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ABSTRACT

Manufacturing organizations generate a significant amount of operational and workforce-
related data daily, including employee performance, production output, and compensation
details. Managing and analyzing this data effectively is a major challenge. This study focuses
on the role of compensation structure in improving employee productivity and organizational
profitability at Delta CNC Company. Compensation components such as salary, incentives,
bonuses, and benefits play a crucial role in influencing employee motivation, efficiency, and
job satisfaction. A well-designed compensation system helps align employee performance
with organizational goals, leading to improved productivity and cost efficiency. The study
adopts a descriptive research design using both primary and secondary data. A sample of 100
respondents, including employees from different departments, was selected using
convenience sampling. Statistical tools such as percentage analysis, correlation, and

regression analysis were used for data analysis.
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LINTRODUCTION

Compensation structure refers to the systematic way in which organizations design and
distribute financial and non- financial rewards to employees, including salaries, incentives,
bonuses, and benefits. In modern manufacturing organizations, a large amount of workforce-
related data is generated every day, such as employee performance, production output,
attendance, and payroll information. Managing this data using traditional methods such as
fixed salary systems or manual evaluation can be inefficient, time- consuming, and may not
accurately reflect employee contributions. Therefore, there is a need for effective

compensation systems that align employee performance with organizational goals.

A well-designed compensation structure helps organizations convert employee efforts into
measurable performance outcomes. It enables management to identify productivity levels,
reward high- performing employees, and motivate the workforce effectively. Performance-
based incentives, bonuses, and fair salary systems encourage employees to improve
efficiency, reduce errors, and achieve production targets. This leads to better decision-

making, increased motivation, and improved job satisfaction among employees.

In manufacturing companies like Delta CNC, where precision, efficiency, and timely
production are critical, an effective compensation system plays a vital role. It enhances
coordination between employees and management, improves workforce performance, and

reduces operational inefficiencies.

JI. LITERATURE REVIEW
Smith & Johnson (2024): Explained that compensation structure plays a crucial role in
influencing employee productivity and organizational performance. Performance- based

incentives and bonuses help employees stay motivated and improve their work efficiency.

Chen, L1 & Kumar (2023): Highlighted that both financial and non-financial rewards, such as
recognition and career development opportunities, significantly improve employee

engagement and job satisfaction, leading to better productivity outcomes.

Nguyen & Patel (2023): Found that profit- sharing and incentive-based compensation
systems encourage employees to align their efforts with organizational goals, resulting in

increased productivity and higher profitability.
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Osei & Mensah (2022): Reported that fairness and transparency in compensation structures
reduce absenteeism and increase employee commitment, which positively impacts overall

organizational performance.

Rashid et al. (2022): Concluded that variable pay systems, including bonuses and incentives,
help in retaining skilled employees and improving productivity in competitive work

environments.

Al-Tamimi & Al-Hassan (2021): Identified that a combination of fixed salary and
performance-based incentives leads to higher job satisfaction and improved financial

outcomes for organizations.

1. OBJECTIVES OF THE STUDY

e To understand the concept of compensation structure

e To analyze the components of compensation such as salary, incentives, bonuses, and
benefits

e To evaluate the impact of compensation on employee productivity

e To examine the role of compensation in improving organizational profitability

e To identify challenges in the existing compensation system.

e To suggest improvements for better implementation of compensation strategies.

IV. RESEARCH METHODOLOGY
This study adopts a descriptive research design to analyze the impact of compensation
structure on employee productivity and  organizational profitability at Delta CNC

Company.

Data Collection

e Primary Data: Collected through structured questionnaires (Google Forms) from
employees

e Secondary Data: Collected from journals, articles, company reports, and related

documents

Sample Size

e 100 respondents (Employees from production, HR, and administrative departments)
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Sampling Method

e Convenience Sampling

o  Stratified Random Sampling
e Simple Random Sampling

Tools for Analysis

o Percentage Analysis
e Correlation Analysis
e Regression Analysis

e Charts and Graphs

Research Objectives

e  Tounderstand compensation structure

e To analyze its components in the organization

e To evaluate its impact on employee productivity

e To study its role in improving organizational profitability

V. DATA ANALYSIS AND INTERPRETATION DEMOGRAPHIC ANALYSIS

The demographic analysis reveals that the majority of respondents (74%) belong to the 20-30
age group, indicating that young employees form the dominant segment of the study. This
suggests that the workforce is largely composed of individuals who are in the early stages of
their careers and are more likely to be adaptable, energetic, and open to performance-based
systems. Male respondents (54%) slightly outnumber female respondents (46%), showing a
relatively balanced participation from both genders. This balanced representation helps in
providing a fair and unbiased understanding of employee perceptions regarding compensation

structure.

In terms of educational qualification, most respondents (85%) have completed UG/PG, while
a smaller proportion hold a diploma (10%) and HSC (5%), indicating a well- educated
workforce. This high level of education suggests that employees are capable of understanding
complex compensation systems and are more likely to have clear expectations regarding
salary, incentives, and benefits. It also reflects that the organization employs skilled and
knowledgeable personnel, which is important for maintaining productivity and quality in

operations.
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Regarding monthly income, the majority of respondents (30%) fall within the 10,000— 20,000
range, followed by 25% in the 20,000-30,000 range, showing moderate earning levels among
employees. This distribution indicates that a significant portion of the workforce falls within

the lower to mid-income category,

In terms of work experience, most respondents (52%) have less than 2 years of experience,
while 35% have 25 years of experience. Only a small percentage have more than 5 years of
experience. This indicates that the sample mainly consists of less experienced employees who
may still be developing their skills and career paths. factors like incentives, promotions, and
career growth opportunities. Their perception of compensation structure may be strongly

influenced by immediate rewards and impact their productivity and performance levels.

Example: Age of Participants

9% 5%

m 21-30 years
M 31-40 years
M 41-50 years
W 51-60 years

W 60+ years

Figure 1 Age.

Interpretation

Most respondents belong to the 20-30 age group (74%), indicating a strong presence of
young employees in the study. A smaller proportion falls in the 30—40 category (23%), while
very few respondents are in the 40—50 age group (3%), and none are above 50.

42%

Female

Figure 2 Gender
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Male respondents (54) are slightly higher than female respondents (46), indicating a

relatively balanced participation of both genders. Overall, the sample shows a slight male

dominance while still maintaining good gender diversity.
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Figure 3 Educational Qualification.

Interpretation

The majority of respondents (85%) have completed UG/PG, indicating a highly educated

workforce. A smaller proportion holds a diploma (10%) and HSC (5%), while none fall

below SSLC. This suggests that most employees possess strong educational qualifications,

which may f compensation systems and productivity.

DATA VISUALIZATION
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Figure 4 How often do you use dta visualization shift towards advanced data

visualization tools.
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Interpretation
Most respondents indicated that performance-based pay (54%) is the organization. A
smaller proportion follows fixed salary (29%), while very few respondents reported

incentive-based (9%) performance-driven compensation systems.
p p Y

Distribution of Total Compensation 2007

Legally required benefits
Retirementand g2y,
savings benefits
31%

Wages and
salaries 71.9%

Insurance benefits

pay 2.7%

Paid leave 6.9%

Note: Data include private service-providing industry workers
Sources: U.S. Department of Labor, Bureau of Labor Statistics

Figure 5 Which tool do you mostly use.

Interpretation
The majority of respondents (51%) feel highly motivated by incentives, while 33% are some

what motivated. A smaller percentage

STATISTICAL ANALYSIS

1. Chi Square Test

A Chi-square test was applied to examine the relationship between compensation structure
and employee productivity among respondents. The calculated Chi-square value is greater
than the critical value, and the p-value is less than the significance level of 0.05.

Therefore, the null hypothesis is rejected, indicating a significant relationship between
compensation structure and employee productivity. The results clearly show that
performance-based compensation plays a major role in improving employee performance,

while fixed salary alone is less effective.

Interpretation

The results show a significant relationship between compensation and productivity, with
performance-based incentives being the most influential factor. Employees are more
productive when rewards are directly linked to their performance, highlighting the

importance of an effective compensation system. incentives being the most influential factor

www.ijarp.com
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effective compensation.

2. Anova Test
An ANOVA test was conducted to examine whether different components of compensation
significantly influence employee productivity among respondents. The analysis shows

variation between groups, indicating differences in employee responses.

Since the significance level is less than 0.05, the null hypothesis is rejected. difference in

employee productivity based on different compensation components.

Interpretation

The results show that different compensation elements have varying levels of impact on
employee productivity. Performance-based incentives and bonuses have a stronger influence
compared to fixed salary alone, highlighting the importance of a well-structured

compensation system.

VI. FINDINGS

1. The study was conducted with a sample size of 100 respondents from Delta CNC
Company.

2. Data was analyzed using charts, graphs, and statistical tools to clearly present employee
responses.

3. Most respondents showed a positive response towards the existing compensation
structure in the organization.

4. Performance-based pay is the most preferred compensation system among employees.

5. Percentage analysis indicated that a majority of respondents believe compensation
significantly improves employee productivity.

6. Incentives and bonuses were found to be major factors that motivate employees to
perform better.

7. Chi-square test was applied to identify the relationship between compensation and
employee productivity.

8. The results of the Chi-square test showed a significant relationship between
compensation structure and productivity.

9. ANOVA test was used to compare differences in employee responses based on different
compensation components.

10. ANOVA results indicated variation in productivity levels across different compensation
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types.

Overall, the study concludes that an effective compensation structure productivity.

SUGGESTIONS

The company should increase the use of performance-based incentives to motivate
employees and improve productivity.

Proper training and awareness programs should be conducted to help employees
understand the compensation structure clearly.

A transparent compensation system should be implemented to build trust and improve
employee satisfaction.

Regular salary increments and timely bonuses should be provided to maintain employee
motivation.

A balanced compensation structure combining fixed pay and incentives should be
adopted.

Fair and equal pay policies should be ensured to avoid among employees.

The company should link rewards directly with employee performance to encourage
efficiency.

Regular evaluation of the compensation system should be carried out to improve its
effectiveness.

Non-monetary benefits such as recognition, promotions, and career growth opportunities
should be enhanced.

Feedback from employees should be collected regularly to improve the compensation

system.

CONCLUSIONS

This study concludes that compensation structure plays a crucial role in improving employee

productivity and organizational profitability at Delta CNC Company. Manufacturing

organizations generate a significant amount of workforce-related data every day, including

employee performance, production output, and payroll information. In its basic form, this

data does not clearly reflect employee contribution and efficiency. A well-structured

compensation system, including salary, incentives, bonuses, and benefits, helps convert this

data into meaningful outcomes by linking employee performance with rewards.

The study is based on a descriptive research design and uses both primary and secondary

data. A sample of 100 respondents is selected using convenience sampling. Percentage
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analysis is used to present the data in a simple form, while statistical tools like chi-square test
are applied to identify relationships between compensation and productivity, and ANOVA is
used to compare differences among  various compensation components. The results
are also represented through charts and graphs, which improve clarity and understanding.

The findings reveal that an effective compensation system supports higher employee
motivation, improves job satisfaction, and enhances overall productivity. Performance-based
incentives and bonuses encourage employees to achieve targets, reduce errors, and increase
efficiency. It also helps in reducing employee turnover, improving workforce stability, and
strengthening organizational performance. Additionally, a transparent and fair compensation

system supports better employee engagement and commitment.

Overall, compensation structure enhances employee performance, increases organizational
profitability, and ensures efficient workforce management. It promotes a performance-driven
work culture, supports better decision-making, and contributes to long-term organizational
success. Furthermore, it helps organizations attract and retain skilled employees, improve
operational efficiency, and maintain a competitive advantage in the manufacturing industry,
Percentage analysis is used to present the data in a simple form, while statistical tools like
chi- square test are applied to identify relationships between compensation and

productivity.
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