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A compensation strategy is a method that is used by an organization to attract, entice and maintain the talented workers in the market.  The human resource department can decide to use any of the several approaches to retain the most skilled employees in the organizations. Regularly rewards and compensation packages are given to the employees as a form of retaining their loyalty and commitment. The strategy allows the management to come up with achievable goals to the workforce but at the same time remain competitive in the market compared to organizations offering the same products in the market. When the employees are committed to remaining competitive in the market it will be easy to have a motivated and productive team that will push the organization to greater heights. An effective compensation package ought to have a diverse pay range which can attract a huge variety of individuals that can add value to the organizations and support the corporate culture. The package will motivate the current workforce to work extra harder so that they can achieve their career development goals and also get a higher compensation package. “According to the HR Management Guide, a compensation strategy ought to act as the primary document that defines the benefits and compensation packages and has clear and precise concerns on the development and realignment of the compensation elements.” (Graham, Roth, Dugan, 2008). The compensation strategy is mainly used by the managers since they ought to understand the best tactics to use to attract and retain the best employees in the market. The strategy should be reviewed regularly but it is important to remain consistent with the industry. This will make it possible for the managers to establish a career path for the various job positions. To have a comprehensive compensation package it is important to establish a link between the job description, evaluation, intrinsic and extrinsic motivation, the performance motivation and the available compensation package (Mondy, Martocchio, 2016).
Job Description
A job description is a list of the responsibilities, duties and tasks that a person will perform when hired for a certain position. It may include the experience needed, skills, educational background and the working conditions. A detailed job description will help the organization in identifying the best candidate for a position and the one who have the needed skills and qualification. A job description for the position of the Human Resource Manager is as follows: 
As the Human Resource Manager, you will give the HR side of expertise to employees and leaders to ensure to maximize the organization's growth. “You will consult and provide guidance to all personnel among the team with any issues, questions, benefits, along with acquisition and retention.” (Baker, 2016). 
Duties and Responsibilities:
· Maintains the pay structure for positions within the company. Reviewing the market for being competitive with salary and hourly pay.
· Ensures that employees are provided with an adequate atmosphere. Makes sure they knew employees have reviewed the policies that the company abides by
· Develops and implements safety procedures, rules, regulations, and accident prevention programs for the facility.
· Helps with the on-boarding of new employees, retaining current employees and if needed working with a staffing agency when that route is crossed.
· Developing the skills of the employees by building employee commitment and involvement.
· Developing competitive advantage through empowering the workforce 
· Addressing the issues identified in the workforce  such as conflicts (Mondy, Martocchio, 2016)
Knowledge, skill and experience:
· Bachelor's Degree is a preference; 6 years of prior experience in lieu of will be sufficient. Open to someone with no experience if they are almost done with Bachelor Degree
· Proven work history at prior workforces showing a consistent pattern of strong work ethic
· Prior management or supervisory experience is helpful
· Excellent written and verbal communication
· Proficient in computer and MS Office
· Ability to solve a range of conflict among employees
· Tracking personal records of the workers
· Assessing the employment training needs
· Looking for the employees that fit the job description 
· Cultivating a culture of workforce diversity.
Method of Job Evaluation
	A job evaluation involved a step to step procedure of collecting information in a job position, coming up with the method to be used in the evaluation, designing the compensation package, and the compensable elements, the job hierarchy and the job analysis. It is used as a means of comparison in what the company can pay and what value the position adds to the organization. Having an equitable compensation structure for all the position in the organization is the primary objective of the human resource department. Job evaluation can be divided into four methods namely; point system, job classification, factor comparison, and ranking. The factor comparison and point system are quantitative methods whereas the other fall under the non-quantitative methods category. In quantitative job evaluation, the factors involved in a job are measured but in a non-quantitative method, the job position is compared to other jobs in the company. The ranking is considered one of the simplest job evaluation technique since it assigns a number to a position. Every company needs to determine the required roles for the jobs that they have and how to determine their salary for that job. Job evaluation is a technique used to systematically recognize differences in the relative worth among a set of jobs and to establish pay differentials accordingly.
The difficulty of the job
The position of a human resource manager is one of the most demanding posts in any organization. He or she makes decisions that can affect the future of a company by selecting and attracting the best candidate for a post. The recruitment process act as a mediator between the labour market and the organization policies. The HR manager should select the candidate that will meet the organization's objectives. Training is also an important factor that is considered in the development of a company's strategy. The HR department should come up with the training program that will address all the deficiencies in the team. In case of a conflict with the team, the HR manager should come up with the best solution that will maintain the organization’s culture and the relationship of the employees (In Epstein, In Manzoni, 2004).

Responsibility
Some of the responsibilities that an HR manager must perform include:-
· Recruitment- the primary role of an HR manager is recruitment and retaining the workforce. Hiring the right candidate involves researching the labour market and picking the one that meets the organization criteria. The HR manager will set the job requirements for each position and help in the recruitment process in collaboration with the top management.
· Training- the employees should be trained regularly so that they can remain competitive in the industry. Moreover, training helps in ensuring that the workforce skills have been improved thereby increasing the overall productivity. The HR manager is involved in the preparation of the training program and hiring the trainers. Also, he is responsible for assessing the effectiveness of the programs used.
· Career and professional development- the HR manager is responsible for enrolling the employees in career development seminars and other trade fairs.
· Employee appraisals- continuous performance evaluation helps in motivating the employees. As the HR manager, it is your responsibility to constantly conduct appraisals and offer feedback on areas of improvement.
· Resolving conflicts between employees- as the leader of the Human Resource department, the HR manager is resolving a conflict that arises within the organization. 
· Establishing employee relations
· Maintaining work culture
· Development of a reward and incentive structure for all job position
· Management of the payroll
Comprehension or mastery
 The education level required for the position means that someone put effort into their schooling to have the right education and it means that they are more intellectual in that subject than others. Representing the knowledge that is acquired through independent study, formal education, courses and practical experience. An HR manager should have a Bachelor's Degree is a preference; 6 years of prior experience in lieu of will be sufficient. Open to someone with no experience if they are almost done with Bachelor Degree.
Management
The HR manager has an implied authority to recruit and fire employees. He practically guides the selection, hiring and promoting employees based on the experience and skills. Also, an HR manager is involved in staff management.  
Communication
The HR manager is directly involved in the affairs of the employees. Majority of the issues received by the HRM revolved around the employees. As a manager, one should promote a healthy working environment where the employees are free to talk with the management and offer feedback on policies implemented. “The HR manager is involved in oral and written communication.” (Spitzer, 2007).
Intrinsic and Extrinsic Benefits
	Extrinsic motivations are the external factors that motivate employees while the intrinsic motivation is the internal behaviour that drives an employee to work harder. These are the characteristics that make the employees to be rewarded for their contributions to the company. If the employees are rewarded emotionally then the motivation is considered intrinsic. It can be connected to the employee's performance. The position of an HR manager is fulfilling and a person can get higher chances to grow career-wise. There are many opportunities for the constant meetings and seminars. Other intrinsic factors include pride, recognition, a sense of fulfilment and praises. The extrinsic benefits of the HR manager position are the physical rewards received by the virtue of holding that position. The rewards can be connected to the performance but in most cases, it is usually linked to the task performed. The organization's policies indicate that a job well should be rewarded. Some of the examples of the extrinsic benefits include better working conditions, a better pay, bonuses and commission and performance.
Performance Measurements
	Performance measurements are important as it helps in employees' reviews and also comparing the performance of the organization with the competitors. Performance management is defined as the process of evaluating of the effectiveness in the management of the employee performance. Performance appraisals are concerned with the administrative roles. It gives an opportunity for feedback and criticism. The feedback helps in motivating the employees to work harder or correct the areas with errors. Furthermore, it is used to determine whether the employees are working towards the set objectives and within the organizational standards. Some of the metrics that can be used in the performance measurement of an HR manager include Human capital Return on Investment, employee retention rate, training investment cost, price per hire, revenge factor, and labour cost-revenue ratio (Spitzer, 2007).
Compensation Package for HR Manager
	Compensation plans comprise the key factors that are included in the plan such as waged, retirement benefits, health and home insurance, off-time pay, and tuition assistance. The wage is set depending on the hour worked or the position.  Paid time off is the compensation that an employee is paid for vacation, personal time, sick leave, and holidays. Health insurance includes the medical, vision and dental expense spent in the health centre. The package plan may also include profit sharing, bonus, flexible working schedule, stock option, or retirement plan. All the above options should be considered when preparing a compensation package for the HR manager. “With an impressive compensation package, it is possible to attract the best candidate for any position.” (Fisher, Schoenfeldt, Shaw, 2006). 
Why the compensation package is appropriate in this market
	According to the Bureau of Labor Statistics, an HR manager can earn a salary of about $106,910 annually without other incremental bonuses. The HRM from high tech and investment firms will receive a higher salary due to the nature of the industry. With a higher experience and education, the compensation rate will increase. The HR will offer a variety of career growth depending on the market. Such positions include directors, executive managers or CEO. The location and the revenue of the organization play a key role in the level of salary received by the HR manager. To remain competitive in the market, the organization should adhere and stay updated with the federal and state employment laws. The management ought to be informed on the updates in the HRIS software. The compensation package will be changed constantly so that they can meet the changes in the market. “Although there is a high demand for HR positions, it is important to keep the workforce informed on the needed skills.” (In Epstein, In Manzoni, 2004). 
Conclusion
In conclusion, a competitive compensation package is important for attracting and retaining skilled workers from the market. An effective strategy allows the organization to compete with the other firms in the industry. The job description should be clear and straight to the point so that the candidates can know what type of job they are applying for. Job analysis helps in explaining the tasks and duties in a position. Moreover, it will help in gauging if the workers are working according to the set standards. A comprehensive compensation package should adopt the changes in the present generation. All efforts taken should be geared towards protecting the interests of the employees (Mondy, Martocchio, 2016). 
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