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CEO report on Recommended Total Reward Strategies Model
Introduction
Developing a total rewards strategy model is not something new for employee recruitments and retention in the tight labor markets. For many years, the management has produced total compensations and benefits for employees, which are crucial in reducing turnovers. Total reward programs facilitate beneficial, monetary and development rewards to staffs within the organization that meets specific targets. Such incentives play a critical role in enhancing employee work performance; they include paid time off, training and career opportunities, base and variable pay, group insurance, and recognition programs. In the recent years, “benefits and compensations” have paved the way for “total rewards” which comprises of not only benefits and compensation but also professional and personal growth opportunities and motivations[footnoteRef:1]. [1:  Lyons, Frank H., and Dan Ben-Ora. "Total rewards strategy: The best foundation of pay for performance." Compensation & Benefits Review 34, no. 2 (2002): 34-40.] 

What better explains the perspective of rewards is the tight competition in the business environment. The competition challenged has affected several organizations to provide higher wages and benefits every year. Therefore, employers are left with no option than to look for alternative rewards that are cost-effective to implement, but at the same time, they motivate employees. This scenario relates to one in my organizations, where we are facing stiff competition from our peers. In addition to this, the employee benefits program has not been reviewed over the past five years, and no Formal total rewards strategy existed. As the Chief Human Resource Officer, I will construct a total reward strategy model for the company. Implementation of this model will help the company to compete both locally and globally effectively.
Total Rewards Strategies Priority Items
The anticipated total reward model will cater to the needs of the organization. The program will focus on three major items that are assumed to be of importance to the company.  They include compensation, benefits and personal growth[footnoteRef:2].  [2:  Rumpel, Steven, and John W. Medcof. "Total rewards: Good fit for tech workers." Research-Technology Management 49, no. 5 (2006): 27-35.] 

	Total Rewards Strategy
	Definition

	Compensation
Base pay
Merit pay
Pay Increase


Promotions


Incentives
	
· Wages and salaries 
· Base-pay increases based on employee performance 
· Cash bonuses based on employee performance 
· Base-pay boost based on the potential to perform a new task 
· Base-pay increases based on the period of service with the organization

	Benefits
Retirements
Paid time off
Health and welfare
	· Payment for a work not performed based on the period of employment
· Payment for vacation time
· Payment for injuries and sickness while on and off the job

	Personal and Career growth
Performance management
Career growth
Training
	
· current goal setting and response to build up skills
· On-the-job lessons to enhance skills
· Development of skills through job instructions. 


A well-developed total reward program model is one that looks into the needs of the company. In doing so, needs and gaps assessments facilities construction of a strategy that focuses on the item priority. The reward strategy thus encompasses not only compensation and benefits but also provides a motivating environment that facilitates personal growth and career development. In this case, the model to be implemented is designed to meet the employee’s benefits with the aim of improving the overall organizational performance[footnoteRef:3].  [3:  Kaplan, Stacey. "Total rewards in action: Developing a total rewards strategy." Benefits & Compensation Digest 42, no. 8 (2005): 32-37.] 

Implementing a Total Reward Strategy model
The total reward program is a four-phase model that is Assessment, Design, Execution, and Evaluation. The process commences with assessment, in this stage, the team will gather information to evaluate the efficacy of implementing the total reward strategy since it never existed. The data collected will guide the design stage; at this particular point, the team analyzes the potential reward programs.  The reward strategies are translated into operations in the execution phase, and lastly, the team evaluates the efficiency of those strategies.  Implementing this strategy model will require an extensive transformation initiative; therefore its foundation is based on first educating the organization’s stakeholders about the invention. Clarifying the company’s values and identifying systems relevant to the model is necessary for designing, implementation, and evaluation of changes to be made. The total reward strategy model will be as follows;[footnoteRef:4] [4: 
 Gross, Steven E., and Helen M. Friedman. "Creating an effective total reward strategy: Holistic approach better supports business success." Benefits Quarterly 20, no. 3 (2004).] 

                                                                           Assessments
                                                                                                                          
                                                Evaluation                                                        Design
                                               
                                                                                           Execution
Before the implementation process begins, there is a need to assemble the appropriate project team. The most influential total reward projects are directed by a team leader from the beginning until the completion. Naming the project team is the first step, in our case, the leader will be the Top HR professionals who are well versed with total rewards and project management. The team will also include additional staffs such as consultants outside the company. We expect these individuals will have technical experience on the project; besides, an outsider may have a different version on how to go about implementing the model. Lastly, clarifying the role of each project team as illustrated in the sample team structure[footnoteRef:5].  [5:  Gross, Steven E., and Helen M. Friedman. "Creating an effective total reward strategy: Holistic approach better supports business success." Benefits Quarterly 20, no. 3 (2004)] 


Sample Team Structure
 (
Top HR Professional
) (
Task Force
) (
Consultants
)	Base pay sub-committee

	Performance pay
                                                                                Overtime pay
	
                                                                               Incentives pay
                                            Bonus pay committee
	Personal growth sub-committee
Phase One: Assessment
After assembling the team, it’s time to begin the process of implementation. At this phase, the project team appraises the significance of the total rewards system and proposes ideas on how it will be carried out. A series of tasks are performed at this stage to ensure effective implementation of the model. These tasks involve focus groups, benchmarking surveys, evaluating the employee opinion on the proposed total reward system and documenting a report on the findings concerning the project[footnoteRef:6] [6:  Kaplan, Stacey. "Total rewards in action: Developing a total rewards strategy." Benefits & Compensation Digest 42, no. 8 (2005): 32-37.] 

The project team uses the focus groups to collect data on the efficiency of implementing this model in the company. For instance, in our case, the focus group will help to identify the needs and gaps analysis in our company, which are mainly attributed to stiff competition. The groups will provide ideas on how to make the system more effectively such that will not only shine domestically but also lead globally. At this point, the team will assemble both the employee and management needs then weigh them against the total reward system to ascertain its effectiveness. Besides, the focused group participants are a representation of the employees who will be affected by changes in the rewards plan. Notably, the employee's feedback on the systems will be incorporated to avoid jeopardizing the whole system.
The literature review of the total rewards project is necessary for the team leader to gain extra knowledge during the assessment phase. Regarding the company, the team will review articles, company profiles, and other organizations reward strategies, and try to incorporate in our project. Through examining the literature, we will get to understand the reason behind the stiff competition in the labor markets and how to address the issue. It is vital to consider what our peers are doing and try to use the ideas to develop our organization[footnoteRef:7]. [7: . Gross, Steven E., and Helen M. Friedman. "Creating an effective total reward strategy: Holistic approach better supports business success." Benefits Quarterly 20, no. 3 (2004)] 

After gathering data from the various sources, the project leader will write the analysis report. Initially, the team will thoroughly check the information reliability, and if it is not consistent, then further investigations will be conducted. The senior management will also have input on the current implementation process, and the organizations will interact for the betterment of the company. Additionally, the team will have to draft a "compensation philosophy" statement that will act as the reference point while implementing the new total rewards strategy model. The statement will seek to address questions such as; who are eligible for the rewards and what are the employee values are rewarded? Which rewards will work best and how is the system going to be funded? At what level should employees get involved in the designing and implementation of the system?[footnoteRef:8] [8:  Rumpel, Steven, and John W. Medcof. "Total rewards: Good fit for tech workers." Research-Technology Management 49, no. 5 (2006): 27-35.] 

Phase Two: Design
During this phase, the project leader will assess the type of organizational attributes, the kind of employees and rewards to offer. In doing so, the team will take into account the full range of the approaches including, benefits, compensations, professional and personal developments as well as the working environment.
Compensations
Compensations rewards are categorized into three divisions; pay level, pay increases and the incentives. The pay level includes the wages and salaries, whereby the organization will focus on a particular elaborate procedure to establish the pay level. The process begins with job analysis to gather details on specific duties of employees; and ends with a job description which provides a summary of the roles. Additionally, the process includes job specification which involves skills, abilities and other personal attributes in work performance[footnoteRef:9]. [9:  Lyons, Frank H., and Dan Ben-Ora. "Total rewards strategy: The best foundation of pay for performance." Compensation & Benefits Review 34, no. 2 (2002): 34-40.] 

The organization will determine the value of the work as outlined in job description and specifications. These values depend on the role it has on the company's competitive strategies and how our competitors will view its importance. The organization will thus conduct an employment evaluation to ascertain the internal valuation of the job in response to the company's strategies. Surveys on salaries will be undertaken to obtain the average pay and assess the apparent value of these jobs relative to the rate of payment in other companies. The team will thus compare data on job and salaries assessments to define the pay levels of each employee. This strategy aims at satisfying our employees with pay as reflected in the total reward system.
The organizations will determine pay increases in two significant ways the promotion and Merit pay. In Merit pay, the project team will compare pay increases with work performance; the high the work rating the higher the pay increase. The management will connect the merit raises to the position of the employee in the pay grade to reduce the cost of merit pay. In promotional compensation, the team will consider factors such as the employees' past performance, expected results, job complexity and the position in pay level[footnoteRef:10]. [10:  Rumpel, Steven, and John W. Medcof. "Total rewards: Good fit for tech workers." Research-Technology Management 49, no. 5 (2006): 27-35.] 

The company will award incentives in the form of the stock or cash bonus to employees.  The company will use performance measures such as the productivity of employee instead of ratings to allocate these incentives. This is because incentives are not in any way connected to base salary. The company will award based on either individual, group or company performance. The individual incentives offer either stock or cash bonus for work measured at each employee's level. These incentives include commission made on sales and piece-rate pay, therefore the greater the performance, the higher the incentives. The group incentives will offer the bonus to worked performance measured at teamwork level, while organizational provides incentives to the entire company or a department[footnoteRef:11]. [11:  Kaplan, Stacey. "Total rewards in action: Developing a total rewards strategy." Benefits & Compensation Digest 42, no. 8 (2005): 32-37.] 

Benefits
Benefits such as insurance cover and healthcare are part of the total reward strategy. Since these benefits add to the organizational cost, they will be designed in a way that it will favor those employees with higher performance. Therefore in developing benefits criteria, the company must consider communication and employees' choice in selecting the package of interest. The benefits received will be based on what they value most, for instance, retirements are more critical to workers over 50 years than healthcare.
Personal and career development
Personal and professional growth opportunities such as performance management, trainings, and career developments form a valuable part of the employee reward system. However, these opportunities will be provided following the organizational needs to improve its productivity. Personal growth will have a significant impact on the company as the workers will utilize the skills acquired in promoting work performance. In this case, provision of career and employee development opportunities is a significant step in enhancing innovation which is vital in reducing competition.
Work Environment
An enabling work environment is an essential component in the company's total reward strategy; it includes job design, work, and life balance and recognition. In this context, job design involves psychological aspects in employee's opinions regarding their work. The employees' recognition systems offer rewards that are cost-effective compared to the benefits, compensations and personal and career developments. Therefore, in our case, we will consider recognition as a form of financial incentives to reduce labor cost. Additionally, in work/life balance, the company will offer a flexible work time frame for our employees.
Phase Three: Execution
Eligibility
During this stage, the team must consider some aspects. First, the total reward strategy values employee eligibility. In this phase, the team will evaluate members who are eligible for rewards and which criteria will be used in selection. In our organizations, all employees are entitled to remuneration including the subordinate staffs. The senior management as noted before are the guiding team towards the implementation of total rewards system. The project's leaders must be present and fully support the intervention of the model to foster buy-ins. In this case, the executives will not only advocate verbally but will be covered by the plan.
Measurements
The top management will extensively use analysis in determining which employee top offer which rewards. The criteria used in this case will include job performance, customer service, group or organizational profitability.  Measures are considered a convenient method to ascertain the reliability and validity of the system. In this regard, the team will measure if the rewards depict the anticipated organizational productivity.
Project Management
Successful execution of the total rewards model requires effective project management knowledge. With the competition challenges affecting the company, then there is a need for project management. This concept will seek to answer a variety of questions concerning the implementation of the total rewards strategies. Such questions are; when will the system be operational? How will I explain to my employees about the new total reward system? How will the system cater to the needs of employees and its effectiveness in solving the organizati9onal problems? In answering this question, a checklist will be used to ensure the process of execution is fully attended[footnoteRef:12].  [12:  Kaplan, Stacey. "Total rewards in action: Developing a total rewards strategy." Benefits & Compensation Digest 42, no. 8 (2005): 32-37.] 

Phase Four: Evaluation
This phase is often undermined during the total rewards implementation. At this point, the team will compare the real results of the total rewards strategies executed against the preferred outcomes. The reason behind evaluation is to prove to the executives that the organizations' investment in the total reward model is beneficial. In this case, it will test the efficiency of the model in improving innovations and overall organizational productivity thus reducing competition. In understanding the importance of the entire system, the team will have to conduct an evaluation show that we will lead not only locally but across the world.
Measuring the outcomes
The primary purpose of the total rewards strategies model is to improve organizational performance. Measuring the results achieved against the anticipated is essential in determining the efficiency of the system. In doing so, the team will re-visit the organizational goals and then consider the reliability of the data sources as well as the information needed to justify the outcomes. For instance, the new rewards model is intended to enhance the satisfaction of employee; therefore the project team will evaluate this through staff workforce interviews and surveys. The purpose of measuring the results is to find out whether the system will meet the needs of the company.
Interpreting Findings
The principal goal of this system is to reduce competition in the market. Interpreting the findings is a significant way to test the applicability of each reward strategies in the proposed method and determine its effectiveness in achieving the intended objectives. The team will thus assign employees in two groups, one receiving the rewards and the other act as a control, the difference in anticipated outcome from the two categories will determine the efficiency of the model. In this scenario, there are higher chances of the total rewards strategies model to improve the overall company's productivity. The entire process of implementing this model will thus enhance the advantage of the organizational competition. As the organization, will overcome the labor market challenge and reach our visions[footnoteRef:13]. [13: . Gross, Steven E., and Helen M. Friedman. "Creating an effective total reward strategy: Holistic approach better supports business success." Benefits Quarterly 20, no. 3 (2004)] 

Conclusion
Total rewards strategies is a tool that has been employed by many organizations to improve their employee's performance. The system not only deals with compensations and benefits but also includes working environment and opportunities for personal and career development. The overall goal in implementing the total rewards system is to promote satisfaction among the workers which translates into improved productivity. For instance, when an organization is faced with performance challenging situations, it is essential to consider the implementation of the system. In our company, we have had stiff competition, an attempt to overcome this challenge; I have decided to propose the total reward strategies model for the CEO. The total reward model will consider compensation, benefits and personal and career developments as the top priorities for the company. Since the company has never had the system before, the total reward strategies model will highlight all the four phases.  The first stage is assessment where the team will focus on the effectiveness of implementing the systems in the overall organizational performance. In the second phase, the group focuses on designing the model in such a way that it will meet the anticipated goals. In this case, the total reward strategies are expected to help the company reduce competition. In the execution phase, the team focuses on eligibility, project management, and measures. All of these are in line with the broader goal of the company. In the last phase, the team evaluates to ascertain the effectiveness of the systems in achieving its vision and goals.
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