PAY-FOR-PERFORMANCE POLICY
Executive Summary 
Employees should be motivated to go beyond their task
	Contact Information
[Name: SHRM Academic Initiatives
Address: 1800 Duke Street Alexandria, VA 22314 USA
Phone/Email: (800) 283-7476]

mailto:Industry
[Employment Industry] 
Development stage
[Startup/Revenue/Profitable]
Year founded
[1881]

Number of Employees 
[729]
Funding Opportunity
[$9,828,637]
Use of Fund
7% Percentage of international students
13% Percentage of students of color
46.1% Acceptance rate
44.8% Discount rate
92% Retention rate ... 

Current Monthly Burn Rate
[$0]
Current Monthly Revenue
[44.8%]

Existing Debt
[$0]

Existing Investors
[None] 
	THE GRAB
Fostering a more engaged workforce will help the organization achieve its mission, execute its strategy, and produce positive business results. HR practices such as recruitment and training, job design can be a key driver to increase employee engagement and commitment. In this way, it could boost up all the reputation of the Hudson College. 

PROBLEM/OPPORTUNITY 

A major issue faced by Hudson College is that employees do not want to offer feedback to their supervisors since they think it will not change anything, and just like other managers who hate evaluation, employees also believe that it is just a waste of time. Employees are not motivated to go beyond their task since there is not a performance-based pay system in the first place. 
SOLUTION/PRODUCT
Many employees in this College think that they are not being compensated for their extra efforts. The root of these problems is that both employees and supervisors believe that there will be no extra compensation for doing hard work. Aside from that, supervisors look at the performance process as an important evil rather than constructive criticism that is why this problem arises. 
POTENTIAL RETURN/REVENUE MODEL
Obviously, Hudson does not want to implement a pay-for-performance policy since the quality of work outputted is inconsistent. So, it is easy that a pay-for-performance policy will be the solution to the problem. Supervisors and employees can take the performance review more seriously in order to separate it from the yearly increase. The employees and supervisors will see other results which the performance review dictates if they will take away the relationship between the annual raise and performance. For instance, the review of performances can be used solely to recognize whether a particular employee could be given promotions and have compensation. 
COMPETITION

In that way, performance reviews will be taken seriously since they will determine the ability of an individual to move up and earn potential wage increases. It is also necessary to propose that Hudson College create and implement a 'secret assessment' system to assure that the performance rates to not drop again.
EXECUTION PLAN/GO TO MARKET STRATEGY

In order to do so, the HR should meet directly with supervisors to determine what employees will be assessed for and a grading scale that will be using for their assessment. 

FINANCIALS

Once developed, all employees will receive a copy and sign it stating they read and understand the policy. It is helpful to provide samples to the employees on how they could earn a perfect score so that all expectation is clearly set. After using the secret assessment policy for a minimum of one year, the College can start to shift to performance reviews.

THE TEAM/RELEVANT EXPERIENCE
The employees and supervisors will see other results which the performance review dictates if they will take away the relationship between the annual raise and performance. HR practices such as recruitment and training, job design can be a key driver to increase employee engagement and commitment. In this way, it could boost up all the reputation of the Hudson College.
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