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1) In what way do MNCS change the way pay is structured and managed?

Well, one of the things that I can say is that in recent decades, the managerial strategy of ‘minimizing differences’ to remain profitable seems to have been adopted by many global companies. While in the past subsidiaries had scope to influence and reinterpret pay policies, now headquarters impose their reward programmes increasingly across the different operating environments. However, corporate priorities around the rationalization and standardization of pay cannot be always implemented. Sometimes local pay drivers make impossible that pay becomes purely global. When the institutional context is strong, MNCs have to negotiate wages policies and this is important. It is true, global firms want to establish a compensation system based on flexibility for the employer but this is more difficult to achieve in countries with egalitarian and centralized systems of remuneration. National regulations and collective bargaining have a final say in pay decisions. 
2) What were the objectives of the chapter? 
Well, in general terms, the chapter provides a general view of the main frameworks and controversies of the compensation policies of MNCs. Its structure attempts to cover the diverse developments that are affecting the global wage relation at the beginning of the 21st century. Being more specific, I can say that its first goal is to understand the nature of payment systems and their development. In this sense I look at the different approaches to determining compensation in international companies. Second, the chapter attempts to comprehend the development of payment systems in the context of MNCs. This means that it explores how wage bargaining in MNCs can take place at different levels. The third objective of the text is to engage in with the problems and challenges of reward systems in relation to IHRM. Should pay be global in all the locations in which the international companies operate? Is it necessary to create as many compensation systems as countries in which they compete? Are there best practices in compensation management? I analyze all these questions showing the tensions that are affecting to IHRM. Finally, I try to explain some of the ongoing issues in relation to globalization. The asymmetric development of this process has provoked new developments in the area of pay.  For instance, pressures towards standardization and cost reduction are the result of the extension of international operations of MNCs.
3) What does the case tell us?
The case of the Lindsay Oil refinery is an interesting example of how big global employers can take advantage of the ambiguities in the regulations to impose their pay systems and depress wages where possible. In January 2009, a subcontractor of the French MNC Total recruited foreign workers for the plant with the purpose to avoid British rates of pay. It is very common for global companies that own and operate facilities to bring in foreign workers for large construction projects. The freedom of employers and their subcontractors to decide whom to hire, the freedom of EU nationals to work abroad and the power of unions to enforce national agreements on pay and conditions are at stake in these cases. What does the case tell us? Basically, the case tell us that when labour law is little codified workers can see their individual rights eroded by free movement of labour and work
4) What are the future trends in terms of pay and what are the main issues?  

It is possible to identify different trends in the compensation policies of MNCs in recent years. I would mention centralization of pay, avoidance of national regulations, cost containment and growth of inequities. I think that these developments will be present in the future. Regarding centralization, international firms will carry on defining rules and procedures to standardize salary decisions. Obviously, this orientation towards standardization does not mean an exactly identical approach in all the company’s subsidiaries, but rather the adoption of a firm-based system of pay with uniform grading policies and similar criteria for measuring individual performance and bonus payments. At the same time, MNC will avoid local conformance pressures. In a context of recession, they will attempt to exploit the weaknesses of national regulations. The avoidance of mandatory and customary pay practices makes it easier to implement uniform systems of low compensation. This has to do with the emphasis on cost-control.  The mobility of the international workforce has brought lower costs to multinationals. Organizational consistency and minimization of costs will be part of the compensation philosophy in the years coming. Finally, I see a worrying increase in the inegalitarian effects of international compensation. Egalitarian systems of pay are being replaced progressively by the American model, which promotes large differences in compensation between top managers and average workers. In a context where pay levels trend downwards, exceptional treatments will erode trust in the reward systems and employee’s perceptions of fairness.
