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Was Ted justified in insisting that the job, not the person, be evaluated?  
McNabb & Whitfield (2001) describe job evaluation as a logical process that an organization uses to assess the relative worth of different jobs. To conduct the evaluation process, an organization’s total reward manager is required to carry out a thorough analysis of each position’s responsibilities, tasks, knowledge, and skill requirements and eventually an internal job ranking. Companies conduct jobevaluation for different purposes. As an example, an organization may conduct an evaluation in an effort to reduce salary structure inequalities. Since employee level of motivation depends heavily on how attractive the compensation is, a job evaluation helps to bring in an internal and external consistency in the company’s salary structure and eventually the issue of salary inequalities. 
Based on the case study, I strongly believe that Ted Smith, the Total Rewards Manager, was not justified to insist that the job, not the person be evaluated. The fact that Rebecca was not rated highly is an indication that Ted did not recognize or appreciate Rebecca’s outstanding performance. Although some top management staff such as the both the Marketing Manager (Margo Arms), the Production Manager (Peter Strong), and the President asserted that Rebecca was extremely efficient and had demonstrated outstanding work, the Total Rewards Manager was reluctant to appreciate Rebecca’s performance. In my view, the manager had already made a decision that the receptionist would not be rated highly, a move that would see her get a pay increase. I tend to believe that the Total Rewards Manager wanted to demonstrate that although performed her duties efficiently, she was not aware of her job description. This could be the main reason why Ted went ahead and passed out copies defining the receptionist job description. In my view, comprehending the fact that Rebecca had worked for the company for a considerable period, 14 years, this was enough to see her qualify for a higher rating. 
If you were Ted, what would you do and say next? Why? 
If I were Ted, I would not let key company employees, such as the Production Manager and the Marketing Manager, to overturn my earlier decision. This because undertaking such a move would be a major weakness on my side, a situation that might make other employees believe that I lack the capacity to hold my current position at Front Appliance Company. This would also yield an opportunity to other staff members where they keep on going against any decision that I make in future. In extreme cases, the top manager may decide to relieve me of my duties as the Total Rewards Manager. The top manager may decide to relieve me of my duties as the Total Rewards Manager. 

Next, I would strive to make sure that all company employees understand the procedure or the method that the company utilizes when rating job performance. To defend my actions, I would say that evaluations are done based on how well a given employee is able to complete all the tasks and responsibilities that fall under a particular job position. An employee who does a lot of work that goes beyond the job description does not qualify for a high rating. In view of this, it is important for everyone to take and assess/study the responsibilities associated with a given job to increase his/her chances of receiving a higher rating whenever the company conducts a job evaluation. 
As an HR professional, do you think there is a maximum rate of pay for every job in an organization, regardless of how well the job is being performed? 
As mentioned by Monk & Wagner (2012), determining the appropriate rate of pay for company employees is a significant process that would take a lot of time before a final decision is made. As an HR professional, I tend to think that there should be no maximum pay rate for different jobs within an organization. However, setting the minimum and maximum pay rate may work well small organizations or companies that utilize a simple organizational structure. 
Taking time to evaluate a given job before conducting the hiring process is the best way to determine the level of compensation that will be offered the person who will fill the position. This gives the HR manager an opportunity to estimate what the company is likely to incur when filling a certain position (Spencer & Spencer, 2008). Once the hiring process is completed, the company can set the initial pay rate but should be willing to discuss the level of compensation with the person doing the job. It is only after filling a job position and evaluating the level of performance that an HR professional would be free to adjust the rate of pay (Monk & Wagner, 2012). 
In my view, an HR manager should not hesitate to offer an attractive rate of pay to employees who demonstrate an outstanding level of performance. If the performance level increases on a monthly or yearly basis, then it would be a wise decision for the HR Manager to keep on increasing the level of pay on monthly/yearly basis as the level of performance increases. In the event that the manager decides to set the pay at a certain level, there is a very high chance that high performing employees will not be motivated to increase their current level of productivity. As noted by Weiss (2002), with a flexible rate of pay, the company as well as the employees stands a chance to benefit whenever the level of performance increases. Referring to the case study, there was a great need for the Total Rewards Manager to give Rebecca a higher rating to increase her chances of receiving a pay rise. 
Assume that Rebecca is earning the maximum of the range for her pay grade. In what ways might she be able to obtain a salary increase? 

Assuming that the current level of pay that Rebecca earns falls within the maximum pay range, she would still be in a position to qualify for a salary increase. To obtain a salary increase, Rebecca should start by preparing or documenting a list of all the goals that she has helped the company to accomplish. She should be in a position to make the Total Rewards Manager comprehend the different ways in which the accomplishment of the mentioned goals has benefited the company. For instance, she can argue that her outstanding customer care skills have helped the company record an increase in the number of customers and eventually boosted the level of overall sales. Secondly, Rebecca should outline all the additional responsibilities that she has been undertaking for the fourteen years she has been working for Front Appliance Company.

Apart from utilizing the above strategies, Rebecca should consider meeting with her immediate supervisor to discuss the issue of salary increase. She should try as much as possible and be straightforward when negotiating for a salary increase with her supervisor. Specifically, Rebecca should let the supervisor understand the request for salary increase is supported by the fact that she has made significant contributions and accomplishments in the past 14 years working for the company. This is in line with the arguments put forward by Arthur (2012) where he asserts that an increase in employee responsibilities/tasks is an appropriate ground for requesting for a salary increase. 
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