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Abstract: Managing human resources in an organization is a prime affair of motivating, developing, retaining and acquiring human 

resources. Thereafter, their foremost contribution, Compensation is what employees receive in exchange. This paper is primarily 

centralized on compensating human resources in an organization. And, if we focus on the current situation of our world, which is 

savagely affected by covid-19 Pandemic it has changed working and its pattern around the globe. 

Compensation of human resources is also affected by various factors. Here, we will discuss regarding the factors that influences 

wages and salary system in India, and how covid-19 affected Indian workforce. Further about the international labor organization 

and labor laws enacted by central and state government. And, what changes did COVID-19 caused in international labor 

organizations working, including how Indian state and central government had to make plenty of changes in laws and regulations 

related to labor laws. 
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1. INTRODUCTION 

Human resources are accountable for all and all work done, decisions taken and concluding results. Consequently, they in return 

expect satisfactory remunerations and compensation. In human resource management compensating Employees is complex and 

dynamic because of ever changing human nature asserted objectives of the manager or organization can be only achieved by 

effective implementation of compensation packages which eventually motivates employees and subordinates within or beyond their 

presumption. It is also comprised of payment of wages for the various positions of employees in an established structure; it involves 

setting individual incentives and wages to be paid to employees who works in different levels. 

Human resource management travelled a long journey, where workforce was commanded and controlled with strictness, 

altogether facing poor work environment with less wages, if we go through some historical causes of disputes in industries, 

substandard compensation and reward system of industries are somewhere on the top of the list, to, being Concern about overall 

knowledge, creative abilities, skill, aptitude and talent of organization’s workforce. But due to changing global and economic 

conditions by COVID-19 pandemic major changes occurred in the life of working population.  New technology and new skills need 

to upgrade for continuing business activities. COVID-19 resulted into total lockdown of each working organization. And for 

carrying on work, changes have to be made. 

The crucial and vital guidance in human resource management field is developed by international labor organizations. It is 

worldwide promoting justice and human/labor rights. It operates to improve working and economic conditions which satisfy 

working and business personnel in gaining Peace, progress and prosperity. International labor organization can be understood as a 

primary organization functions for workers, laborers or employee welfare. Under international labor organizations guidance 

different regions, States and countries have different labor laws according to a region's conditions. Current crisis due to corona virus 

initiated dramatic changes all around the world. The international labor organization with government, employers and workers 

playing a crucial role in handling the outbreak, consolidation of jobs and business, and being sure about safety of individuals. 

 

2. COMPENSATING HUMAN RESOURCES 

Finest Compensations, rewards and incentives system in organization boosts motivation of workforce to give their 100% to 

organizations growth. Compensating human resources had been the topic of least interest for a long time. Organization or higher 

authorities expect timely and fruitful results from their member of staff without providing them deserving or worthy compensations 

and incentives. Thus, Principle of compensation is that it should be equitable, fair and adequate to all employees. 

By the organization view compensation management is aimed to arrange and create the lowest cost pay structure which 

motivates, attract and retain competent personnel. Therefore, compensating human resources is used for lending a helping hand in 

organization to maintain, retain and acquire a productive workforce. Compensations which organization provides to its employees 

can be direct or Indirect, monetary benefits, salary, bonuses are the example of direct compensation and time off, insurance, annual 
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leave which are of non-monetary natures are the example of indirect compensation. Thus, Compensation not only includes salary 

but all allowances and rewards provided to personnel in return for the service they layout. 

Components should be considered while setting up compensating human resources is shown in Fig. 1. : 

 

Fig.1. Components to be considered 

All this knowledge about compensating human resources is suitable and applicable in the past or maybe in future after 

normalizing pandemic effects. Our living and working on the current COVID-19 situation are fundamentally changed. Importance 

of remote working and technology now came in focus lights for surviving and sustaining business model, adopting newness this 

working will be essential. In This ongoing second wave of corona virus pandemic for handling and compensating human resources 

following advises can be practiced by employers and organizing for survival. 

 

Fig.2. key advices 

 

2.1. Salary increments  

As opposed to a conservative viewpoint, active approaches towards cost control should be taken by various organizations. 

Merit increases and salary adjustment should opt to freeze by many organizations until further notice. Moreover, there should be 

relooking of the statutory and non-statutory adjustments which are paid to employees. 

2.2. Incentives  

Working of employees is divided into two conditions which is customer-facing and non-customer-facing. Customer-facing 

roles or jobs which deliver value to customers is risky and Dangerous, thus organizations should design new sales incentive 

programs according to the hardship of the job. On the other hand, for non-customer-facing jobs which are not exposed to direct 

dangers form should take conservative approach with short term incentive budgets. 
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2.3. Benefits  

Corona virus Pandemic is directly affecting some sectors; employees should be sent on unpaid leave by companies. This will 

save costs in the short term of organizations and provide employee benefits of returning to employment in due course. Health 

benefits should be provided by the organization to employees and their family. It should be provided online medical counseling, 

health and medical insurances, health and well-being webinars and whatever they can. 

 

2.4. Other benefits and incentives  

Because of work from home and social distancing traditional working pattern are changing. Therefore, organizations should 

look forward to revamp their short-term reward structures. 

 

1)  For purchasing of equipment to enable work from home environment, according to their needs one-time payment to employees. 

2)  Paying employees for facilities like data cards and broadband connection. 

3)  Should stop giving benefits like crèche facilities, child care leaves and subsidized food, for short term to save costs and transfer 

some other forms of benefits to employees. 

 

3. INTERNATIONAL LABOR ORGANIZATION 

The International Labor Organization is an agency of United Nations which is mainly established for labor by setting 

international standards. It was founded in 1919 and its headquarters is in Geneva, Switzerland. Its standards are from the beginning 

about the development of humankind and the working population, according to the international community “labor is not a 

commodity of organization”, they are working with free will in return expect value for the service they render. The International 

Labor organization makes rules, laws and Convictions for the welfare of labor or workforce mainly on timely payments of salaries 

and wages with minimum pay for genuine working hours. Millions of children are victims of child labor, Discrimination at work 

because of gender, color, social origin, religion and much more. International labor organization takes the burden and tries to ease 

such practices these issues are at the core of international labor organization's mission. 

Since 1922, India has been a permanent member of an international labor organization governing body. In 1928, the first office 

of an international labor organization was started in India. India is one of the very high population country after China, its parliament 

has imposed some laws on wages of workers which are as follows: - 

3.1. Payment of wages act, 1936   

This is enacted by the Indian government on 23 April 1936. This act ensures regular payment to employee’s wages which is 

direct or indirect. The unauthorized deduction made by employers, this act is intended to be a remedy against it or in justified delay 

in payment of wages. 

 

3.2. Workman compensation law act, 1923  

 This law is enacted by Indian government on 5th March 1923. This law says that due to an accident or certain occupational 

diseases rose out of and in the course of employment cause personal injury or results into disablement or death. Workman or their 

dependents should be paid or compensated. 

 

3.3. The contract labor act, 1970  

 This act was enacted by the Indian government on 5th September 1970. It is an act which in certain establishments regulates 

the employment of contract labor and for providing its evolution in certain formats and circumstances are connected therewith. 

 

3.4. The equal remuneration act, 1976  

 This act is enacted by the Indian government on 11th February 1976. It is an act which ensures the equal remunerations to men 

and women both workers in preventing discrimination on the basis of gender against women in employment matters and incidental 

thereto or connected therewith. 

 

3.5. Minimum wage act, 1948  

On 15th March 1948, by Indian government this act was enacted. The concentration of this law in Indian labor law that sets to 

unskilled and skilled labor the minimum wages for workers that must be paid. 

International labor organization in this recent year of COVID-19 is up to change labor laws proposed by state governments with 

a view to revitalize the impact of corona virus on economy, Certain states in India are relaxing labor laws. International labor 

organization says that labor laws protect the well-being of employees and workers; on April 2020 it estimated that 400 million 

(approximate) workers were at risk of losing their jobs and counted in poverty because of lockdown implemented for safety 

purposes. Since COVID-19 has led to slowdown of economic growth in India. Besides state and federal (central) government and 

international organization commenced by amending labor and employment status, introducing various measures like raising the 

statutory thresholds and working hours, to be the financial burden on employees amongst others. 

Following are several changes made in labor laws by the State Government of India due to COVID-19 pandemic. 

1) Uttar Pradesh has proposed an ordinance exempting firms from almost all labor laws for upcoming three years. 

2) Gujarat is following the steps taken by Uttar Pradesh government and allows new companies to set up their shops for next 1200 

days to be expected from major labor laws. 
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3) Madhya Pradesh has also made some changes in labor laws to do if there is need to multiple licenses for setting up factories 

and hiring contract workers. It is replacing inspections with third-party certification and industrial relations laws being 

exempted, along with exempted firms from various welfare provisions under the factories act 1948. 

4) On 26th June 2020, the contract labor ordinance, vide by Goa.  Goa state government aimed the employees’ threshold to 50 

workmen from 250 as prescribed under section 1(4)6 of the 1974, contract labor act applicable or in the state of Goa CLRA act 

and to incorporate new section respect to compounding of offenses, depending upon, in the establishment number of workers 

employed. 

5) On 30th June 2020, Assam ordinance aimed at embedding employee’s threshold in the factories’ definition defined in the 

factories act, 1948, To 20 workers from 10 where process of manufacturing is with the aid of power and to 40 workers from 

20 where process of manufacturing is without the aid of power.  

6) On 2nd July 2020, in Bihar the factory ordinance aimed at embedding employees’ threshold in the factory’s definition as defined 

in the factories act, to 40 workers from 20 where process of manufacturing is without the aid of power and to 20 workers from 

10 where process of manufacturing is with the aid of power. 

7) On 9th July 2020 in Himachal Pradesh the ordinance of contract labor amendment aimed at amending threshold regarding 

applicability statue, as prescribed under 1(4) of the CLRA act, to 30 workers from 20. 

 

4. FACTORS INFLUENCING WAGES SYSTEM IN INDIA 

 

 

Fig.3. Factors influencing wage system in India 

4.1. Supply and demand of labor   

If for a certain skill there Is a relatively high demand and supply for that skill is low, Then it eventually results in the rise in 

price of wages to be given to the one who possess such skills but if the demand for manpower skill is minimal then price or wages 

to be given to worker will be relatively low. 

 

 Due to COVID-19 pandemic, which resulted in the lockdown previous year 2020 and in 2021 millions of people lost their jobs. 

A recent report on 28th May 2021 by Center for monitoring Indian economy says that 7.5 million jobs are lost in February-May 

2021. People are heading back towards their hometown for self and family safety. Despite of working from their home there are 

just 255 million full time jobs. Thus, irrespective of the fact of high demand one cannot pay to its personnel because of the economic 

crisis caused by pandemic. 

 

4.2. The cost of living  

Cost of living can be simply understood as the cost which an individual needs to maintain for a certain standard of living, the 

amount of money needed for basic expenses like food, housing, taxes and health care. 
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 In India, corona virus push up the cost of living, due to corona virus basic needs for health care has raised, let’s understand it 

with the example - if a family member is suffering from COVID-19 there are number of payments to be made like transportation, 

hospital fees, treatment fees, medical fees and after all these if the patient is dead, charges for their demise rituals too, after all these 

conditions companies too don’t have jobs to offer and to compensate fairly. 

 

4.3. Bargaining power of trade unions  

Bargaining power of trade union is measured by its leadership, Financial and membership strength. Trade unions have the power 

of affecting the rate of wages. One of the most powerful weapons is a strike which is used by trade unions to threaten management. 

 

 Due to COVID-19 Changing of labor laws and surrounding economical change, a mass general strike was held across India by 

trade unions for regaining their rights. 

 

4.4. Government legislations  

Government legislations are the laws or sets of law which are suggested by the government and made official by the parliament, 

there are plenty’s of laws such as minimum wage act, 1948, workmen's compensation act, 1923 and much more. 

 

 Changes in the external environment caused by COVID-19 national and international so many government legislations are 

changed. In India, a number of states have made changes in law related to labor. States like Madhya Pradesh, Gujarat, Himachal 

Pradesh, Assam and more changed laws for further continuation of work. 

 

4.5. Psychological and social factor 

The need of social and Psychological factors of employees, by management it should be taken into consideration to motivate 

employees to do work socially and ethically. The system of allowing wages should be equitable, just and fair. 

 

 As covid-19 pandemic caused apocalyptic spread; it has disrupted businesses and life alike. In India, large and small capital 

companies such as TCS, Axis Bank, Dabur, Flipkart, Ola, Vedanta, Tata Steel, Microsoft, Wipro, ITC, Panasonic, Siemens, swing 

and many more, all of these have come up with the noble idea of helping their employees by some social factors like psychological 

counseling, ranging from doctor on call, fitness sessions, online meditation and dedicated ‘work from home’ hours to keep their 

employees engaged, motivated and help in household work. 

 

4.6. Economy   

In the fixation of salary and wages of personnel, the economy also has its impact, if the supply of labor increases there will be 

decrease in the wage rate. If the economy is making upward curve, then this will eventually benefit employees, but on the other 

side, if an economy is in recession or depression it will negatively affect the wage rate. 

 According to the ministry of statistics in the fourth quarter of the fiscal year 2020 India’s growth went down by 3.1%. In India, 

the economic impact of COVID-19 pandemic has been largely disrupted. The economy is currently in a recession or depression 

mode which caused losing jobs and a negative wage rate. 

 

4.7. Technological development  

Owing to new technologies and rapid growth of industries, the factors that may affect the wage and salary structure are shortage 

of skilled workers who can cope up with new technologies. So, due to changes in technology and need of updates and skilled 

workers, the wage rate is constantly changing. 

 When we compare it to the changes caused by COVID-19. Plenty of employees lost their jobs or retained their jobs by change 

in technology or technology development. Employees who changed their way of working from office desk job to work from home 

job by developing technology, have retained their jobs. For example - those teachers, who adapted to teaching online instead of 

coming into a classroom in personal, retained and continued their work and rest, lost it. 

4.8. The organization’s ability to pay  

without concentrating on the fact of organization profits or losses all employers have to pay no less than their competitors are 

paying and there is no need to pay more than this if they wish to attract and keep worker. The ability to pay employees is importance 

in long run. If the ability to pay for employees is improved, in times of prosperity or when the organization is profitable, pay high 

wages for business profitability. But, during the period of depression or when organization faces loss and bad time, funds are not 

available which eventually results in cut of wages of employees. 

 In this the toughest time of corona virus pandemic. Lot many organizations across the world have lost the ability to pay. At these 

times of depression, funds are barely available with the organization to pay for each and every worker in full. In India, on 30th April 

2020, around 27 out of the top 100 companies listed in the national Stock Exchange (NSE) are not able to pay their current wage 

bill. 

4.9. Job requirement  

Wage rate is highly depending on the difficulty level, mental or physical efforts and the type of the job etc. Dynamic and 

complex jobs need the skilled people who can do it. Thus, they are not easy to find and get higher pay. While simple and routine 

jobs can be easily done by minimum skilled people, so they receive lower pay. 

 In India, in time period of corona virus crises. There is different task done by employees and this is only the basis on which 

Employees are being paid. The workers or employees who are in first-line work or can say customer-facing work are exposed to 

more danger and thus paid more than usual. On the other hand, the workers or employees doing non-customer-facing jobs are not 

directly exposed to outer environment, so they are not highly paid. 
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Described above are the factors which affect the wage and salary system in India and describe what changes come in the lives 

and businesses of humankind in India do to COVID-19.  

 

5. CONCLUSION 

This paper highlights the significance of humans in an organization with the importance of compensating human resources for 

achieving desired objectives of the organization. And, to govern any discriminatory practices, International Labor Organization 

came into existence. But, due to a worldwide pandemic caused by covid-19 working and living of human kind change very 

drastically and so it changed working system of every organization and compensation of human resources. For the sake of survival 

of every organized group there is a need to be dynamic and make superior, ethical, profitable and virtuous changes. 

For the organizations in this time of corona virus epidemic, it is vital to survive, protect and strengthen itself and its workforce; 

there have been so many changes in laws and regulations lately. So, by some factors which are mentioned in the paper, the 

organization should go forward and give a helping hand. And, by this paper, it is also concluded that the factors such as government 

legislations, the cost of living, economy and other external factors directly affect organizations growth and survival, and also 

because of COVID-19 changes came in these factors in India. 
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