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We plan on using the complete budget of $250,000 simply because we want to keep our employees motivated and happy. We have 3 plans illustrated below.

	
	Flex Dollars
	Investment Amount

	Plan A
	                                                                         $500 
	Invest $500 into company at 8.99% interest

	Plan B
	                                                                         $800 
	Invest $200 into company at 8.99% interest

	Plan C
	                                                                      $1,000
	No Investment



Plan A offers employees to invest half the money offered in our plan while using the other half for some of our benefits and perks. Plan B offers a smaller investment thus leaving more flex dollars for benefits while Plan C is used simply for benefits and perks.
	 
	Company Cost(Per Employee)

	Travel Expenses(Flights)
	$375

	Gym Membership
	$175

	Online Courses(Lynda)
	$216

	Venngo
	$27

	Laundry Service
	$192

	Commuter Benefits
	$500









[bookmark: _GoBack]	These are the approximate yearly prices. Employees can select what benefits they prefer with the amount of flex dollars they have. Venngo is an added benefit for all and will not require flex dollars. Venngo is simply a company that provides discounts for popular clothing outlets, restaurants, online shopping, electronics and countless other deals. For the laundry service we pay an outside party to fold and clean clothes for our employees bringing them to our office. Travel Expenses cover a part of flight costs for vacations. Venngo offers great discounts on flights also. Commuter benefits includes gas cards and or public transit. Lynda is an online educational site which allows people to complete courses while carrying on with their daily lives.s
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With change comes risk and our scenario is not an exception. Implementing our HR program will come with different levels of risks. The first and most obvious is unhappy employees, which may become a problem with our older and more experienced staff. Our HR program implements perks and benefits to all staff which may cause the more experienced employees to disagree with the fact that the less experienced staff are receiving similar benefits. Older employees may seem unvalued or underappreciated which may cause them to quit or drop in performance level. To prevent this we will be providing experience based rewards to ensure our employee’s service does not go unnoticed.
	One more possible risk that may arise is that due to our mix of different generations our company may see conflict between different the generations. The conflict could be very minimal but also harmful to the company. For example if staff does not get along with each other, groups will be formed within our company resulting in isolation between employees. This causes our company’s performance and morale to drop as teamwork is crucial to a company’s success. We have a solution for this problem in the form of a corporate retreat which is explained in the _____ section of the report. 
	Another risk we have prepared for is for possible issues with the tech research company and our original start-up company. There are several possible issues that could arise for example, since the private company is reluctant to move on without a solid plan, problems may arise when implementing our new program as they may not agree to parts of our program regardless of what the other part of our company may think. To counter this we simply provide our employees with three different HR programs, each with different perks and benefits. The prices for each of these programs would vary and slightly complicate things for HR, however it will give our employees the option to choose the plan the best benefits them.
[bookmark: _Toc520811730]Introducing and Implementation 

	Implementing a new HR program in a company is a crucial step and must be handled with a well-developed plan. Introducing the program in an appropriate manner is key to getting staff onboard right away. The plan first must be approved by management. We will host a meeting going over the logistics of the plan, the budget and how it will benefit our company.  “They need to monitor the culture to determine whether employees see the events as mandatory” (Dumas). Hosting a company picnic or a get together off company time to introduce our HR program would not be efficient due to the fact that employees would not see this event as “mandatory” and would not go through the hassle to make an appearance. We plan to introduce this program to our staff and management during an in-office company meeting before lunch time. Our staff will be paid during our introductions and would not have to go out of their way. The reason we chose this time is so our staff can enjoy refreshments before they have their lunch. The meeting would go over the overview of our plan, our different options, prices and old benefits and perks that will remain as well. After our introductions we will answer questions and confusions if there are any.  New hires will receive the same 3 options after completing their hiring process. 
	We will then notify our staff that we will be implementing this program in 30 business days and that they chose what plan they would desire by the deadline. This gives staff plenty of time to think about and do their own research on our different top tier options. Since we are a tech based company, we will send out detailed breakdowns of each plan to all of our employees. We will need the staff to select which perks they would like to receive from our selection corresponding to their plan. For example if an employee choses plan A they will be asked to select $500 in perks and benefits while the other half will be invested. Venngo however is beneficial to anyone regardless of what plan they chose and is simply an added perk. Venngo offers different levels of discounts and great deals for our employees. 
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There is a need to maintain a high level of competitiveness in the merged organization. The program will focus on staffing strategies and organizational structure as two means of ensuring that the workforce has clarity on the hierarchy and individual roles within the organization. Through staffing techniques, the company will gain a competitive edge in an industry that has an increasingly young workforce. With most of existing staff being from the Baby Boomer and Generation X groups, it is necessary to recruit more staff from Generation Y to enhance innovation and stay in touch with technological trends. 

A major legal issue that could arise is the process of phased retirement. As there is no mandatory retirement age in the private sector, employees are free to choose the age at which they want to retire. Legislation as defined by the Equal Employment Opportunities Commission prohibits employers from unfavorable treatment of employees based on various grounds of discrimination, and age is one of these grounds. The first consideration is whether to use incentives for employees to voluntarily retire or whether to directly select employees for involuntary termination (Weiler, 58). It is more reasonable to use a voluntary program because it will eliminate liability from the employer regarding possible claims that the terminations were discriminatory under applicable labor law. Risk of claims can also be minimized by use of a waiver of claims against the employer. A voluntary program does not require the employer to give the employee a 60-day advance written notice as required by federal law. Through voluntary retirement of the Boomer section of employees, the organization will be more aligned with current trends as it is not logical to expect a 60-year old to have the same skill set as a qualified 30-year old in the current technology environment. This holds true for the professional, research and sales departments of this company. However, it is necessary to understand that a voluntary program does not completely remove the possibility of claims of unlawful discrimination. An employee may claim that his or her decision to participate in the voluntary program was influenced by the threat of termination if they did not volunteer.

There is a potential challenge for employees from the absorbed company to become accustomed to the different organizational structure. They were used to a hierarchical structure and now have to get used to a different structure and management style. All employees need to understand their duties and responsibilities. It is also important to define the position of every employee and how those positions contribute to the mission, goals and objectives of the organization. Providing clarity on job descriptions and organizational structure enables a company to ensure that the work done by all employees aligns with the mission of the organization (Hollenbeck, Noe & Gerhart, 44). 
Employees may feel that their supervisors are establishing a workplace environment that is not conducive.  An employee may claim that his promotion ambitions are being hindered by the insistence on a particular organizational structure. An employee may also later claim that his termination was unreasonable because of ill-defined duties and responsibilities. The organization needs to ensure that it remains compliant with all aspects of employment practices as defined by law. This includes any changes to tax provisions and health care coverage which may affect employees from the absorbed company, employees from the original organization, or both sets of staff. It is important for managers to identify and understand these potential legal roadblocks during the process of merging for the future. It will enable the organization to improve the outcome of the merging process and create a workplace that is equipped for the challenges which lay ahead.
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