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REMUNERATION STRATEGY

1.1 Implementing a remuneration strategy
	Linking remuneration to the organisation and its and people
	the organisational context will drive decisions around employee' pay. When developing a remuneration strategy, it is important to fully understand the organisation's objectives and environment, including external and internal influences, and how these impact the design and implementation of the remuneration system.

	Internal analysis
	the internal analysis processes determine how the organisation wishes to define the positions and roles within the organisational structure and how internal equity between the roles/positions is assessed. It includes job analysis to document the roles/positions and job evaluation or position matching to determine their relative importance, which is often translated into a grading or banding structure.

	Market comparisons
	the organisation utilises information from remuneration surveys to establish external equity. This exercise may be carried out by individuals within the organisation itself using external surveys from consultancies, government agencies or employer groups. Alternatively, the market review may be outsourced to a consultancy/professional services firm. Position matching or job evaluation may be used as the basis for assessing the relative remuneration practices of a position compared to a nominated external market.

	Remuneration range and reward mix
	this step involves deciding on the definition of remuneration that best applies to the organisation, the mix of components to be used and the remuneration range for each role or grade/level. It will also establish how individuals will move through the remuneration range, for example, based on performance or other criteria, such as competencies.

	Communicate and implement the remuneration strategy
	establishing the credibility of the remuneration strategy and systems will depend on effective implementation and the quality of communications. Often organisations under-resource these elements, which results in low confidence levels among employees. 

	Evaluate the strategy
	the rate of change affecting all organisations ensures that it is critical to regularly review the remuneration strategy. The challenge for remuneration specialists is to ensure that the organisation is maximising the return from its remuneration investments.


Summary:


Remuneration is one of the central factors in employment. Beyond the common concept of a "fair day's work for a fair day's pay" lies a series of assumptions and expectations that how much and/or how we are paid indicates our bargaining strength, the level of approval felt for us by management, our position in relation to our peers and those above or below us, and recognition of special skills or qualifications. If this is inequitable employees will struggle to be aligned and connected with their jobs.


 Accordingly, designing a structure of salaries, wages, conditions and benefits as a total package for employees in an organisation is a demanding task, with constraints such as the requirements of legislation, awards and agreements, the organisation's financial capacity and the need to assess how the assumptions or expectations referred to above operate in particular circumstances however it is an important one.











