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Introduction
Fundamental concerns of any key organization are human capital and organizational growth. Each set of concerns above is correlative to the other and functions in a manner that ensures harmonious link between organizational desired results and its workforce potentialities. This is the case with American Family Life Assurance Company; Aflac Insurance/ company/corporation. Equally branded as Aflac Incorporated, it is a general business holding company that endeavors as a management business entity, overseeing operations in its United States headquarters and of its subsidiaries across the United States and in Japan. It is responsible for providing management services and ensuring that the needed capital is available to all its branches. Its basic or underlying business practice lies in supplemental health and life insurance.  The two related concepts are marketed and administered by its subsidiary, American Family Life Assurance Company of Columbus, Aflac (Reed 2009). In order to record impeccable results captured in the attainment of organizational goals, any given business must consider its employees as the cornerstone for its success.
Internal Strengths and Weaknesses and How the Firm Responded to Them from a Total Reward Perspective
Aflac Insurance is an organization whose pillars of success lay heavily on its 4500 workers. Captured in its corporate philosophical statement, “Since its beginning, Aflac has believed that the best way to succeed in our business is to value people. Treating employees with care, dignity and fairness are founding principles of Aflac.” (Reed, 2009). It is a company that possesses numerous strengths or factors that has illustrated the vision, mission and directions of the company, as is also stipulated by Coccia & Igor (2018). These strengths, whereas good and impactful, they do not go without weaknesses.
Aflac Insurance, through its quality communication with the employees, provides its products to employees at little or no costs and that drive their workforce’s next level personal and career development. The company provides its employees all from entry-level to senior management with leadership enhancing development courses with additional on-site courses. The courses are meant to keep the employees abreast with the strategic growth goals being conducted and executed in all the branches of the company.  The organization prescribes three classes, including those that require prerequisite courses that are part of the offered curriculum. There are also instructor classes for those in need of personal career advancements and a balance between work and life (Reed 2009).  This strength on the company’s side however, addresses weaknesses that are often brought to the work by inexperienced workforce as junior or entry level members of the organization. In order to keep the off this company takes them through procedural training that enables them attain the set aside level promotion rewards.
The company equally demonstrates its strength in the provision of value-added programs to its employees in terms of insuring them at the cost of the company. The employees, in this case, are provided with fully paid life insurance, a company fully paid cancer policy and a subsidized accident protection insurance.  These are more than the fundamental perks that every organization, as stipulated by the State labor regulations to be provided by employers to the employees.  I consider them more than ordinary rewards channeled to the employees for they are deep throat competitive insurances scrambled for by the affluent folks in the society as seconded by Briscoe (2015). The majority, up to 80% of the employees of Aflac, attests that they are in congruence with the reward strategies that come with working for the insurance giant. This is a strength that roots the employee retention and positive results as posited by the satisfaction of nearly all employees in the main and subsidiary branches.
However, it is simply ignoramus to ignore the weaknesses incurred in relation to costs of risk pooling and adverse selection coming with insuring over four thousand employees. Risk pooling in Aflac Corporation is extremely high as calculating medical costs of four thousand five hundred members together with their families of at least four household members’ raises an exponential shooting in the annual financial analysis reports. Adverse selection, on the other hand, reiterates the kind and types of packages the company issues to its employees. Cancer and life insurance are reportedly the most expensive to cater for and in this case, the case company incurs extremely a lot. Reports in the case provide that individual coverage estimates to $4400 and $12,100 for one member and family of four, respectively (Reed 2009). The company has responded comprehensively by adequately training its staff to deliver in maximum measures, the organizational goals.
Aflac Insurance provides total rewards in line with philanthropic goals. Through dedication to community outreach programs spelt out through educational, youths and arts and health programs, the company in addition to fully sponsoring such activities, also rewards its employees for taking part in the charity events of their own choice. This reward system is dubbed as “Volunteers of the Week” as it encourages participation of the members of the company in such philanthropic endeavors. This is an advantage more than a weakness as is attested by Casey Graves, vice president of human resources in charge of compensation and benefits at Aflac (Reed 2009). This is also enhanced by reports done in 2008, which is most telling of all in the competitive world of insurance.  Aflac’s employee turnover fell below 10 percent in the first quarter of 2008, an indicator of indeed strength.
External Opportunities and Threats of Aflac Insurance and How it Responded to Them from a Total Reward Perspective
Aflac’s opportunities are partisan to its reputation that thrives beyond many states in Northeast America. The reputation is an indicator of great merit achievement accustomed by exemplary marketing trends and best employee relations in the company. Reward systems such as providing Aflac products to employees at little or no cost, providing total rewards in line with philanthropic goals and developing employees for their next career level through extensive employee training coupled with leadership programs, are the marketing human relations techniques as told by Taba (2018) that have occasioned opening a subsidiary branch in Japan.
Conversely, as the subsidiaries impart services such as selling cancer and care plans, general medical indemnity plans, medical/sickness riders, living benefit life plans, ordinary life insurance plans and annuities, the organization scales up its opportunities in the stiff acquirable health plans. Customer service feedback and annual employee turnover reports indicate that with this company, the unemployment scale in comparison with the state or federal indexes point to figures quite below such benchmarks. A great sign for external market exploitation and opportunities are seen correlating with result in lower-than-average premiums in most competitive actuary markets.
Cost-containment is one threatening factor in discussing employee benefits. According to the National Coalition on Healthcare as of 2007, when the report was done, the cost of offering health insurance continues to outpace inflation. This, therefore, means that in the future business years with all its political and economic uncertainties, the company may need proactive strategies to weather such impending storms. To break it down to conceptual semantics, as of 2007, the employer health insurance premiums increased by 6.1 percent, a double of the normal inflations known by then. Taking that into account with Aflac’s number of employees spiraling to over four thousand five hundred staff members, the costs are likely to take threatening turns in cases such as the global economic crisis among other recessions. Political international constraints such as tax or quotas inflations for international run companies may like affect Japanese subsidiaries of Aflac. In addition, the company having built such towering success invested in its employees, may face extremely stiff competition others involved in poaching of top-performing employees. These top performers are the foundational drive behind Aflac’s extreme success.
Aflac Insurance deals with such issues of threat by outlining to the employees in open communications and providing an enriching and rewarding workplace for all employees (Flynn 2017, January). The company offers employer-paid life insurance, a company-paid cancer policy, company subsidized accident protection insurance and more than 91 percent of Aflac’s employees, including those in vice president level and above have been promoted through merit ranks. All these are the organization’s comprehensive methods of ensuring the security of top-achieving employees.
Changes I would Make to the Benefits Program
Aflac’s corporate values such as building better value for the company’s shareholders, supplying quality services for the company agents and providing enriching and rewarding workplace for the employees are key factors metered for by the reward systems bestowed by the company as is discussed by Taba (2018). The values in the face of the results demonstrated through employee satisfaction surveys and focus groups conducted then on the company’s growth factors indicate that the reward systems are working to the advantage of the company and its employees. This therefore, only leaves a limited room only through critical observation that will further change the functional outputs in the organization.
My proposition to make benefits programs of the company better relies heavily on future sustainability. In any case that will call for an economic recession or political upheavals in the international subsidiaries like Japan, I recommend constant terminal reevaluations of the company’s reward strategies. They should be re-evaluated once in a while to see whether they are at par with the growing market changes as well as divergent employee characteristics.  Equally, I recommend international partnerships with high-end entities offering similar services of insurance in Japan as a way of sustaining and weathering seasonal political climates. This kind of partnering, in one way or another, enables an international company to keep up with its activities unabated by regional uncertainties. This will ensure organizational outcomes related to human resources in regard to benefits that go to employees, as has been discussed in this paper.
Conclusions
Investing resources on the employees in order to maximize their potential to impact positive outcomes in an organization is a milestone worth initiating. The results of such investments put the business on a new pedestal that acclimatizes the development and sustainability of such an organization. Aflac Insurance is an epitome of such organizations that have greatly invested in their employees through its long term and far-reaching reward systems. It has ensured its employees of terminal conditions’ security with their households. In return, it has acquired reputable international status as an actuarial firm. Many should endeavor such pursuits.
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