Proposed Incentive Structure for XXX
1. Base Compensation
· Maintain current base salaries for all employees
2. Company-Wide Profit Sharing (30% of total bonus pool)
· Distribute 30% of the £300,000 bonus pool (£90,000) based on overall company profitability
· This maintains a sense of collective achievement and aligns all employees with company success
3. Role-Specific Incentives (70% of total bonus pool)
Directors (50% of role-specific pool, £105,000)
Individual Sales Target Bonus (60% of director pool)
· Set individual sales targets for each director
· Pay out bonuses based on percentage of target achieved
· Example: 80% of target = 80% of allocated bonus, 120% of target = 120% of allocated bonus (cap at 150%)
Business Development Activities Bonus (30% of director pool)
· Track key activities: client meetings, phone calls, account expansions, prospect visits
· Set quarterly targets for these activities
· Pay out bonuses based on achievement of these targets
Client Satisfaction Bonus (10% of director pool)
· Based on client satisfaction scores for accounts managed
Senior Consultants (30% of role-specific pool, £63,000)
Utilization Rate Bonus (50% of senior consultant pool)
· Set target utilization rates
· Pay out bonuses based on achievement of these targets
Client Satisfaction Bonus (30% of senior consultant pool)
· Based on client satisfaction scores for projects led
Project Margin Bonus (20% of senior consultant pool)
· Reward for projects completed above target margin
Consultants (20% of role-specific pool, £42,000)
Utilization Rate Bonus (60% of consultant pool)
· Set target utilization rates
· Pay out bonuses based on achievement of these targets
Client Satisfaction Bonus (40% of consultant pool)
· Based on client satisfaction scores for projects participated in
4. Performance Metrics Transparency
· Share performance metrics regularly across the firm: 
· Company-wide: overall sales, profitability
· Directors: sales figures, business development activity metrics (anonymized)
· Consultants: utilization rates, client satisfaction scores (anonymized)
5. Quarterly Review and Adjustment
· Review the incentive structure quarterly
· Adjust targets and metrics as needed to ensure alignment with company goals
6. Non-Financial Incentives
· Implement recognition programs for top performers
· Offer professional development opportunities for high achievers

Implementation Guidelines
1. Clearly communicate the new system to all employees, explaining the rationale and benefits.
2. Ensure robust systems are in place to track the relevant metrics accurately.
3. Provide regular feedback to employees on their performance relative to the incentive targets.
4. Be prepared to fine-tune the system based on results and feedback.

