a. | Do you think it is a good idea on the part of any management to award employees with merit issues? Why or why not? Discuss and debate. What factors should management consider in your opinion? Substantiate with many relevant organisational examples. ( Discussion on how to motivate employees at the workplace should be seen as it has become a challenge for employers today. Some Employers do give ESOP, Profit sharing, Scanlon plan, Annual Bonus, Gain sharing and Merit plans. Give relevant examples) | 
b. | Some organizations do a thorough job analysis first and then human resource planning as part of a restructuring process. What makes more sense to you? Why? If actual performance of the human resources plan differs from desired performance, what remedial steps might you use? | 

| 

Introduction: 
The idea to award or reward employees based on merit plays an important role in the human resource management. According to John Brattaon (1999) reward management is one of the central pillars of human resource management. As it is considered to be one of the pillars of human resource management this idea of rewarding or awarding employees looks viable and productive. It plays an important role in motivating the employees as well. If we look closely at the motivation theories such as the expectancy theory, need theory and the reinforcement theory there is a very strong co-relation between people motivational needs and the reward as “People generally prefer to do what they are rewarded for doing”. (Pattanayak B., 2005). This idea about rewarding employees is not only beneficial to the employees but the employer as well. It helps the employees in: Increased Earnings, Improvement in productivity, Employees become Innovative and High Morale & Motivation. It helps the employer in: Cost reduction, requires less supervision, improvement in workflow, work methods and man machine relationship, better time management, adoption of better and good practices, Ex- reduced wastage, reduced absenteeism and increased output. Rewarding employees based on merit can be very helpful for an organization and the results can be highly positive as mentioned above. However, before announcing or following a merit based reward strategy the management needs to consider some crucial factors about developing a reward strategy which is beneficial to both employees and the organization to achieve its objectives. According to Michael Armstrong (2004) the aim behind developing reward strategies should be to ensure the policies and procedures are aligned to Business & Human Resource goals. The foundation stone for the reward strategy should be in sync with business and human resource strategies along with the culture, climate, and management practices of the organization, type of staff employed 
After the discussion about merit pays and its developmental strategies organizations also need to move towards keeping its workforce happy and motivated and to do so it is imperative for organizations to do something extra apart from their regular duties. Organizations need to think beyond the basic remuneration options. Organizations can look towards, helping employees with their career goals, helping employees to learn new skill, using flexibility options, job enrichment, job enlargement, buy putting right employees in the department, proactive and regular communication, regular appraisals and feedback, recognition and reward for ideas or competitive intelligence etc. 
Job analysis and human resource planning (HRP) are integral part of human resource management (HRM) as it is important for an organization to understand the job requirement by the means of a methodical job analysis which is followed by proper HRP to fulfill the work force requirements by the organization. Job analysis also helps in human resource planning as it specifies the task and gives away the number of required individuals. Job analysis helps the organization in general recruitment and selection processes so it can be said, Job analysis is an integral part of the recruitment process. “The first step in successful selection is accurate analysis of job”. (Pattanayak B., 2005). And human resource planning is considered as strategy for the acquiring (recruitment/selection), utilizing (deployment), improvement (training and development) and retention of an organizations human workforce and according to Tapomoy Deb (2006) human resource planning is also responsible for putting right people with the right skills, in the right place and at the right time. So if the above statements are linked it would not be wrong to say that job analysis is pretty much the first step and human resource planning comes behind it. 
The idea to award or reward employees with based on merit plays an important role in the human resource management and according to John Brattaon (1999) reward management is one of the central pillars of human resource management. So if we consider it to be an important pillar, then the idea to reward employees sounds quite productive. It plays an important role in motivating the employees as well. If we look closely at the motivation theories such as the expectancy theory, need theory and the reinforcement theory there is a very strong co-relation between people motivational needs and the reward as “People generally prefer to do what they are rewarded for doing”. (Pattanayak B., 2005). As per Srinivas R. Kandula (2003) organizations spend considerable amount of time, money and efforts to obtain superior performance from employees. This is because the idea about rewarding employees is not only beneficial to the employees but the employer as well. 
Example 1: In 1994 Godrej and Boyce switched to a “pay for performance plan” (PPP) where each function was responsible for all its products which resulted into individual awards, offered on the basis of achieving function specific targets. For instance, a manufacturing manager meeting the production /delivery targets earned a flat bonus. 

Benefits to the employees: 
* Increased earnings: Gives the employees a chance to earn a premium beyond the prescribed wages. 
* Improvement in productivity: As employees work harder to get the job finished within the prescribed time or perhaps before time. 
* Employees become Innovative: Innovation in the ways of completing work For Example- management is informed about wasteful practices. 
* High Morale & Motivation: Morales are high when rewards are directly related to performance 
Benefits to the employer: 
* Improved Performance: Integrating the merit pay / reward policy with the key strategies for growth and improved performance. 
* Reinforcing Values: Reinforcing the values of the organization especially the ones related to innovation, teamwork, quality and flexibility. Along with the culture and management styles. 
* Attracting and retaining employees: Providing a competitive advantage to attract and retain employees with desired skill set and enabling the organization acquire value for money for its employees. 
Benefits are one side of the story and to have a successful strategy organizations need to have the absolute understanding of reward management or merit based pays. As it should be able to formulate and implement strategies and policies, that aim to reward employees based on their performance and value to the organization consistently fairly and equitably (Armstrong M., Murlis H., 2007). It is imperative to develop a compensation philosophy that defines the maximum and minimum pay for every job in the grade. (Secord H., 2003) 
* It is appropriate for the culture, size and complexity of the organization along with the level of people employed. 
* It should be flexible to external and internal changes. 
* It should allow access to reward outstanding performances, yet still recognizes and reward the core employees. 
* It should clear and logical for effective and easy communication to the employees and should clarify reward opportunities along with career paths. 
* It should be able to meet the demands of the business strategy and not to forget the cost constraints. 
Example 2: “TD Waterhouse International extended its flexible benefits scheme into a complete reward strategy that also encompasses pay, paid leave for corporate responsibility projects, health and wellbeing sessions, social and team events, and one-off incentives such as the quarterly TD champions. Because this entrant pays at the median, it is using this strategy to make itself stand out in the recruitment market”. (TD Waterhouse international was the runner up at the Employee Benefits Award, 2010 for most effective total reward strategy) (Web 1) 
While trying to implement a reward strategy which is directly linked to increasing an employees pay there are a lot of factors need to be examined, such as performance, improvement in performance, market competitiveness, pay relationship with peers and the allocated budget. Performance and improvement in performance can judged using an effective performance appraisal which has clearly defined process and measurable evaluation criteria. These factors should be based on each company’s goals, objective, compensation philosophy, size, culture and shared values along with the business plan. (Berger L., Berger D.2008). The performance based pay increase can be tied up with a combination of results such as what was accomplished? And individual competencies employed such as the ways to accomplish the task. This technique utilizes the salary increase matrix in two magnitudes; they are results performance and contribution by the individual. The first magnitude gauges the performance achievements (Outcomes) of a team or an individual while the second magnitude helps to summarize the individual contribution or application of one’s talent. “The Intersections between these two dimensions provides the target pay increase”. (Berger L., Berger D.2008). However there could be a difference in the actual pay as it is determined by the external factors such as the allocated budget level in salary level etc. One more alternative used by a few companies is to make use of the data available by measuring both team and individual performance together and decide the payout upon that. According to Berger L. & Berger D (2008) if the said process is managed well it can affect the overall performance of the organization in a very constructive manner. 
Example 3: According to a survey conducted by the Institute of Management & Administration (IOMA) conducted in the USA shows that about 63% of the employers are planning to handout bonuses to its employees. Results of survey conducted are given below. (IOMA, 2010) 
Results of survey conducted by IOMA (2010) 

However, there has also been some criticism and scrutiny of the reward strategies in the recent past. Professor John Purcell called the reward strategy an illusion in the boardroom at one of his recent conferences. The main criticism focus is on two areas: 
1. In practice it is quite difficult to make change in the reward system. 
2. In reality reward strategies are not being influenced by business strategies primarily. 
Based on the findings of research conducted by Cox & Purcell in 1998 it is visible that a combination of internal pressures, expectations and history make the use of strategic reward system extremely difficult. (Brown D, 2001). 
Example 4: According to Michael Porter’s (1997) speech at the IPD national conference many of the recent developments in reward strategy have a striking similarity, illustrating about the focus on best practice relying on benchmarking, in absence of genuine strategic direction. (Brown D, 2001). 
Example 5: According to the research conducted by Towers Perrin in 1999, results demonstrate evidence that organizations are facing problems in order to implement reward strategies. 
Towers Perin Survey (1999) 


This essay has brought up a lot of benefits and issues attached to the reward strategies. After critically analyzing all the aspects of the of various types of reward strategies and going through some real life personal experiences in my opinion a good reward strategy has more benefits when compared to issues related to it. So, in my opinion it would be beneficial to implement a reward strategy. This shall be helpful to both the employees and the organization. 
Rewarding employees has always been considered as a method to keep employees motivated and satisfied however, employee motivation at the work place has become one of the major challenges for employers, like managing a diverse work force, planning and mentoring programs, organizing talent strategically, etc. (Web 2) And we have seen organizations giving away many options to the employees such as the employee stock option plan, profit sharing, Scanlon plan, annual bonus, gain sharing and merit plans and many other performance incentives. 
Example 6: In 1994 Infosys allotted 750,000 warrants to the Infosys welfare trust for its first ESOP. 
Example 7: Wal-Mart stores Inc. have been sharing profits with its employees since 1971. 
However the question needs to be asked. Is it enough to keep your work force motivated? To answer this question lets first look at the Maslow’s “Hierarchy of needs Theory” 
Maslow’s - Hierarchy of needs 


If we look at the Maslow’s theory above, all these options like employee stock option plan, profit sharing, Scanlon plan, annual bonus, gain sharing and merit plans to keep employees motivated do not go beyond the safety needs which is only the second stage out of the five advised by Maslow. Looking at Maslow’s theory it can be stated that these options can keep the employees motivated for a short term but to achieve the desired objectives it is important that organizations must look at the long term plan instead of a short one. 
To confirm what Maslow suggests, let us analyze one more theory briefly which is known as the “Two Factor Theory” by Frederick Irving Herzberg. 

Herzberg’s- Two factor theory 



When we look at the Herzberg theory above it can be stated that out of the three motivating factors only two are being fulfilled by the above mentioned options and that too partially. It is only a little bit of financial growth and may be merit pay gives a sense of achievement. 
Example 8: Siemens has adopted both the theories mentioned above to keep its workforce motivated. Siemens provides the opportunity for employees to fulfill their higher-order needs. For skilled, creative workers, like engineers, these are likely to be of great importance (Web 3) 
Now the question remains; what are the other options available, which can be used by organizations to keep its workforce motivated? 
To answer the question we first need to define what motivation is considered in an organization. As per the theory suggests “The process that accounts for an individual’s intensity, direction and persistence of effort towards obtaining a goal and specifically an organizational goal”. If the theories are to be followed there are different ways of motivating different individuals as each individual is different and people’s satisfaction level is different however there are some standard ways of motivating people which generally affect the masses. Few of them are mentioned below: 
Recognition: In order to use recognition as a tool to motivate employees it is important that the results of one’s activities must be visible to everyone. Which can be done in several ways, the process of performing activity should be visible, the product of the activity may be visible and some other results of the activity may be visible. (Richard S. & Marshall F., 1987) 
Example 9: Exl service (I) Ltd. recognizes employees by weekly performance updates and a monthly STAR performer award and the star performers go on a dinner with the top management, this has been found really motivating for employees. (Personal Experience) 
Example 10: There are many companies such as WNS global services which hold an annual award function to recognize and reward people with trophies and certificates for their contributions towards the organization. (Personal Experience) 
Fun at work: Such an approach has been introduced to the global business environment because of surfacing of a diverse economy in the last 30 odd years with new businesses like media, finance, technology and entertainment. These industries generally employ a very young workforce. This brings a different prospective to work and gets motivated by completely different methods when compared to the traditional workforce. Making work fun really helps people to stay motivated as the happiness quotient goes up when u are having fun and which pushes the motivation levels as well. “Many firms think work is boring, and think of how they can make it enjoyable.”(Joshi A., 2008). 
Example 11: A technology firm based in Seattle, USA, actually created a fun club of volunteers who would focus on fun activities. (Joshi A., 2008) 
Example 12: In various companies across India fun at work is considered to be very important and Fashion shows, traditional days (where people are asked to come in their traditional dresses), quiz competitions, and other recreational activities take place on a regular basis. In fact at Exl service (I) ltd. they celebrate a FUN-DOO Friday, every Friday of the week. (Personal Experience) 
Holiday and family recognition: According to an employee motivation survey, it has also been pointed out that employees get motivated if they get some time off or they get family acknowledgement and their personal issues are addressed. (Dianna P., 2005). 
Example 13: At WNS Global services employees are given complimentary offs and regular offsite tours are arranged by the company to keep its workforce motivated. (Personal Experience) 
Example 14: Exl Service (I) ltd. runs a counseling service for its employees where you can call a number and get morale support and discuss your personal issues with experts. (Personal Experience) 
Job Rotation: As we all know doing the same work day in and out makes life very monotonous and which more often than not becomes a de-motivating factor in one’s professional life. To kill this monotony and keep the employees motivated a lot of organizations use the job rotation method at the work place where the employee is transferred from one task to another requiring similar skill levels. 
Example 15: At HDFC Bank all employees are involved in the Job Rotation Schedule. The staff gets rotated in every 6 months and the officers get rotated in every 3 years to take monotony out of the work. (Web 5) 
Job Enrichment: The expansion of a job by increasing the magnitude to which the worker controls the planning, implementation, and assessment of the work. It is an expansion of a job that increases the span of employee control or responsibility. This puts the employees to undergo greater sense of responsibility which is linked to higher motivational levels. 
Example 16: In order to lighten the tediousness of monotonous assembly work and its effect on productivity during the 1960’s and 70’s some Scandinavian companies applied the facets of job enrichment which showed improvement in productivity, employee turnover, quality and absenteeism rate. (Basu R. & Wright N., 2005) 
Employee Empowerment: This is a procedure adopted by organizations to allow the employees to take autonomous decisions about diverse aspects of the work they do. It liberates the employee from the coercive control of their bosses. This gives the employee to take decisions in their job and contribute significantly to the decisions involving their work. Its goal is to improve employee satisfaction, motivation and productivity. (Durai P., 2010) 
Example 17: The empowerment strategy at Trane Co. in Lacrosse, Wisconsin meshes with the entire management process, which also includes quality programs and demand flow process that allows workers latitude in making decisions about what they should be working on. As a result the organization has become more streamlined, with fewer managers. (Ginnodo B, 1997) 
Training and development: Training and development are the key factors to keep the workforce motivated as it gives the employee an opportunity to learn new skill, develop themselves into better professional and be ready for growth. As various training & Development programs groom people for the next level and once you are striving for the next level it keeps you motivated. 
Example 18: Tesco uses training and development as a tool not only to motivate its workforce but also helps them in retaining staff as recruiting new staff is an expensive affair. (Web 6) 
Looking at the information at hand it is quite clear that all the motivational strategies mentioned above play an important role in keeping the workforce motivated which is important for any organization as a motivated workforce helps improve upon almost every aspect of business related to employees such as productivity, quality, absenteeism, attrition rate etc. So it would be very handy for organizations to use the strategies mentioned above and use it to the optimum. 
Job analysis and human resource planning (HRP) are integral part of human resource management (HRM) as it is important for an organization to understand the job requirement by the means of a methodical job analysis which is followed by proper HRP to fulfill the work force requirements by the organization. Let’s understand first what job analysis and human resource planning actually is; the focused and systematic process for gathering information on the important aspects of a specified job is known as job analysis. (Gatewood .R, Field H., Barrick M., 2008) Human resource planning determines the human resource necessary to an organization to accomplish its strategic goals. It is the method of ensuring that the human capital requirements of an organization are acknowledged and strategies are prepared and executed to fulfill those requirements. (Armstrong M., 2006 
As job analysis and Human resource planning are defined now and we understand the meaning of these, let’s talk about the importance and usage. The significance of job analysis is not restricted to find out the absolute number of required employees but it also decides the basis of recruitment, selection, performance appraisal, etc. The points mentioned below in this essay would give us a better idea about the importance of job analysis. 
* Reduces Misunderstanding & Increased efficiency and Productivity: After a job analysis is conducted the requirements out of that particular job are clear in the mind of the management and the human resource team which makes it easy for them to educate the employee about the expected output required from the employees under the given conditions. This makes the employees aware of their responsibilities and helps reduce any misunderstandings and enables them to perform their task efficiently and increase the productivity. 
* Greater Job Satisfaction: As job analysis is considered to be a tool to explain the responsibilities to the employees. They get a sense of contentment & satisfaction after completing their pre-determined responsibilities and they stay satisfied with their appointment. 
* Helps Recruitment and Selection: It provides a very strong foundation to the human resource team for recruitment and selection of the employees as it provides information about the skill and qualification required for every job. 
* Fixation of Salary & Wages: As it provides information regarding the skills and qualification required to perform a task along with the nature of the job. Which helps determine the complexity and importance of the task at hand; this gives the management and the human resource team an insight into fixing up wages and salary. 
* Helpful in Training: On the basis of job analysis training programs can also be decided as it provides an input about the required skill set and qualification required to perform a job and if the person appointed lacks any of the skills or required qualification. This gap between the required and the actual can be shortened with the help of training. 
* Helpful in Performance Appraisal: Job analysis is an important tool in setting up the desired standard for work performance. Performance appraisals are conducted on the base of comparison between the actual work done and the standards set to perform the job and efforts are made to find out any deviations. 
* Compliance with Civil Rights Legislation: It helps organization to work according to the compliance and legislation and fit with the laws and other regulations of the country. 
Example 19: The Americans with Disabilities Act was signed into law in July 1990 and states “No covered entity shall discriminate against qualified individual with disability because of the disability of such individual in regard to job application procedures, the hiring, advancement, or discharge of employees, employee compensation, job training and other terms, conditions, and privileges of employment.” (https://sites.google.com/a/g.rit.edu/auknotes/industrial-organizational-psychology/chapter-08-analyzing-work, Extracted on 19/10/2010) 
Example 20: According to a survey conducted by University of South Florida along with NYNEX and IBM at nine geographically dispersed organizations that were considered to have the state of the art job analysis system. The results showed that six organizations said that one or more components of the program met or exceeded the initial objective. (Levine E., Sistrunk F. 1988) 
We have discussed about the benefits of job analysis so far but despite the widespread usage of job analysis it has been subject of criticism by some who believe it is a sheer wastage of time. Few of the common criticisms are they are irrelevant, (ex- too general), quickly outdated, inaccurate, not used or unsuccessful in achieving their tasks & objectives. However, experts believe that these issues can be reduced or avoided without losing out on the remuneration form job analysis. If the organizations keep updating the job description regularly in sync with the changes to the organization or the change made by holders themselves through adjusting the duties. Any difference that has evolved due to stated task or those who are actually performing it should be addressed non productive or inefficient results. Job analysis should not be allowed to put a lot of emphasis on a particular activity as how it should be done as it might result in people and management forgetting about why the job should be completed. Too much emphasis on the process could force the creative approaches out. The maximum emphasis should be on the results and an effective balance should be maintained between process and results. As it is becoming extremely critical for organizations to be successful as group it would be a good idea to provide job descriptions to groups and explain to the team and its members about the expected outcome from the group. One more widely discussed issue about job analysis is changing structure of jobs in ways which gives employee greater autonomy in order to perform the task. 
Example 21: There has been an increase in the number of fixed term contracts and project type jobs which are directly related to the results, leaving the process to perform the task in the hand of the employee apart perhaps some general directives such as compliance, budgets and policies. (Compton R., Nankervis A., 2009) 
After the discussion on the importance of Job analysis let’s get on to the importance of human resource planning. Effective human resource planning caters to long range plans of career development and utilization of human resources. 
* “It helps in better understanding of the human resource implications of business strategies”.(Pattanayak B., 2005) 
* Recruiting experienced and qualified talents in advance of requirements, from the campus and the market. 
* Improvement in planning of assignments along with the employee training and development for future proceedings such as vertical and lateral movements to allow long term expansion of managerial potential. 
* Better control over personnel related costs, by allocating more objective criteria concerning payrolls, relocation, turnover, training and other costs. 
There are three fundamental ways by human resource to help an organization achieve its strategic targets – cost economics, capability to function effectively and capacity to undertake new enterprises and changed operations. Control on compensation, benefits and staffing mix is important for any management as other costs like: costs of capital, material, equipment are uncontrollable because of inflation and at times their scarcity. (Pattanayak B., 2005) 
Example 22: A manufacturing firm established a firm in Gurgaon, India as a step towards increasing its penetration in the market. But after the plant was ready, it was found that local managers with necessary expertise were difficult to find and as a result managers from the US were sent to the location to manage it. The cost of maintaining US-expatriates were extremely high and the individuals fail to make an impact due to the lack of understanding of local languages, culture and the market. After 5 years the plant was sold to a European company. (Pattanayak B., 2005) So it is extremely important for an organization to do a thorough resource planning before they enter any new entity or want to enhance their existing business. 
Nothing comes easy and so does human resource planning, the argument that often has erupted against human resource planning is, that it is not feasible to forecast the required workforce with accuracy. The prime issue with forecasting is that it uses historical data for predicting future developments. The method used to forecast is based on past trends and predictions are based on assumptions with reference to the way organization interacts with its environment. “In practice according to Henry Mintzberg it means, this means that one off events that fundamentally alter the environment cannot be included in the forecasts.” (Taylor S., 2005). This makes its unreasonable and difficult to control. 
Example 23: “In recent years, the most celebrated critic of the business planning processes in general (not restricted to the field of HR) has been Henry Mintzberg. In a series of books and articles he has put forward a view stating in practice all forecasts out to be incorrect and the output makes the planning process delay the achievement of competitive advantage”. (Taylor S., 2005). 
If the argumentation from Henry Mintzberg is accepted it makes decision on human resource planning very difficult. As there are possibilities that the actual performance might differ from the desired plan and the organization might be required to take remedial steps. To cater to a malfunctioning of a desired plan it is important for organizations to work under some buffer and not try to be precise when planning for the human capital. The original plan should be able to accommodate changes as and when required. Organisations should also look to have a contingency plan as it involves preparing for possible responses to a variety of environmental changes or developments. The consequence of a contingency plan would effectively switch a reactive process undertaken to assist the organization to accomplish its goals to a proactive step undertaken prior to the formulation of strategies and objectives. 
Example 24: A company based in UK, Italy and Germany producing 2 distinct household products under a well known brand name. As in 1995 the management decided to close down the Germany unity and produce 1 item each from the other two plants. In the following year managers at the UK plant had retain a large number of employees in new production processes, made some redundant and hired some with particular skill sets. As a result of a contingency planning process, the organization had a good idea of when each stage in the restructuring program had to take place and good estimates of programs cost in terms of recruitment, redundancy and retaining was considered. (Taylor S., 2005). 
If all factors are considered and the job analysis is conducted properly and there is a contingency plan ready for malfunction of the initial human resource planning it becomes easier for organizations control the situation and overcome the problems. So it is suggested that organizations should follow Job analysis followed by human resource planning but always with a contingency plan at hand. 
Recommendation: 
In principle it is considered that a merit based pay would improve an individual’s performance as well as a team, which motivates the workforce to work towards the achievement of common organizational objective. However, if a few points suggested below are considered it makes the strategies more impactful. It should be transparent and easy to understand for every employee. The merit based pay should be clearly and directly linked with an individual or teams performance. It should be customized to provide flexible choices. It should be evolutionary in approach i.e. long term and incremental. 
To keep people motivated it is important to understand the psyche of individuals as different people have different traits and get motivated by different ways. A personality test or a psychometric test would be very useful in defining individual preferences; this can be interpreted and used to keep the work force happy. It could be a very useful in understanding and evaluating the type of workforce an organization has and can design its motivational strategies on that. 
Example 25: Myers & Brigs Type Indicators (MBTI) is one such psychometric test which can be used to measure the preferences of an individual. And based on the results of the test the organization can divide the workforce and link the motivational strategy to it in way that impacts the maximum number of individual. 
While conducting a job analysis, organizations should consider the following factors; proper planning and research should be conducted such as no. of jobs/employees to be considered, time limit, cost factors, type of employees required and education levels of incumbent. Similarly while doing human resource planning; research and analysis of historical data should be carried out. The attrition rate, absenteeism patterns etc should be analyzed properly. The plan should be flexible and should be able to be modified according to the needs of the organization. Along with a contingency plan in case strategies do not produce the desired results there should always be a plan “B” ready to cater to those situations. 
Example 26: “What if” analysis tool will be help full in developing a contingency plan as it would tell us if plan “A” goes wrong what should be the next step. “In larger organizations modeling is a fruitful method, as it gives “what if” answers on the impact of different assumptions about the future” (Armstrong M., 2006) 
Conclusion: 
After looking at the various aspects of this essay it can be stated that merit based pays or any reward strategy plays an important role in overall development and achievements of goals for an organization. As it is an important tool in keeping employees motivational levels up and can also be used as a tool to show direction to individuals and teams to achieve desired objectives for an organization. As explained by John Bratton (1999), it is one of the important pillars of human resource management and is a very productive tool for organizations. This is beneficial for both employer and employees in various aspects such as increased earnings, improvement in productivity, innovation, high morale motivation while for employers it fetches improved performance, retaining and attracting employees and reinforcing values. However its implementation should be based on actual performance, improvement of performance, allocated budget and pay relationship with peers. 
Reward strategy is good for the development of employees and employers but to keep the work force motivated organizations need to go beyond the conventional method and start helping employees with more than just financial rewards. Processes like recognition, job enlargement, employee empowerment, fun at work holidays, and work from home, etc. should also be considered as a part of reward strategy to keep the workforce happy and motivated. 
Job analysis and human resource planning should go in sync with each other. Proper job analysis should be carried out before moving to human resource planning as job analysis defines the role of the job and helps organizations to look for candidates who are appropriate for the job by defining required skill levels, educational qualification, etc. 
As per Henry Mintzberg human resource planning is considered to be difficult as forecasting is based on historical data and trends and to use historical data to predict for the future is always not a good option. However, as discussed in the essay if human resource planning is carried out properly with research and planning along with the help of a “what if” analysis. This gives the organization a chance to be ready to deal with unforeseen circumstances thorough the help of parallel second plan. Human resource planning could be very effective for an organization if the steps above are followed and it would also help the restructuring process and even in a situation where the actual plans differs from the desired one, the contingency plan is always helpful. As it provides a chance to take remedial steps if something goes wrong. 
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