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Benefits make up an important element of the employment relationship providing an efficient way to attract, motivate and retain talent within the organization. Total rewards concept is an integrated approach to the provision of benefits which includes the provision of financial, non-financial and workplace benefits to benefit diverse groups of employees. The traditional model of providing just one type of benefit did not effectively address the needs of the employee before being implemented. The total rewards systems are implemented to address the diverse needs of the workforce satisfying the different groups of employees within the organization.  This paper will analyze the total rewards program as implemented by Makey Company, its strengths, and weaknesses and how it could be improved to address future challenges.
Use of products to enhance employee compensation

Makey uses its products and services to enhance employee compensation by focusing on increased revenues to provide a profit sharing experience with the employees. The profit -sharing incentive identifies that the employees receive 10% of the annual profits made that year. This motivates the employees to work harder to ensure the organization meets it organizational goals increasing the amount of bonus the employees receive.  A profit sharing approach links the sale of products or services to employee compensation. A profit sharing approach as noted by Fibírová & Petera (2013) highlight the need for increased organizational commitment and achievement of organizational goals.

Profit sharing is not a new strategy in the market but has been adopted by various organizations such as Chobani, Walgreens, Walmart, Geico among others more recently due to its proven efficiency. Profit sharing concept has been adopted by different organizations as it seeks to increase employee engagement and organizational commitment. Profit sharing also creates a sense of ownership in the workforce creating a greater commitment to the organization. Fibírová & Petera (2013) has identified the critical role that profit sharing has had to the increase in productivity as well as greater customer service delivery. Tying the profits of the organization to the compensation of the employees is critical to boosting extrinsic motivation within the workforce resulting in higher rate of performance and productivity (Armstrong, 2012). The increased sale of its products results in increased revenue which is linked to the performance and the compensation of the employees. More companies are adopting profit sharing as evidence seeks to support its implementation results in increased performance within the organization.

In my opinion, the addition of profit sharing as an additional incentive provided to the employees is a great idea. The use of financial incentives such as profit sharing within the total rewards framework is related to the productivity of the employees. According to Long & Fang (2012) profit sharing program only 6% of all profit sharing initiatives do not lead to positive outcomes identifying that 94% of all profit sharing initiatives result in positive outcomes. This research-based evidence identifies the fact that profit sharing results in increase productivity as well as achievement of individual and group goals within the organization (Kato, Lee & Ryu, 2010). Profit sharing increases the commitment of the employees while encouraging the greater perception of ownership to the organization. This is supported by evidence from Long & Fang (2012) who identified that employees involved in profit sharing reduced higher real earnings growth as well as total earning growth which consequently leads to a 60% increase in productivity. Employees in profit sharing programs are less likely to leave a job due to poor rewards as identified by Long & Fang (2012). This statistical evidence identifies the positive roles that profit sharing initiatives have with increased productivity as well as the growth of an organization. 

Although profit sharing initiatives may have several flaws such as those evidenced at Makay when the company could not afford to share its low profits with the employee in 2005. Profit sharing is linked to the performance of the organization in the market which means that if the company performs poorly for instance due to increased competition, the employees receive limited to no incentives at the end of the financial year (Long & Fang, 2012). Such situations have a negative impact on the workforce which results in reduced productivity and performance in the coming years as employees perceive that even working hard may not be sufficient to warrant enough profit sharing.  However, an analysis of research-based evidence identifies that the benefits of a research-based evidence far outweigh the negative impacts which thus identify the critical role of profit sharing as an incentive to the workforce. It is this evidence that seeks to support why the implementation of such as reward initiative is a good idea for Makey.

Internal weaknesses
Markey has various weaknesses that could be addressed using a total rewards approach. The first weakness is that the organization only seems to be focused on financial rewards as the only way to retain, attract and motivate the employees which is a major problem as the loss of revenue would mean that the employees are no longer motivated (Kantor & Kao, 2004). The organization lacked a rewards policy that was effectively communicated to the organization. One of the biggest problems the organization faced is the lack of differentiation of rewards to address the needs of the employees and the management (Beames, 2015). The Makey Company seems to be focused on employee incentives without addressing the needs of the executives. Executive rewards are critical to the success of the organization, and this weakness is evidenced through the increased upper management turnover exhibited in 2000. The lack of effective differentiation also did not lead to different needs and benefits being provided to the different employees throughout the world in areas such as Japan. The use of a balanced scorecard approach to measuring performance without the implementation of the necessary incentives to improve performance was a weakness on the part of the organization (Gagné, 2014).

From a total rewards perspective, these weaknesses, for example, the focus on financial benefits alone can be addressed through the use of a total rewards program which provides financial benefits alongside non-financial and places benefits. A total rewards system as noted by Kantor & Kao (2004) is effective as it helps to limit the overreliance on financial incentives which are prone to changes based on the economic environment but providing other benefits that complement each other. Not all worker at Makey are motivated by financial incentives as defined in Maslow’s hierarchy of needs (Gagné, 2014).  A total rewards system would, therefore, enable Makey to motivate its employees even during harsh economic times. A total rewards program provides different benefits to address the needs of the various employee groups.

There was no mention of a rewards policy or how it was communicated at Makey.  Therefore it is important to develop a comprehensive total rewards system that is well articulated and address the needs of the different employees. The differentiation of rewards is a critical component of the total rewards approach. According to Beames (2015) differentiation helps to break down the benefits to address different needs. The organization focused on the needs of the employees and failed to understand the needs of the executives. Differentiation of the total rewards would, therefore, help to identify the needs of the executives and the employees to retain talent within the organization (Beames. 2015). Differentiation of the total rewards system would also enable Makey to develop different benefits for the local, domestic as well as international employees who have different cultural expectations and needs (Beames. 2015). Implementation of a balanced scorecard should be presided by effective implementation of a total rewards program. This strategy would, therefore, be effective at aligning performance to the pay the employees. This, therefore, identifies how effective a total rewards system would be to addressing the weaknesses of Makey and solve the problems it has.

Expansion of benefits

The organization is still pursuing a growth driven initiative focused on employee satisfaction, and it can be improved through the expansion of the current benefits programs. A total rewards program would provide more benefits while reducing the overreliance on financial benefits. Total rewards programs operate by differentiation of rewards as identified by Snell & Bohlander (2010). Such benefits may include  the traditional benefits such as health insurance to unique benefits such as longer maternity leave with full pay, a month paternity leave, free meals at work or subsided meals, free transportation to and from  work, gym reimbursements, tuition reimbursements if it is an industry related course, increased pay for best performing employees. Such non-financial and workplace benefits would be critical to motivating many employees. Aligning executives’ performance to the revenue generated would be effective at retaining executives (Snell & Bohlander. 2010). Expanding health benefits such as offering an onsite clinic for preventive care as well as regular checkups would reduce the amount of money spent on health insurance as well as resulting in a healthier workforce. Kwon & Hein (2013) identified that when developing employee benefits it is important to conducts a needs assessment. For example benefits such as gym reimbursements and playroom for relaxing during breaks can attract and motivate millennials while increased health insurance cover, pension raise or flexible working time would be more effective for the baby boomers. 

Conclusion

The development of compensation and benefits is critical to attracting, retaining as well as motivating the workforce. The implementation of a total rewards program ensures that different benefits and rewards are provided to different employees. A total rewards system balanced the financial incentives with the workplace benefits and non-financial benefits enabling organizations to continuously motivate the employees even during harsh economic times. Total reward systems at Makey would help to address its weaknesses such as overreliance on financial incentives which are affected by economic environments resulting in a more robust and comprehensive incentive programs. Rewards and benefits must be well aligned with the organizational values and goals to be successful: this alignment enables organizations to achieve objectives by linking the human resources with incentives.
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