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The aim of the presentation, entitled ‘Reward Management: Valuing our people’ is for senior management to gain a general understanding of the impact of reward strategies and the link to organisational performance.
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(AC 1.1) Reward is about designing and implementing strategies that ensure workers are rewarded in line with the organisational context and culture, relative to the external market environment. (CIPD Profession Map, 2022)
There are a number of areas that can be covered by the word ‘Reward’ however, in the purest sense of the word, it is the cash payment that is provided to an employee for the work that they undertake on behalf of the organisation. In the wider sense, it can include benefits of financial gain or otherwise. Payments can be divided to be both fixed and variable:
Fixed – this is the base level that an employee is entitled to and is covered by the legal employment contract that is in place between the employee and the employer. This can be salary or wages that is repeatedly transferred from employer to employee on an agreed basis. This payment is guaranteed.
Variable – this is where payments are not guaranteed, but can include overtime, bonuses and incentives.
Pay structures should be included in any reward strategy as this plays a part in the culture of the organisation, by attracting the best talent to the organisation as well as retaining the staff that are currently within the company. This needs to be linked to pay progression and also to the variable pay with the utilisation of incentives and bonuses. This will enhance the productivity of an organisation as it will reward the high performers and will only be paid when the desired performance levels have been met.
This can be aligned to the organisational vision so that all employees can be included in the achievement of that goal – through professional development reviews, staff will know what is expected of them on an individual basis, and how these fit into departmental and organisational objectives. Not only does this benefit the employee but also the culture of the organisation as it will develop and grow to be one of learning and resilience.
The distribution of these rewards must be fair, open and transparent and be accessible to all employees for the strategy to benefit everyone. This will enhance the reputation of the organisation and become a high performing company. (CIPD, 2022)
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(AC 1.2) When it comes to the development and implementation of policies around the reward of performance and contribution, there are a number of practices that that need to be taken into consideration. These can be defined in the following manner:
Fair – There are multiple perspectives on fairness at work. In pay terms, and from an organisation’s perspective, we identify three types:
· The fairness of pay outcomes – how the pay budget should be distributed (distributive justice).
· The fairness of the process used in making pay decisions (procedural justice).
· The quality of the treatment people receive when procedures are implemented (interactional justice).
These forms of organisational fairness can create trust because they signal that people are respected and valued. By contrast, if people think an employer’s performance management and reward approach is not fair, they might not want to join or stay with that organisation and may lack motivation. (CIPD, 2022)
Consistent - It also needs to be considered as to how the performance is measured within an organisation – for every role that is undertaken. For example, how is the effectiveness of an admin assistant measured against the CEO with regards to their contribution within the organisation.  How is reward distributed evenly throughout the organisation? (https://www.cipd.co.uk/podcasts/executive-pay, Executive pay, 2019)
Equitable – Equity is positive for the employee when the employee is getting the same compensation as other employees performing the same task using the same set of skills. 'Skill based pay can lead to durable employee satisfaction by reinforcing individual development and by producing an equitable wage rate' (Lawton, 1996).
In developing a reward strategy, it must be competitive with the current labour market in order to attract the appropriate talent and also for the retention of the staff that are currently employed within the organisation. The gradings of roles within the organisation has to be applied sensitively and based on job evaluation compared internally as well as externally. This will ensure that the labour market is consistently applied to all roles.
An example of this is where an employee had been with an organisation for a number of years and when a newly recruited member of the team was onboarded, the longer serving employee was given a pay rise. This was questioned at the time and they were informed that as the new to role individual had negotiated a higher wage than was on the role profile, it was only fair to enhance the wages of staff that were already doing that role. (LinkedIn, 2022).
With regards to a policy for pay progression, there are a number of factors that need to be considered; individual employee performance (although the criteria that is used to be assessed against needs consistent approaches), wider employment rates of pay. It also has to be in line with the legislation that is in place such a National Minimum Wage and Living Wages.
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(AC 1.3) There are a number of ways in which a strategy to reward can be developed and implemented. It should be taken into consideration that employees may not be motivated by the same factors in reward and therefore a ‘one size fits all’ approach cannot be instigated. There was a time when financial gain was the be all and end all for all employees, however, in this day and age, it has become more apparent that other benefits are more sought after. These can include Time Off In Lieu for reward in performance, health benefits, gym membership, travel incentives, insurance expenses as well as financial reward.
It will depend where employees are in their stage of career to what aspirations they have in order to progress, access to promotions, or what their retirement visions are. Other employees may be attracted to an organisation due to the values and mission of the organisation being well aligned to the moral compass of an individual. All these aspects have to be considered prior to implementing a strategy to incorporate reward as if they are not, the organisation may risk losing staff due to the feeling of exclusion. The main point of rewards is to attract the best talent to the organisation and compensate them for the high performance that they provide on a daily basis. (Rose, 2018)
[image: ]
(AC 1.4) There are a number of benefits and rewards that can be included within a strategy to offer to staff as a compensation to their high performance. A couple of those rewards can be seen below:
Pensions – this reward can provide employees with financial security after employment and also to their families. There is a minimum legal requirement that has to be complied with by the organisation, however, there can be allowances applied that exceed this expectation in law. As an example, within Policing, there is an expectation of the officer to pay a substantial amount into their pension, which is matched by the Force and this gives the reward of being able to retire from the Force after 30 years’ service. This is an extremely attractive prospect to many, as those who join the Force at the age of 19 can potentially retire at 49 years of age with a comfortable figure paid into their bank account.
Holidays and Time Off – Again, this is a benefit that is defined in law; however, organisations can exceed the amount that is required. A benefit of this application is that the employee will have an increased feeling of inclusivity with the organisation as well as heightened wellbeing and welfare as the rested period will be more productive than those with less day’s rest. An example of this is within the education sector, staff are given allowance of 35 days basic annual leave allowance with extra days allocated on Bank Holidays and college closure days. Timpson as an example, also gives an employee their birthday as an extra day off per year.
Expenses – organisations can provide expenses for a number of different allowances, such as eye tests, spectacles, health benefits (medical, dentist, gym membership, insurance) as well as company car allowances. This again will increase the feeling of inclusivity to the organisation as well as reducing the stress of costs in relation to these items if they were to be purchased privately by the employee.
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(AC 1.5) Extrinsic rewards are aligned to an external factor in reward – for example when an employee is recognised for the effort that they have put into a project, work stream or achieved the appropriate outcome, they are awarded with recognition that is in the way of financial gain. This could be through extra pay as a bonus or other rewards, such as incentives, travel, medical awards etc. They are classed as extrinsic as these are not controlled or attained by the employee in their daily business, but through the employer as compensation paid on completion of a task. Initially, this can be used as a ‘carrot or a stick’ to attract the individual to the role, or to motivate employees to raise their levels of performance within the organisation. (Landry, 2017 )
Intrinsic rewards are more aligned to the emotion of an employee – being classed as psychological gains. They are classed as intrinsic as they are internal to the organisation and can only be brought about by the employee themselves, they do not require the external factor to experience this reward. This is embedded through the culture, so that the employee can become more autonomous in their work, innovative and a problem-solver. This in turn rewards the employee as they see the fruits of their labour through recognition of the work that they have undertaken. This can increase the levels of performance as the employer promotes the greater performance that is illustrated and can change the culture of the organisation by rewarding this behaviour. Pride in their work. (Khern-am-nuai, 2018)
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(AC 2.1) When a reward strategy is being designed and developed, it is taken into consideration how the application of such policy will enhance the performance of the organisation externally as well as the performance of the staff internally. If there are no benefits identified in the consultation and research phases, there will be no benefit to introduce such strategies. There needs to be a correlation between the values and mission of the organisation aligned to the behaviours illustrated by their employees as well as enhancing performance. (CIPD, 2022) The strategy for reward also needs to be implemented and embedded into other practices that are already in place, such as HR strategies, organisational and people development. This also needs to be undertaken with the succession planning of the organisation taken into account. The strategy will need to look at the talent attraction that is needed for this succession planning and how this is aligned to the recruitment of such individuals, as well as retaining the talent that is already employed within the organisation. Whilst this is being undertaken, it also needs to be considered with regards to return on investment – how much outlay needs to be provided (rewards) in return for the performance of an employee which in turn is representation of the organisation. (CIPD, 2022)
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(AC 2.2)  There are a number of ways that data can be used to reflect the performance of an organisation, surveys are the most effective way in which this data can be captured. Other systems can be to outsource the task to research companies or universities. An example of this is where the 2018 CIPD Reward Management survey report finds a wide range of employee benefits on offer, from traditional benefits (such as a staff canteen or company car) to new perks (such as nap rooms or allowing employees to take as much paid time off as they want). Some benefits have a direct cost for the organisation (such as providing private medical insurance), while others have indirect costs in terms of design, administration and communication (such as an employee network to support diversity and inclusion). (CIPD, Reward management report, 2018)
As a result of this survey, it was comparable to other organisations as to what employees’ expectations were in relation to rewards and trends on employee benefits across the board. Not only did the data reflect on what was being experienced at the time but also to forecast what the future would be like and a cost benefit analysis was able to be conducted as a result.
Other companies have also undertaken such research, such as Deloitte in 2017. The data from these surveys also portray that there are benefits and rewards being sought in relation to financial, physical, social and emotional wellbeing which in turn could review the areas around turnover, staff satisfaction, productivity as well as budget costs versus economic value added to the organisation. 
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(AC 2.3) Built upon the information that has been made available from the data of the survey results, it can be identified that a number of employees are satisfied that there should be a reward strategy in place. With this in mind as well as the data that is readily available, the consideration to implement a reward strategy must incorporate a wide scope of what benefits are available for employees: 
Financial - pay rewards, pay increases and salary progression.; paid leave. There is high importance valued on the pensions that are available for the generation of workforce that is still in place, therefore these benefits need to be applied now, but reviewed in time with the comparison in labour market to review the ideology of younger staff as time goes on.
non-financial benefits - training and development opportunities, childcare supplements. There is evidence to suggest that there are requirements in relation to coaching and mentoring cultures within organisations, as such, apprenticeship programmes could be included in order to enhance the learning, knowledge and understanding of staff and to grow the talent that is already employed within the organisation.
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(AC 2.4) There are a number of legislative requirements that impact the reward practice. As an example, the Equality Act of 2010 provides that men and women, who are in the same employment and perform the same work, must receive equal pay unless any differences can be justified. (CIPD - employment law and equal pay, 2022) It must be clear that there are differences in the output of the role rather than the individual that performs that role. If the knowledge, skills, and decision making required for the role is similar for both males and females, then the pay that is compensated for that performance must also be equal.
Other legal obligations that must be met are those of National Minimum Wage along with the reporting on gender pay gap and the executive pay ratio. This was introduced to ensure that consistency and fairness was applied to all employees in line with the requirement that are reporting mechanisms in place and every employer will be reviewed in order to ensure that compliance is in place. There are other scales that have been introduced alongside this legislation that covers apprentices and young people and these are all part of the same law that must be adhered to. As well as the wages that are to be paid, there are minimum days and periods of rest that an employee must be allowed to take from the employer. 
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(AC 3.1) There are a number of approaches that can be undertaken in relation to performance management. The main review tool is that of the professional development review (development and assessment profile as it is known in my organisation). This is the most efficient resource to utilise across the whole of the organisation to ensure inclusivity and that all staff can and will work towards the business objectives and mission for the year under review. The aims and objectives that can be set are individualised dependent on role and responsibilities and will map across to the bigger vision of the organisation. This not only holds employees accountable but can also be used for reward linked to promotion opportunities. PDR systems can incorporate SMART action planning for team members (giving accountability to line managers to conduct the reviews and record such conversations), as well as undertaking training needs analysis to ensure that the culture of the organisation is one of continuous learning. Performance management can also include peer review, evidence of good work which has been identified during the period of review (this can be internal or external to the team) as well as 360° feedback. This can be a tool to receive feedback from a number of employees rather than the normality of being from line manager or supervisor. This system can also review the organisation as well as individuals and raises awareness to the areas identified for development as well as areas that are positive and excelling in performance. (College of Policing, 2022)
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(AC 3.2) People professionals have a role in supporting line managers to assess the competence of their staff under their responsibility to ensure that the organisation retains and grows talent within the workplace to accommodate the requirements of the service delivery that is accustomed within that organisation. People professionals will rely on the line manager to review the performance of their team and to record this against the values framework that is utilised consistently across the organisation. The criteria that is required is the framework that is applied to all reviews for all employees. The people professionals can review all assessments to ensure that the minimum standard of fairness and equality has been applied across the board. The decision making can also be assessed to ensure that there is openness and transparency in the outcomes that have been reached and justification recorded complying with any legislation that has been followed. If any issues have been highlighted, the people professionals are in a position to support the line managers and provide advice and guidance as to what steps are required to undertake through the relevant process that is being applied. 
There is a requirement that the line managers have the appropriate training and learning resources in order to carry out this role. There are a number of skills that need to be developed and practiced in order to lead a team efficiently and effectively. (Doyle, 2006)
People professionals can also assist in ensuring that the staff are aware of the benefits and rewards that are on offer and what actions and performance levels are needed in order to be eligible for the rewards that are on offer. This can also add to the staff satisfaction as it can boost morale and overall wellbeing of the employees. (CIPD, Reward management report, 2018)
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(AC 3.3) It is important that line managers are aware of the criteria that is being utilised for the assessment of their staff to be undertaken. This is to be a consistent approach across the whole organisation so that it is open, fair and transparent and also giving the opportunity to appeal should there be any feelings of grievances that come from the review of performance. Judgements need to be made on ‘organisational competence’ and professional assessment. The way in which a line manager may assess their staff can be done in a number of ways, this can be done through the annual career review, as well as peer feedback and 360° feedback that can be arranged from a number of staff across the organisation. There must be a learning culture embedded amongst the leaders of the organisation in order for them to develop their staff, coach them into the best versions of themselves and to grow the talent for the organisation to be successful. 
There must be a form of autonomy for the line manager to reward their staff in the best way that is felt for the individual – not a blanket approach. What may suit one member of the team can differ hugely to another, whether this is for time off in lieu or annual leave versus financial reward through bonus payments or incentives. 
It must be recorded in a manner that complies with the ethics of the organisation and would undergo any scrutiny successfully. This is where the organisation should have a succinct database for all reviews to be recorded and documented so that it can be an open and transparent process for all staff to undergo. By completing this process, the organisation can be sure that they are treating all employees fairly and in line with the policies that are in place. 
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