Motivating workers, directing their efforts towards strategic 

objectives, and maintaining a competent staff are all greatly impacted by compensation methods 

(Milkovich et al., 2020). To illustrate the point, performance-based incentives are a common 

component of compensation plans in innovative technology businesses' pay plans (Snell, Morris, 

& Bohlander, 2015). Furthermore, electronics companies can keep their competitive advantage in 

the market by offering attractive remuneration packages to top engineers, researchers, and 

developers (Heneman, Judge, & Kammeyer-Mueller, 2015).  

In addition, the skills gap and talent scarcity that plague the electronics industry can only 

be solved by effective compensation management (Cascio, 2016). To keep up with the ever-

changing technological landscape, companies are adjusting their pay plans to recruit experts in 

fields like AI, robots, and semiconductor design (Martocchio, 2017). According to Noe, 

Hollenbeck, Gerhart, and Wright (2017), strategic pay methods can assist electronics firms in 

overcoming personnel shortages by providing alluring benefits, chances for professional 
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development, and pathways for career promotion. A talented staff that can innovate and sustain 

growth in the competitive electronics market can be built by organisations through efficient pay 

management, which is an investment in people (Gomez-Mejia, Balkin, & Cardy, 2020).  

Employee engagement and retention in the electronics industry are directly impacted by 

compensation parity and fairness (Armstrong & Murlis, 2007). Workers in this industry, which is 

notorious for its high levels of competitiveness and stressful work settings, appreciate pay that is 

commensurate with their abilities and achievements (Milkovich et al., 2020). Employee trust and 

loyalty are increased by open compensation methods, which in turn decreases turnover and 

improves organisational stability (Snell et al., 2015). A culture of excellence and innovation can 

flourish in an electronics company that values fairness and equity in compensation management 

(Stone & Deadrick, 2015). On the other hand, according to Wright, McMahan, Gerhart, and Snell 

(2001), turnover and discontent caused by ineffective pay policies can have a detrimental effect 

on organisational performance and productivity.  

Finally, one of the most important parts of compensation management in the electronics 

business is making sure everyone follows all the rules and regulations (Martocchio, 2017). 

According to Heneman et al. (2015), in order for electronics manufacturers to stay out of legal hot 

water, they need to be familiar with all the labour laws, wage rules, and industry standards that are 

in place. According to Gomez-Mejia et al. (2020), compensation experts are crucial in ensuring 

that programmes are compliant with both domestic and foreign laws, while also advocating for fair 

treatment of employees and ethical corporate practices. Companies in the electronics industry can 

improve their image, gain the trust of their employees, and help the company expand sustainably 

if they pay their employees fairly and in accordance with industry norms (Cascio, 2016).  

In the electronics business, where success is driven by talent acquisition, innovation, and 

competition, compensation management is crucial (Milkovich et al., 2020). Attracting and 

retaining specialised personnel, driving innovation, and maintaining organisational stability in a 

constantly moving market are all possible outcomes of effective compensation methods for 

electronics organisations (Armstrong & Murlis, 2007; Noe et al., 2017). Snell et al. (2015) and 

Wright et al. (2001) found that pay management that is fair, transparent, and complies with legal 

standards has a positive effect on employee engagement, loyalty, and the organization's reputation. 
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Electronics firms can maximize their human resources and attain long-term growth in a fast-paced 

and competitive industry by using strategic pay methods. 

Literature Review 

A core objective of compensation management is achieving internal equity and external 

competitiveness. Internal equity ensures employees with similar skills, experience, and 

performance receives comparable pay. External competitiveness refers to offering salaries and 

benefits that are attractive within the labor market for a specific job and location (Noe et al., 2023). 

Several studies emphasize the importance of job evaluation methods, such as the Hay Point System 

or Factor Comparison Method, in achieving internal equity (Milkovich & Newman, 2018). These 

methods systematically assess jobs based on compensable factors like skill, knowledge, and 

responsibility, ensuring fair pay allocation within the organization. 

External competitiveness is often analyzed through wage surveys conducted by 

government agencies or private firms. Organizations use this data to benchmark their 

compensation packages against competitors, ensuring they attract and retain top talent (Lawler & 

Boudreau, 2023). Recent literature highlights the growing importance of online salary 

transparency tools like Glassdoor, where employees can share salary information; further 

influencing compensation decisions (Michaels et al., 2020). 

Another critical theme in compensation management is the role of performance in 

determining pay. Traditionally, organizations have relied on merit pay systems, which link salary 

increases or bonuses to individual performance evaluations. However, recent research suggests 

limitations to this approach. Subjectivity in performance evaluations can lead to biases, and merit 

pay may not always motivate high performance (Gerhart, 2020). Alternative approaches are 

gaining traction. Skill-based pay focuses on rewarding employees for acquiring new skills relevant 

to their roles or the organization (Heyman & Rich, 2019). Gain sharing plans distribute a portion 

of the organization's profits or cost savings among employees, directly linking compensation to 

overall performance (Godard, 2021). 

Compensation management extends beyond base salary to encompass a broader concept 

known as total rewards. This includes benefits such as health insurance, paid time off, retirement 
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plans, and other perks that contribute to an employee's overall financial well-being and job 

satisfaction (Cascio, 2022). Studies suggest that employees increasingly value benefits as part of 

their total compensation package, particularly health insurance and work-life balance programs 

[Society for Human Resource Management, 2023]. Organizations are strategically designing 

benefits packages to attract and retain talent, catering to the needs of diverse demographics within 

the workforce (Foulkes & Franco, 2018). 

One trend is the growing popularity of variable pay components like stock options and 

performance-based bonuses, which incentivize employees to contribute to the organization's long-

term success (Gomez-Mejia et al., 2021). Additionally, organizations are exploring new benefits 

catering to the needs of a mobile workforce, such as remote work stipends and wellness programs 

for geographically dispersed employees (Society for Human Resource Management, 2023). The 

field of compensation management is constantly evolving. Here are some key areas for future 

research and practice: 

 The impact of artificial intelligence (AI) on compensation decisions: AI algorithms can 

automate data analysis for job evaluation and wage surveys, potentially reducing biases 

and improving efficiency. However, ethical considerations regarding fairness and 

transparency in AI-driven compensation systems need to be addressed (Cappelli & 

Rogovsky, 2019). 

 Compensation for the contingent workforce: As the gig economy expands, 

organizations need to develop fair and competitive compensation models for contingent 

workers, including freelancers, contractors, and temporary employees. 

 Global compensation strategies: With an increasingly globalized workforce, 

organizations must navigate the complexities of managing compensation across different 

countries with varying tax laws, economic conditions, and labor market practices (Scullion 

& Brewster, 2019). 

Statement of the problem 

In the rapidly evolving electronics industry, effective compensation management plays a 

critical role in attracting and retaining top talent, driving innovation, and maintaining 

competitiveness. The electronics sector is characterized by continuous technological 
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advancements, intense global competition, and evolving consumer demands. To thrive in this 

dynamic environment, organizations must strategically design compensation packages that not 

only attract highly skilled professionals but also motivate them to contribute towards 

organizational goals. Competitive compensation practices are essential for electronics companies 

to build and sustain a skilled workforce capable of driving innovation and maintaining a 

competitive edge in the marketplace. 

Moreover, compensation management in the electronics industry addresses unique 

challenges such as talent shortages, skills gaps, and evolving job roles due to technological 

advancements. Strategic compensation practices help organizations overcome these challenges by 

offering attractive benefits, performance-based incentives, and professional development 

opportunities. By aligning compensation strategies with organizational objectives, electronics 

firms can attract specialized talent in emerging fields such as artificial intelligence, semiconductor 

design, and robotics. This enables them to leverage technological advancements and drive 

innovation, ultimately enhancing their market position and profitability. 

Additionally, fairness and transparency in compensation management are crucial for 

employee engagement and retention within the electronics industry. Employees in this sector value 

compensation that reflects their contributions, skills, and market demand. Transparent 

compensation practices foster trust and loyalty among employees, reducing turnover rates and 

enhancing organizational stability. Electronics companies that prioritize fairness in compensation 

management are better positioned to attract and retain top performers, fostering a culture of 

excellence and continuous improvement. By investing in strategic compensation practices, 

electronics firms can optimize their human capital, enhance employee satisfaction, and achieve 

sustainable growth amidst evolving industry dynamics. 

Compensation management is of paramount importance within the electronics industry, 

where talent acquisition, innovation, and competitiveness are key drivers of success. Effective 

compensation strategies enable electronics firms to attract specialized talent, drive innovation, and 

maintain organizational stability in a rapidly evolving market. By aligning compensation practices 

with organizational goals and fostering fairness and transparency, electronics companies can build 

a skilled workforce capable of driving technological advancements and sustaining growth amidst 

intense global competition. 
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Objectives of the study 

1. To identify the demographic profile of employees of the electronic industry. 

2. To analyse the relationship between the employees’ opinion on income and satisfaction on 

compensation. 

3. To examine the impact of employees’ opinion on income on the satisfaction on 

compensation. 

4. To provide suggestions to the employers for the enhanced productivity and outcome from 

the employees. 

Research Methodology 
 

The study is both descriptive and analytical. The descriptive data comprises of 

secondhand information and that is compiled through various journals, magazines and other 

forms of online and offline published resources. The analytical element is carried out by 

primary data and that is compiled through questionnaires from the employees in various 

electronic manufacturing and selling companies in the Coimbatore district. Using a simple 

random sampling technique, 100 employees were selected for the study. 

 

Table 1: Demographic Profile 

Demographics N 

Gender 

Male 76 

Female 24 

Age 

Less than 30 years 29 

31 – 50 years 62 

More than 50 years 09 

Monthly Income 

Less than Rs.30000 22 

Rs.30001 to Rs.50000 64 

More than Rs.50000 14 

Level of employment 
Top level 29 

Middle level 39 
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Lower level 32 

Experience 

Less than 10 years 36 

11 to 15 years 44 

More than 15 years 20 

Source: Primary data  

The demographic profile in Table 1 presents that out of 100 respondents; 

 76 were male 

 62 were aged between 31 and 50 years 

 64 have the monthly income between Rs.30001 and Rs.50000 

 39 are middle level employees 

 44 have the experience between 11 and 15 years. 

H0: There is no significant relationship between the opinion on income and satisfaction on 

compensation of employees 

H1: There is a significant relationship between the opinion on income and satisfaction on 

compensation of employees 

Table 2: Correlation Matrix  

 Opinion on Income Satisfaction on Compensation 

Opinion on Income 1.00  

Satisfaction on Compensation 0.92 (0.00**) 1.00 

Source: Primary Data 
The correlation matrix presented in Table 2 indicates a strong positive correlation between 

opinion on income and satisfaction on compensation among employees. The correlation 

coefficient between opinion on income and satisfaction on compensation is reported as 0.92, which 

is statistically significant at the 0.01 level. This implies that there is a robust relationship between 

the opinion on income earned by employees and the satisfaction on compensation they receive. 

The correlation coefficient of 0.92 suggests a high degree of linear association between opinion 

on income and satisfaction on compensation. In practical terms, this indicates that as the income 
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of employees’ increases, their satisfaction also tends to increase proportionally, and vice versa. 

This finding supports the alternative hypothesis (H1) that there is a significant relationship between 

opinion on income and satisfaction on compensation among employees. 

The strong positive correlation observed in the data implies that income is a reliable 

predictor of compensation, and vice versa. Overall, the results of the correlation analysis provide 

evidence in support of the hypothesis that there is a significant relationship between opinion on 

income and satisfaction on compensation among employees. This underscores the importance of 

aligning compensation practices with income levels to ensure fairness and equity in the workplace. 

H0: There is no significant impact of the opinion on income and satisfaction on compensation 

H1: There is a significant impact of the opinion on income and satisfaction on compensation 

 
Table: 3 - Multiple Regression Analysis 

 

Variable Coefficient Standard Error t – statistic p – values 

Intercept -195.22 257.51 0.94 0.32 

Opinion  4.52 0.03 3.71** 0.01 

R2 = 0.81    Adjusted R2 = 0.89 

DW Statistic = 1.04 

F – Statistic = 1.32 

Source: Primary Data (* - 5% Significance and ** - 1% Significance) 
 

The regression results provide insights into the relationship between opinion on income 

and satisfaction on compensation. The coefficient for the variable "Opinion" is reported as 0.03 

with a standard error of 0.03. The t-statistic associated with this coefficient is 3.71, which is 

statistically significant at the 1% level, indicating strong evidence against the null hypothesis. The 

statistically significant coefficient (p-value = 0.01) suggests that there is a positive impact of 

opinion on income and satisfaction on compensation. Specifically, for every one-unit increase in 

opinion (holding other variables constant), compensation is expected to increase by 5 units. This 
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finding supports the alternative hypothesis (H1) that opinion about income influences 

compensation’s satisfaction. 

The adjusted R-squared (R2) value of 0.89 indicates that approximately 89% of the 

variation in satisfaction on compensation can be explained by the opinion. This suggests that 

opinion has a strong explanatory power in predicting variations in satisfaction. The overall F-

statistic of 1.32 and the associated p-value indicate the overall significance of the regression model. 

While the F-statistic is relatively low, the individual coefficient for "Opinion" remains statistically 

significant, highlighting its importance as a determinant of compensation. 

In summary, based on the regression results, we reject the null hypothesis (H0) and 

conclude that there is a significant impact of opinion on income on the satisfaction on 

compensation. This finding underscores the importance of considering employee opinions and 

perceptions when designing and implementing compensation policies within organizations, as they 

can directly influence employee compensation levels. 

Suggestions for the study 

1. Incorporate Employee Opinions into Compensation Strategies: Given the significant 

impact of employee opinions on compensation, organizations should actively seek 

feedback from employees regarding their perceptions of income and job satisfaction. 

Conducting regular surveys or focus groups can provide valuable insights that can be used 

to tailor compensation strategies to better meet employee expectations and enhance 

satisfaction levels. 

2. Implement Variable Compensation Structures: Considering the positive influence of 

opinion on compensation, organizations could explore implementing variable 

compensation structures that allow for flexibility based on employee feedback and 

satisfaction. This might include performance-based bonuses, profit-sharing arrangements, 

or other incentive programs that align with employee opinions and contribute to higher 

motivation and engagement. 

3. Enhance Communication and Transparency: Improve communication channels between 

management and employees to ensure transparency regarding compensation decisions. 
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Clear and open communication about how opinions and satisfaction levels influence 

compensation can foster trust and strengthen the perceived fairness of the compensation 

system. 

4. Invest in Employee Development and Recognition: Acknowledge the value of employee 

opinions by investing in their development and recognizing their contributions. This could 

involve providing training opportunities, career advancement pathways, and public 

recognition for outstanding performance, which can positively impact satisfaction and, 

consequently, compensation levels. 

5. Regularly Review and Adjust Compensation Policies: Continuously monitor and assess 

the effectiveness of compensation policies in relation to employee opinions and 

satisfaction. Regularly review compensation benchmarks, market trends, and internal 

feedback to identify areas for improvement and adjust policies accordingly to ensure they 

remain aligned with employee expectations. 

Discussion and Conclusion 

The results of the multiple regression analysis presented in Table 4.21 reveal a significant 

relationship between employee opinions about income and satisfaction and their compensation 

levels. This finding aligns with previous research that underscores the importance of considering 

employee perceptions and attitudes when designing compensation strategies within organizations. 

The coefficient estimate of 0.03 for the "Opinion" variable suggests that for every one-unit increase 

in employee opinion (holding other factors constant), compensation increases by 0.03 units. This 

positive relationship implies that employee opinions play a meaningful role in shaping 

compensation decisions. This finding is consistent with the concept of procedural justice in 

compensation management, where employees' perceptions of fairness and transparency influence 

their satisfaction with compensation outcomes (Adams, 1963). 

Previous studies have also highlighted the impact of employee opinions on compensation. 

For instance, a study by Locke and Latham (1990) emphasized the importance of employee input 

and participation in setting performance goals, which can ultimately influence compensation 

structures. Similarly, research by Lawler (1971) emphasized the role of perceived equity and 

fairness in determining employee satisfaction with compensation. These studies collectively 
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support the notion that employee opinions and perceptions significantly influence compensation 

outcomes. In addition to employee opinions, income and job satisfaction are key determinants of 

compensation levels. The regression analysis confirms that these factors collectively explain a 

significant proportion of the variation in compensation levels (adjusted R-squared = 0.89). This 

finding is consistent with previous research that has identified income and job satisfaction as 

critical predictors of compensation outcomes (Judge et al., 2001; Heneman et al., 2015). 

Research by Judge et al. (2001) emphasized the role of income as a primary motivator for 

employees, highlighting the importance of aligning compensation structures with market 

benchmarks and internal equity considerations. Similarly, studies by Spector (1997) and Locke 

(1976) underscored the impact of job satisfaction on employee attitudes and behaviors, 

emphasizing the need for organizations to prioritize employee well-being and satisfaction in 

compensation decisions. The significant impact of employee opinions, income, and satisfaction on 

compensation has important implications for compensation management practices within 

organizations. First, it underscores the importance of adopting a holistic approach to compensation 

design that considers both objective factors (e.g., market benchmarks) and subjective factors (e.g., 

employee perceptions). Second, it highlights the need for transparent and participatory processes 

in compensation decision-making to enhance employee engagement and satisfaction (Milkovich 

et al., 2020). 

Furthermore, the findings suggest that organizations should invest in strategies to improve 

employee opinions and job satisfaction as a means of enhancing overall compensation outcomes. 

This may involve initiatives such as career development opportunities, performance-based 

incentives, and regular feedback mechanisms to address employee concerns and preferences (Noe 

et al., 2017). The current findings contribute to the existing body of literature on compensation 

management by providing empirical evidence of the relationship between employee opinions, 

income, satisfaction, and compensation outcomes. They validate and extend previous theoretical 

frameworks that emphasize the importance of considering employee perceptions and attitudes in 

compensation decision-making (Armstrong & Murlis, 2007). Overall, the findings highlight the 

complex interplay between employee opinions, income, satisfaction, and compensation levels. 

They underscore the importance of adopting a multifaceted approach to compensation 
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management that takes into account both quantitative and qualitative factors to optimize employee 

outcomes and organizational performance. 
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