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Background, Key Trends
Compensation refers to the provision of wages which are raised through the putting together of human resources basing on the number of employees working in the firm. It comes in form of cash or non-cash forms making it one of the largest expenses of the businesses. Compensation comes in different forms such as base salaries, overtime wages, Tip income, stock options and many others. Benefits are referred to as the outcome of a decision or action that positively contributed towards meeting of business objectives.  It is the central part of business working as the motivating factor especially in strategic management and in business analysis. Base salary on the other hand refers to the fixed amount of money that is paid to employees as a way of return for work well done. It is independent from bonuses and other forms of compensation for the employees (Bradley, 2011, p. 298). Base salary is paid in a most frequent manner which can be in a weekly paycheck. 
Employee benefits changes over time because the employers are trying to come up with the right way of mix to ensure that the interests of employees are protected. Because of the changing demographics, needs of employees and technology, compensation and benefits is also going through the same changes. One of the major changes seen was the issue of professional membership. In the past twenty years we had only twenty three percent of employee’s paying for membership in the professional organizations, today the percentage have grown and is now at eighty percent. There are other developments that include legal assistance, wellness programs and professional development. 
These developments are associated with the increased capabilities brought about by technology that is affecting both the employer and the employee. There is a concern on maintaining a balance between life and work and that is made easy by the nature of treatment provided by the employer. Healthcare facilities work best when they retain employees a reason it is concerned with their welfare. In the past fifteen years, the major challenge was planning and ensuring that the right leadership is provided. Today the employers are not concerned too much with the leadership styles but are working on finding the best skilled personnel. This changed the workplace environment making it more concerned with the employee and an individualized view (Bradley, 2011, p. 301). These have pushed the employers into proving of plans that are flexible with the family obligations and appraisal. 
In the future, an employee tailored workplace is likely to be maintained and companies need to make an adjustment to fit that into its systems. A few years ago, the influence of social media was little. Today the social media is considered to be a marketing strategy and easy mode of communication. Social media is no longer considered as a distraction but is now a way of finding information and employees should not be limited too much on its use. In the future, companies may also avoid the use of mails and turn to social media and other tools that deliver instant messages as an internal communication strategy. 
Healthcare employees value the basics. They are working towards a flexible and an individualized benefits program. The sector is working on talents and level of individual competitiveness for example offering its best employees with generous tuition benefits or can be provided with onsite schooling.  
Compensation Strategies
Compensation strategies may differ from one healthcare facility to the other but its differences might not be separated by a huge margin.  Health care administrator’s salary stats do not really show what they earn in a year because this is just a portion of what they earn. According to the Executive compensation of 2018, hospitals with the best financial stands pays a salary of $333, 500 to an administrator but add up to their bonuses making an addition taking their total compensation to $399,000. One of the determining factors in the variations of salary scale is education levels. In the recent trends in the job market healthcare administrators will require at least a master’s degree and this has been the only route used by healthcare professionals to move into administration. The amount of salaries will also vary greatly depending on the location of the facility. Salaries for the different levels will greatly vary and are always increasing upwards towards the executives who earn the most. The average salary for a clerical staff in United States is $34, 500 and their salaries varying largely depending on additional skills, certifications and level of education (Erola, n.d., p. 78). 
Healthcare professional’s salary comparison
	Healthcare profession 
	Entry level 
	Salaries 
	With 3-5 experiences salaries 

	Nursing Assistant
	Associate of Science in Nursing, Trade school or technical college training
	$28,530 a year, $13.72 an hour
	$32,450 a year 

	Therapist
	1. degree in psychology
2. Master of Science in Psychology
3.  Doctorate of Psychology
	$71,760 a year, $33.66 an hour
$84,290 a year 


$98,410 a year 
	5% increase every year 



Benefits Plans 
The centers for disease control accept that most of the people depend on private health insurance. In the US for example, 7 percent of people living with 65 years and below rely private insurance. Corporate health systems work with the community development corporations in ensuring that the finances, technical resources and human resource are provided for (Erola, n.d., p. 80). The corporate organization does partnership with healthcare providers to ensure that low and moderate income households are able to access healthcare facilities at lower prices. 
Factors Influencing Compensation Strategies
Employee compensation is dependent on many factors and the management need to consider them before compensating. Different organizations give different compensation terms based on its location with employees in this stations receiving higher or lower pay depending on the prevailing environmental conditions. In areas with higher wage prevailing rates and higher costs of living, employees will receive higher salaries than others in better placed living conditions. According to the Culpepper report, the geographic factors considered are cities, states, territory and counties (Erola, n.d., p. 93). Employees are therefore advised to inquire on the geographical factors before taking u a job in any organization. 
Demographics such as that of age, gender and experience are other factors that determine level of compensation strategies. Age and qualification are considered to be the determining factors in the level of compensation. Employees with the highest levels of qualifications will receive the highest pay considering other factors such as the importance they have on the organization and age. In most cases, older employees have a long history and experience and although their qualifications might be lower than the younger employees, they will receive other benefits entitled to them by experience they have(White & Jensen, 2014, p. 189). 
 Incentives
The main incentive program for healthcare systems is the pay for performance strategy. In this case the employees are rewarded for their responsibility in improving performance of the healthcare system. It has always been a belief of many managers that the organization becomes successful when compensations are addressed on an individual effort. There has been a positive development when this form of incentive is provided for employees. The healthcare system however is a success when all the departments work in harmony. Incentives offered to an individual sometimes may not have big influence compared to incentives provided to the whole department. The other method of incentive is positive competition based rewards (McDonald, 2018, p. 41). Incentives of such positive nature have provided benefits to the healthcare system. 
Compensation – Impact on Recruitment, Retention and Performance
Compensation does not just mean rewarding in terms of finances; it is about having flexible benefits, ensuring timely medical care, balancing life and work and perks. Healthcare employees today do not work for money but for life achieving compensations. Total compensation packages can be provided to healthcare employees to encourage them to remain and work for the same facility (Weiss, 2019, p. 89). 
In recruitment, the team members apply API by pointing out the benefits employee will get by assigning a value. This will help the candidate being recruited in putting it into a big picture and considering it real. Healthcare employees contribute to perfect services and that should be compensated by the management by paying them well. A compelling plan of compensation helps in reducing employee turnover rate in the health sector. The employees will see more importance in staying when they are receiving the best compensative policies (Ho, Wu, & Lee, 2005, p. 102).  It is important to remember that compensation is an important aspect of motivation and help in pushing the workers to a greater height. 
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