Running head: CHILD WELFARE LEAGUE OF AMERICA COMPENSATION PLAN           2

CHILD WELFARE LEAGUE OF AMERICA COMPENSATION PLAN                                 2

[bookmark: _Hlk72081818]


Child Welfare League of America Compensation Plan

Student’s Name
Institutional Affiliation
Date










Date

Professor’s Name
Performance Management
Keiser University

Dear Professor_________,
The document attached entails the project for the final report on the Performance Evaluation class. The report aims at analyzing the Child Welfare League of America compensation plan. In the report, I will discuss the Child Welfare League of America and its background, the pay model of the organization, the opportunities available for the growth of one’s career, flexibility in the management, accountability as well as ways by which the outstanding employees in terms of their performance are recognized and rewarded. Finally, the objective of this report will be to explain the Child Welfare League of America compensation plan:
	The primary role of Practice and Policy Associate
	Growth of career as well as its development
	Rewards and development of professionalism
Moreover, the report is going to critically analyze and also explain every component plan and the pay model. Additionally, the report will also have a job description for a Practice and Policy Associate and a review of performance appraisal. 
It will be my pleasure to have this report read by you enjoyably as I also look forward to having feedback on the same. Through the feedback, I will be able to increase my knowledge of this field. Thank you. 
Sincerely,
Student’s Name.
BACKGROUND
[bookmark: _Hlk72082714]The Child Welfare League of America is the oldest organization that deals with the welfare of children in the United States established in 1920. Before this, the idea to have the welfare of children came in place in 1909 where the then president, Theodore Roosevelt came up with the first-ever conference in the White House on children. It was attended by agencies that dealt with the welfare of children. This was especially the case for the agencies that dealt with children that had to work for very low wages in factories aiming at supporting their families. There were also many orphaned children at that time resulting from adverse health status in the United States. From the conference, the Child Welfare League of America (CWLA) was formed after 67 agencies came together to address the safety and the welfare of the country’s children (Bowman, 2019). 
	Presently, the CWLA is a very powerful organization that comprises hundreds of public and private organizations that serve the families and children that are vulnerable. The organization's modernization of policies, expertise, leadership, programs as well as practices leads to improved lives of many children in all the 50 states of the United States as well as those in the neighboring countries. The organization is distinguished from the other organizations in that for a long time, it has promoted high standards of practice. Throughout its existence, the organization has delivered services that seek to enhance the well-being and safety of children together with their families. One of its greatest strengths is that the experience that its members encounter on the ground with children, as well as their families, makes it credible for its work. Some of the services that the member agencies of the organization engage in include prevention of teenage pregnancy, adoption, protection of children, children's day-care, the housing of the homeless, and prevention of substance abuse among others (Miller, 2017). 
STRATEGIC MAP
Objectives:
[bookmark: _Hlk72082875]The compensation strategy of Child Welfare League of America works towards supporting the business strategy of the organization which is to lead and engross its agencies, both private and public as well as its partners in advancing the best practices, policies as well as combined strategies that are likely to lead to desirable outcomes for vulnerable youth, children as well as families. This may be realized through compensation which is likely to be enhanced by the recruitment of employees, motivation, retention of the employees, criticism as well as satisfaction (Lawrence-Webb, 2018). 
Alignment:
Child Welfare League of America's compensation plan works towards ensuring that no child lives an unworthy life. It works to ensure that all the necessities required for the survival of the children are at their disposal. For this reason, the human resource department in the organization ensures that the newly deployed workers are oriented in the system to ensure that the quality of the services offered by the organization is high and long-term as well. After the orientation, the new employees are provided with the necessary equipment suitable for their respective duties. Mentorship programs are also held where the employees continue to be equipped with the complex skills that they use in the betterment of their services (Bowman, 2019).
Competitiveness:
The fact that the CWLA remains the oldest and the largest organization in terms of its operations in the United States automatically places it at the top of the very highly competitive organization. Additionally, the organization leads in terms of the remunerations it offers to its employees. Whereas the efforts of the employees fail to be appreciated in the organizations that serve a similar purpose, those in CWLA are considered with very high regard. Consequently, the workers are self-driven and most are times when they work towards the achievement of the organizational goal as opposed to the other similar organizations which serve a similar purpose (Lawrence-Webb, 2018). 
Contributions:
Upon employment, the workers are generously welcomed in the organization with a very good package. They are at liberty to choose their preferred health insurance scheme that serves them the best. Upon choosing, the funding is done on monthly basis by the organization. The organization pays a bigger portion of one's insurance plan while the worker only pays a very small amount. In case the worker gets sick at the workplace in a manner that demands emergent action, the organization offers ambulatory services to the workers. Additionally, workers are continuously encouraged to work even harder through the many benefits that they stand to enjoy by continuously being productive. Where the progress of work has been on the rise for three consecutive years, one is guaranteed job security as well as increment in the salaries and allowances (Bowman, 2019). 
	Lastly, the administration of duties by the workers in the organization is such that one can program himself/herself depending on his/her availability. The services of a particular work may be required at different times of the day. Where the worker is not committed by the duties of the organization, he/she is at liberty to engage in private affairs. There are no restrictions that require the workers to be available in the organization when their services are not needed. 

Management:
The management of the Child Welfare League of America plays a very vital role in working on the compensation plan as well as evaluation of performance. They define the methodologies of evaluating the workers' performance. For example, it is a requirement that the performance of the junior staff is evaluated after every two months. Through evaluation, the organization tells the strengths and weaknesses of the workers and thereby comes up with the appropriate decisions such as promotions or pay rise (Park & Pierce, 2020). 
Where the workers feel that there is a need to advance in their professionalism and career, the management supports them by offering them ample time and material support in terms of finances. The organization also comes up with mentorship and workshop programs that seek to elevate the thinking of the workers. Here, the forum for enlightenment is created as the workers are allowed to express the challenges they come across and are addressed appropriately (Bowman, 2019).  








Child Welfare League of America
Job Description
Position Title: Practice and Policy Associate
Position Objective: reporting directly to the President and under the supervision of the agency supervisor.
Essential Functions: 
· Working closely with the Deputy President in charge of Public Policy aiming at development and implementation of the organizational agenda.
· Working with the Deputy President of practice brilliance to enable the members to engage in helpful programs.
· [bookmark: _Hlk72067343]Researching, identifying as well as documentation of the practices that work best in solving the problems that the children and their families may encounter. 
· Help in the translation of inter-disciplinary examination into one that is friendly to the user. 
Job specifications: 
· Bachelor’s degree in Social Work
· At least 2-years' experience in the welfare of children. 
Skills: 
· Good in communication, both oral and written.
· Ability to operate the computer packages: excel, word, PowerPoint among others. 
· Ability to operate social media accounts.
· Ability to multitask and complete them successfully
· Ability to solve problems.
· Ability to work with minimum or no supervision. 
Physical Skills: should be in a position to perform such physical activities as standing, sitting, walking, listening/speaking, and also able to carry 30 kgs.
Pay Information: this position is a salaried one and demands fifty hours per week. It should be paid twice a week $100000 per annum.  
I have read and understood this job description and hereby physically and mentally capable of performing the duties listed above.
_____________________________                         _________________________ 
Date                                                                            Signature of Applicant
_____________________________                          _________________________
Date                                                                             Signature of Witness

PERFORMANCE APPRAISAL
	At the end of this document is an attachment of the performance appraisal for Child Welfare League of America Practice and Policy Associate. The employees in the Child Welfare League of America undergo an appraisal after two months. The scale used in rating classifies one as below average, satisfactory, above average, and well above average. The assessor gives room for feedback to the employees (Lawrence-Webb, 2018).
CONCLUSION
	Through the performance management class, I have gained an insight into compensation as well as performance assessment. Through this knowledge, I will be in a position to appropriately apply it in real life in performance management. Compensation has also shown an outstanding role in boosting the security of an employee in terms of finance. Given an opportunity, I would explore more on the performance appraisal as it has stood out to be an interesting topic. 
performance appraisal form template
age:

name: Employee
org/division/dept: Child Welfare League of America 

position: Practice and Policy Associate
location/based at Washington DC

appraiser:
appraisal venue:
appraisal date & time: 15/03/17
year or period covered: 03/17 – 14/20
time in present position: 3 years
length of service: 4 years



Part A   Appraisee to complete before the interview and return to the appraiser by (date)A1 State your understanding of your main duties and responsibilities. Conducting research, analyzing the observations as well as coming up with suitable recommendations of the problems that face children and their families.


A2 Discussion points:5. What elements of your job interest you the most, and least? The many cases of children and families that are disadvantaged make it hard to cater to all of them. Where it becomes possible to improve on their welfare, it becomes one of the desirable elements that I become proud of. 
4. What elements of your job do you find most difficult? The reluctance of the interviewees to give their honest opinions about the challenges faced by most people. 
3. What do you like and dislike about working for this organization? I like the way my research outcome transforms the lives of others positively. However, I dislike it when people fail to appreciate my efforts. Most of them go unrewarded.

2. What do you consider to be your most important achievements of the past year? I gained some additional research techniques from the workshops sponsored by the organization. 
1. Has the past year been good/bad/satisfactory or otherwise for you, and why? The last two years have been very good for me as I have had exposure to conducting research and coming up with workable ideas. The experience I have gained will help alleviate my professionalism. 

8. What kind of work or job would you like to be doing in one/two/five years? I would wish to be the head of the research department.
6. What do you consider to be your most important tasks in the next year? To expand my services through recruitment of more personnel in this field.
A3 List the objectives you set out to achieve in the past 12 months (or the period covered by this appraisal) with the measures or standards agreed - against each comment on achievement or otherwise, with reasons where appropriate. Score the performance against each objective (1-3 = poor, 4-6 = satisfactory, 7-9 = good, 10 = excellent):

Objective			Measure/standard		Score		Comment
Attend to more than 100 children                      agreed                                                   10    
Improve on the research techniques                  agreed                                                    5 


9. What sort of training/experience would benefit you in the next year? 
7. What action could be taken to improve your performance in your current position by you, and your boss? Training on the use of modern technology to increase the quality of work. My boss should employ the use of modern technology if accuracy has to be enhanced. 

A4 Score your own capability or knowledge in the following areas in terms of your current role requirements (1-3 = poor, 4-6 = satisfactory, 7-9 = good, 10 = excellent). If appropriate bring evidence with you to the appraisal to support your assessment.  The second section can be used if working towards new role requirements.

 


	1. [bookmark: _Hlk72079283]commercial judgment

1. product/technical knowledge 

1. time management 

1. planning, budgeting, and forecasting 

1. reporting and administration 

1. communication skills 

1. delegation skills 

1. IT/equipment/machinery skills 

1. meeting deadlines/commitments 

1. creativity 

1. problem-solving and decision-making 

1. team-working and developing others 

1. energy, determination, and work-rate 

1. steadiness under pressure 

1. leadership and integrity 

1. adaptability, flexibility, and mobility 

1. personal appearance and image

	8

	
	9

	
	9

	
	7

	
	7

	
	8

	
	9

	
	7

	
	8

	
	8

	
	9

	
	6

	
	8

	
	9

	
	7

	
	8

	
	9




Part B  To be completed during the appraisal by the appraiser - where appropriate and safe to do so, certain items can be completed by the appraiser before the appraisal, and then discussed and validated or amended in discussion with the appraisee during the appraisal.others (for a current or new role):
A5 In light of your current capabilities, your performance against past objectives, and your future personal growth and/or job aspirations, what activities and tasks would you like to focus on during the next year. 
Through the funding by the United Nations Children’s Fund, I would expand my services beyond territories. 
B2  Review the completed discussion points in A2, and note the points of and action.

B1  Describe the purpose of the appraisee's job. Discuss and compare with self-appraisal entry in A1. Clarify job purpose and priorities where necessary. 

[bookmark: _Hlk72081757][bookmark: _Hlk72081758][bookmark: _Hlk72081765][bookmark: _Hlk72081766]B3  List the objectives that the appraisee set out to achieve in the past 12 months (or the period covered by this appraisal - typically these objectives will have been carried forward from the previous appraisal record) with the measures or standards agreed - against each comment on achievement or otherwise, with reasons where appropriate. Score the performance against each objective (1-3 = poor, 4-6 = satisfactory, 7-9 = good, 10 = excellent). Compare with the self-appraisal in A3. Discuss and note points of significance, particularly training and development needs and wishes, which should be noted in B6.


objective	               measure/standard	    self-score/app'r score	comment


B4  Score the appraisee's capability or knowledge in the following areas in terms of their current (and if applicable, next) role requirements (1-3 = poor, 4-6 = satisfactory, 7-9 = good, 10 = excellent). If appropriate provide evidence to support your assessment.  The second section can be used for other criteria or if the appraisee is working towards new role requirements. Compare scores with the self-appraisal in B4. Discuss and note agreed points training/development needs and wishes (to B6).

 


	
	1. commercial judgment

2. product/technical knowledge 

3. time management 

4. planning, budgeting, and forecasting 

5. reporting and administration 

6. communication skills 

7. delegation skills 

8. IT/equipment/machinery skills 

9. meeting deadlines/commitments 

10. creativity 

11. problem-solving and decision-making 

12. team-working and developing others 

13. energy, determination, and work-rate 

14. steadiness under pressure 

15. leadership and integrity 

16. adaptability, flexibility, and mobility 

17. personal appearance and image
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	7

	
	8

	
	9


B5  Discuss and agree with the appraisee's career direction options and wishes, and readiness for promotion, and compare with and discuss the self-appraisal entry in A5. (Some people do not wish for promotion, but everyone is capable of, and generally benefits from, personal development - development and growth should be available to all, not just people seeking promotion).  Note the agreed development aim(s):

B7  Discuss and agree on the specific objectives that will enable the appraisee to reach competence and to meet required performance in current job, if the appropriate taking account of the coming year's plans, budgets, targets, etc., and that will enable the appraisee to move towards, or achieve readiness for, the next job level/type, or if no particular next role is identified or sought, to achieve the desired personal growth or experience. These objectives must adhere to the SMARTER rules - specific, measurable, agreed, realistic, time-bound, enjoyable, recorded.                                             
B6  Discuss and agree on the skills, capabilities, and experience required for competence in a current role, and if appropriate, for readiness to progress to the next role or roles. Refer to actions arising from B3 and the skill-set in B4, to accurately identify all development areas, whether for competence at the current level of readiness to progress to the next job level/type.) Note the agreed development areas:


Grade/recommendation/summary as applicable:
Signed and dated by appraisee:                                      and by appraiser:
B9  Any other issues (to be covered separately outside of this appraisal):


Appraisers should note that personal development and support must be offered to all employees, not just those seeking promotion. Also, training isn't restricted to sending someone on an external course - it includes internal courses, coaching, mentoring (mentoring someone else and well as being mentored), secondment to another role (eg deputizing for someone while they are away on holiday), shadowing, distance-learning, reading books, watching videos, attending meetings and workshops, workbooks, manuals and guides, researching, giving presentations; anything relevant and helpful that will help the person develop towards the standard and agreed on task. Avoid committing to training expenditure before suitable approval, permission or availability has been confirmed - if necessary discuss likely training requirements with the relevant authority before the appraisal.
B8 Discuss and agree (as far as is possible, given budgetary, availability, and authorization considerations) the training and development support to be given to help the appraisee meet the agreed objectives above. The appraisee will be responsible for budget as well as training management  





© alan Chapman 2001-4.  More free online personal development materials are at www.businessballs.com.
Not to be sold or published. The sole risk with the user. The author accepts no liability. Performance Appraisals process guide.
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