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ABSTRACT

trategic compensation management is
an important tool for HR to motivate
talents to work with the organization

and also maintain those talents in the
long run. The strategic compensation management

is a mechanism to support employees and drive the
organization’s operation result. Good compensation
can motivate employees to work successfully and
support the organization’s objective achievement by
determining compensation management consistent with
the organizational strategy and objective. The strategic
compensation management should have a positive
impact on the organizational operation which reflects
the organizational objectives, direction of framework,
and policy. By using basic understanding, it has a
good balance between the organizational objective and
employees’ needs. However, the strategic compensa-
tion management has to support and drive the good
results in all organizational levels which are connected
to strategic HR management. This means the strategic
compensation management must be consistent with
the strategic HR management for effectively supporting
the organizational strategy.

Keyword: compensation, pay, reward
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