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1) Define strategic compensation
Generally, compensation in an organizational setup refers to the different rewards that employees receive for doing a particular job for the firm. Employees are highly motivated by the compensation. Strategic compensation, on the other hand, refers to the process of designing and implementing compensation systems to enhance and reinforce the organizational HR objectives as well as the competitiveness of the firm. Some of the competitive business strategies associated with strategic compensation include the planned use of the firm’s financial and human resources. 
2) Summarize the role of compensation as a strategic business partner.
Compensation as a strategic business partner requires that the organization’s human resource and compensation professionals involve competent and skilled staff who can think and act like the chief executive officer of the firm. This partnership between the human resource and compensation professionals will provide the firm’s CEO as well as other key management officers like the chief financial officer with better ways to understand how employees help in enhancing the business processes to expand the business’s value. For example, capital helps the company to generate income and economic value. 
3) Explain strategic compensation decisions.
Compensation professionals are considered to be useful and important to the business when they can determine the competitive business strategy options available and how the compensation strategies fit within the company's business objectives. Also, they are considered important if they can determine whether the choice and design of compensation practices employed in the business would fit well and support the compensation strategy. Lastly, the strategic compensation decisions are also determined by the effectiveness of the compensation practices to enhance the employees' job performance directly.
4) Identify and discuss the building blocks and structural elements of strategic compensation systems.
The key building blocks of strategic compensation are categorized into two main divisions; extrinsic and intrinsic compensation. The extrinsic compensation refers to the core compensation, the adjustments to the core compensation, the discretionary employee benefits and also, legally required employee benefits. These categories also form the key structural elements of a compensation system. Each of the categories is further adjusted into smaller parts. For example, core compensation may include hourly wage or annual salary. Adjustment to core compensation includes the cost of living, seniority, and merit, incentive and person-focused. 
5) Describe the fit of the compensation function in organizations
The compensation function could fit in an organization’s setting in different ways. First, it could fit through the line employees. Line employees are the staffs that are directly involved in the production of products. Secondly, it could also fit through staff employees, which supports the line functions. Staff employees may include human resource professionals and financial officers. Thirdly, compensation could fit through executives who report directly to the firm’s chief executive officer or managers of different departments. Lastly, compensation function could fit in organization’s setting through generalists who perform different tasks in the HR department such as building the job structures and creating merit pay structures. 
6) Identify the stakeholders of the compensation function and summarize their stakes in the work compensation professionals perform
The key stakeholders of the compensation function include employees, line managers, executives, unions and the government. Employees depend on the work that compensation professionals do to help them develop and implement systematic training programs, provide them with discretionary benefits such as income protection and paid time off. For line managers, compensation professionals help them to determine the pay differentials and also train them on how to evaluate jobs effectively. Executives depend on compensation professionals to ensure that the firm's practices are cost-effective and legally consistent. Unions rely on compensation professionals to help them stick to their collective bargaining agreements. Lastly, the government depends on compensation professionals to ensure that updated employment policies are enacted and implemented.
7) Designing HR practices with a competitive advantage in mind
Designing HR practices and implementing them can be difficult, but with the right strategies, HR professionals can find it an easy and simple exercise. Some of the key factors that HR professionals can focus on when designing and implementing the HR practices include recruitment, selection, performance appraisal, training of employees, career development, employment termination, management of the HR within the policy framework, and labor-management relations. The HR policies goals aim at achieving the four key components such as strategic integration, commitment, flexibility and quality in the organization. Therefore, these factors are important in achieving the four goals. 
8) Why is administrative efficiency essential?
Administrative efficiency is considered essential because it helps in consolidating the selected administrative functions into a single entity. As a result, this helps in providing high-quality transactional services in the organization. Administrative efficiency is also important because it encourages collaborative processes in the organization, which helps in ensuring the success of key organizational initiatives; for example, collecting insights, guidance, and feedback from different departments. Lastly, administrative efficiency helps in appreciating the staff and showing value to their work and its contribution to creating a unique organizational culture.
