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Welcome to this presentation.  My name is Bethan Spice and today we will be looking at Reward Management, and its importance.
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[image: ]The main things we will be covering, and the desired learning objectives include:
Read the points from the slide above
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1.1 - The reward strategy has multiple roles in an organisation.  It is important to develop a culture that encourages high performance to support the achievement of organisational goals. (CIPD, 2021).  
When Reward is mentioned within an organisation it is automatically assumed that cash is being discussed.  But it can also include other benefits including non-pay benefits. (Reward: an introduction, 2021).  Rewards regarding pay can include fixed pay, such as wages or a salary paid to an employee for hours of work completed.  Other pay variables include payments for overtime and bonuses. (Reward: an introduction, 2021). 
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Read the quote from the slide –
This demonstrates that reward is not always about finances, and can include (see next slide)
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Flexible working – Offer employees the opportunity to work from home where possible or switch their hours around to suit them better. This level of flexibility can be adjusted for employees as a great non-monetary reward option.  
Extra leave – Offer employees an extra day annual leave, or extended lunch breaks.  Does the nature of your organisation allow employees to finish early one day a week?  Although this will depend on the type of organisation, it will be a well-received reward.
More responsibility – Some employees will respond to this better than others as they will welcome and appreciate the challenge and responsibility.  Most employees will want to apply new skills and experience gained.
What do employees want? – By asking employees what rewards they would like you are more guaranteed to ‘get it right’.  Do they want additional time off?  Do they want a work-related get together?  Do they want time to work from home?  A personal reward is likely to be more effective and it shows your employees that you care.

Armstrong & Taylor (2014) also state that rewarding people fairly and consistently is the overall objective. 
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1.5 - One of the key principles of reward management is that rewards can be intrinsic or extrinsic.
Intrinsic – this refers to incentives which encourage employees to stay within the organisation.  An intrinsic reward is an internal reward that employees experience from completing tasks successfully.  Intrinsic rewards are mostly psychological and are based on the efforts and abilities of a person.
Extrinsic – these rewards are usually financial rewards given to employees i.e., a pay rise or bonus.  These rewards are not related to completing the work itself – they are controlled by people other than the employee. (Taylor and Woodhams, 2016).
Another key principle is that employees are rewarded for their contribution and consistency. If reward methods are designed based on employee preferences, they may be more engaged and employee engagement maintained. (Taylor and Woodhams, 2016).  To uphold consistency, you should monitor and review how your employees are using the reward and recognition programme.  Let them know they are free to raise concerns.  A reward and recognition platform allows you to execute your strategy and processes in one place that can be accessed by everyone in the organisation. (White, 2021).
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1.2 – Policies are a source of guidance on how to handle a wide range of organisational issues. They are a plan of action. The document includes information about the principles, rights, and responsibilities of managers and employees.  Policies should cover a wider strategy to reflect the unique culture of the organisation. Strategy is a framework that supports organisational objectives by looking at long-term issues such as people resources and structures, as well as bigger concerns such as company values and commitment. (HR Policies, 2022).  
Policies need to be introduced as they play an important role in supporting cultures of fairness and trust.  Assimilation policies were introduced to the UK in 1965.  They were an attempt to erase cultural differences between various groups of people.  They outline the responsibilities of the employer and the employee.  Policies offer guidance, support business strategy and should comply with new or existing laws. (HR Policies, 2022). 
In terms of the reward strategy development, an organisation should consider the pay structure and offer a framework that encourages job satisfaction and understands how different aspects of a job can impact one another in the workplace, as well as in the wider labour market.  In policy development, different levels of pay are an essential element to consider.  Employees vary in skills, attributes, and abilities, and employers themselves differ in terms of culture, performance, and ability to pay, so there are often different wage rates in the market for the same job. Therefore, organisations need professionals to help them decide where they should position themselves in the labour market to achieve their business goals. (Understanding the economy and labour market, 2022).
It is essential that all policies meet the needs of your own organisation, and they must be fair and consistent to all employees and stakeholders.  To create and maintain a fair and consistent pay/reward policy, the organisation must establish the pay policy line.  This will be developed and monitored by management based on current assessments of internal factors i.e., pay rates, and external factors i.e., labour markets. (Pay structures and pay progression, 2022).
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Read the quote from the slide
(If your organisation is thinking about putting rewards in place, the advice from CIPD is worth noting as it will help direct you.  Policies and procedures are in place to support employees and employers and may well be of great benefit if an organisation is ever facing court proceedings or a tribunal). 

Slide 9
[image: ]
1.3 – Organisations are showing a high level of commitment to reinforcing reward practices that are in line with other HR practices and the goals of the organisation for attracting, retaining, and motivating employees. Rewarding employees who are results-oriented helps to attract and retain professionals who are capable of thriving in a performance-based environment. An effective reward system should be linked with the performance development system, which is focused on performance-based pay and offers ample learning opportunities as well as a healthy work environment. Rewards can be motivating for employees if they are given in the right circumstances. Some methods that may improve the effectiveness of rewards seen on this slide.
It is often noted that employers have ‘favourites’ amongst their employees, but reward structures in an organisation must follow the principles of fairness, justice and equality. (Performance Management and Reward Practices, n.d.).
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1.4 – Employee benefits are a good way of attracting and retaining people.  They contribute towards wellbeing as well as encouraging necessary behaviours, skills, and values. (Employee benefits: an introduction, 2022).
Employee benefits are non-salary rewards that can vary from company to company.  Although some employee benefits are mandated by law i.e. minimum wage, other benefits are provided by employers because they feel socially responsible for their employees. (Types of Employee Benefits and Perks, n.d.).  


(Slide 10) – types of benefits and their merits include:
Healthcare and risk - These are benefits that are designed to help employees stay healthy and productive. The merits in this category include occupational sick pay, employee assistance programs, life assurances, eye care programs, and discounted gym on site programs.  (Admassie, 2019). These approaches help to ensure that workers are protected so that they can do their best work.
Pensions – These are a legal requirement which is costly to the employer.  The merit with this benefit is that employees have more freedom over how to withdraw their money from their pension. (Workplace pensions, 2022).  It provides income to an employee at an older age, and dependants can inherit the pension in case of the members death. (Admassie, 2019).
Holidays and time off – By law employees are entitles to a certain amount of paid annual leave. Some organisations will offer more than the minimum.  Statutory entitlement included maternity, paternity, adoption, paternal and bereavement leave. The merits of holidays and time off is that it helps reduce stress and boosts help by avoiding burnout. Other non-mandatory rewards can include paid time off for events i.e., child school events. (Employee benefits, 2022). 
Flexible working hours – The recent ‘Health and wellbeing at work’ survey shows that employees who work flexible hours have a better level of job satisfaction.  The merit of flexible working is that it can reduce absence rates and it allows employees with disabilities to manage their health conditions, as well as reducing stress and supporting mental health. (Health and wellbeing at work, 2022).  The impact of Covid saw many employees working more flexibly, and with more flexibility comes a boost in employment. (Gov.uk, 2021).
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2.1 – To introduce a reward system into an organisation, the organisation needs to evaluate the impact the reward environment will have on the goals of the business.  Organisations need to revise the ways in which they deliver services to deliver high performance and be competitive. (Taylor and Woodhams, 2016). A reward system needs to fit in with the organisations development practices and the HR strategies in place.  The reward system is evaluated based on the key stakeholders who are mostly affected by it. The business rationale for implementing a rewards system is to attract and retain the best talent. To keep up with the increased demand for employee talent, it's important to create a reward system that is fair for all regions. Since the Covid pandemic, employees have had the freedom to work from anywhere, which has led to an increase in remote work. With the globalisation of business, employees aren't constrained by where they are located, so the organisation can recruit anywhere worldwide.  The benefits of engagements need to be weighed against the costs, to make the most effective decision for the organisation. A consideration of how rewards are communicated can have a positive impact on business performance. This is especially true when the goal is to motivate employees.  (Taylor and Woodhams, 2016).

Slide 12
[image: ]
2.2 - Benchmarking is a way to see how your competitors are doing and see what they are doing that has made them successful. When using process benchmarking, data is gathered through research, surveys, and website visits. This information can be helpful to people who are working on similar tasks and objectives. (Reddy, 2022). 
There are 2 primary types of benchmarking: (see and read next slide -13).
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1. Internal benchmarking – comparing practices and performance between teams or individuals within the organisation.
2. External benchmarking – comparing organisational performance towards organisations peers or across organisations. (Reddy, 2022). 
Before comparing your organization to others, it is important to understand what your organization's functions and processes are. This will help you to measure your own performance against this baseline.  
Employee turnover, profit margins, payroll data, revenue growth, productivity and reward budget costs are all determined by the effectiveness of benchmarking. When making decisions, be sure to consider what will best benefit your organization, not what is common or successful at another organization.
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2.3 – In the current global economic crisis, it is more important than ever to conduct market rate research to ensure that companies are making raises in line with industry standards.  (Market Rate Surveys and Reward Research, n.d.).  An organisation can develop a reward package based on the benchmark data and other resources. It is important that the proposed reward package considers the total reward approach. The total reward package includes all the benefits and rewards that are important to employees, such as flexibility in working hours and fair pay. The total reward package has a significant impact on cultural change, as it can focus in part on employee empowerment. (CIPD, n.d.).
The employer's reward package should many employee benefits, ranging from benefits that are common to most companies to those that are specific to the company. see slide 15. (Redman and Wilkinson, 2002).
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2.4 – Legislation can impact on organisations as they must be complied with.  If an organisation is acting ethically and within the law, employees are more likely to work harder and remain working for the organisation for a longer period.
Equality Act 2010 – This gives men and women the right who are in the same employment doing the same role to receive the right equal pay.  This can only be wavered if any differences can be justified. Since 1975, the full-time gender pay gap has narrowed, thanks to equal pay legislation. The reward system needs to make sure that both men and women are treated equally in any kind of reward scheme, this includes financial rewards as well as other benefits. (Gov.uk, n.d).
Working time regulations 1998 – Employers have a duty of care to all workers.   The WTR implemented provisions of the EU Working Time Directive which is aimed at protecting workers health and safety. (Reward: an introduction, 2021). 
The WTR currently provide employees with the following basic rights, and must be adhered to when implementing rewards:
1. A limit if an average of 48 hours a week over a 17-week period which an employee can be required to work.
2. A limit of an average of 8 hours work in 24 hours which night workers can work.
3. A right to 11 hours rest a day.
4. A right to a day off each week.
5. A right to an in-work rest break if working longer than 6 hours.
6. A right to 28 days paid leave for full-time workers per year. (Working hours and time off work, 2021).  
National Minimum Wage – This is an hourly rate which applies to workers between the ages of 16 and 25 years.  It varies depending on the age of the employee, and any employee over the age of 25 is entitled to the National Living Wage (NLW).  These rates of pay must be considered and adhered to when implementing rewards. (Assistance with pay and reward strategies, n.d.).
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3.1 - Performance management helps people to get focused and get the work done so that they achieve their desired results. The approach is focused on what needs to be done and how it should be done. The goal is to achieve the desired outcome.  The main objective is to help employees develop and to provide support, which in turn improves performance amongst employees, teams, and the organisation.  Performance management is linked to reward as well as career progression. 
There are different types of approaches to performance management including:
1. Coaching – coaching usually comes in the form of 1:1 meetings between employer and employee.  Its aim is to improve performance at work.  Coaching focuses on specific skills, and unlike 360-degree feedback it can provide employee performance objectives.  It can also present bias as it has been mentioned previously that employers can form better working relationships with some employees more than others.  Coaching does have the advantage where it can deal with conflict situations, and it can deal with the impact of change on an individual’s role.  It also allows an employee to assess their own strengths and weaknesses. (Coaching and mentoring, 2021).mentoring, 2021).
2. 360-degree feedback – this allows an employer to get feedback from multiple people including colleagues, managers, and stakeholders.  It can be done via an online survey. Due to the number of respondents this is quicker than 1:1 meetings and as it is anonymous, it allows participants to be honest.  It can help identify the strengths and weaknesses of an employee and is likely to not be biased due to the number of sources providing feedback.  However, it cannot accurately provide employee performance objectives, basic job requirements or performance metrics. (What is 360 feedback? 2021).
3. SWOT analysis – A SWOT (strengths, weaknesses, opportunity, threat) analysis is helpful when matching an organisations goals to the environment in which it works.  This can be used when generating new ideas, problem solving and personal development planning.  It is advantageous as it is flexible and allows an employer to identify areas on which to build.  This can then be used to set employee performance objectives in line with the overall goal of the organisation.  The disadvantage of a SWOT analysis is that in needs to be done regularly to be effective.  (SWOT analysis, 2021).
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3.3 – There are different ways in which line managers make reward judgements. They conduct annual or periodic reviews of employees' abilities and performance, working with staff to understand their strengths and identify areas for improvement.  (Russel et al., 2018).  
Line managers can make a difference in (read aloud points in orange boxes slide 17).  By using the different resources that are associated with performance assessment, they can collect data on employees. For example, they make assessments based on the Key Performance Indicators (KPIs), which may measure employee productivity against set goals. They also use other tools, such as 360-degree feedback, to review an employee's ability and performance more thoroughly. They provide routine feedback on employees, which is a key when providing the needed judgement on rewards. (Russell et al, 2018).
Line managers need to be equipped with the right training and tools to support and develop their team.  They need up-to-date knowledge on the organisations policies and what the overall objectives are.  They provide information and feedback about their employees, and this helps to reward them correctly. Line managers have a great impact on employee attitudes and behaviour. Their work is vital to creating, nurturing, and sustaining an ethical culture and an ethical workforce. (Line managers' role in supporting the people profession, 2022).
Poorly designed or improper HR policies can be 'saved' by appropriate management behaviour. Similarly, 'appropriate' HR practices can be revoked by poor management behaviour or weak leadership. (Role of line managers in reward management, n.d.).
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3.2 – Line managers need to be trained and kept up to date with all legislation changes, and they should have input into the production of the organisations policies and procedures.  Many HR activities have now become the responsibility of line managers, including data gathering and input, staffing requests, payroll information and record keeping.  Line managers are also expected to coach employees and support them with their development.  To deliver good people management, line managers also need to be managed.  A strong supportive framework will allow them to gain confidence in their role. (Line managers' role in supporting the people profession, 2022).
Employers spend a lot of time focusing on attracting and retaining employees to meet the needs of the organisation, but to get it right they need to depend on their line managers to provide the right judgements on the employee’s capabilities. By communicating the reward package to employees, it can help them to engage and reinforce organisational values. For a line manager to meet the necessary goals they must be supported with the training, tools, and resources they need to communicate the reward offer fairly and effectively. However, it is not enough for organisations to educate line managers about the behaviours required; they must also ensure that the environment and culture in which line managers are encouraged to show positive behaviours is developed. (Line managers' role in supporting the people profession, 2022).
Line managers play a key role in evaluating and recognising the performance of individual employees within their remit. They can use non-financial rewards such as token gestures to employees with potential to motivate them, provide them with a work-life balance plan, and provide them with additional job opportunities.  Line managers should align their decisions with the organisation’s strategies, values, and beliefs.  From records and data provided by the line manager, employers should be able to decide on what rewards can be implemented and how. (Line managers' role in supporting the people profession, 2022).
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2.3 – I no longer work for a company where I can gain access to benchmarked data.  My answer for this slide is based on the knowledge I have of the company I previously worked for.
(Improving my organisation) – Based on benchmarked data from CIPD, as well as other resources, it is possible to develop a rewarding organisational structure.  It is important that the proposed reward package supports the organisations objectives.  My organisation is aiming to apply the ‘total reward’ approach but based on data it shows that financial rewards are currently the most attractive.  These rewards include:
1. Salary progression based on performance (for senior managers only).
2. Additional percentage paid into pension fund (for senior management only).
Regarding non-financial rewards, the organisation offers very limited rewards.  The do offer ‘flexible working’ to senior managers, but they are now looking to offer more to retain staff (they currently have a high staff-turnover).
Before looking at how to develop a reward system it is important to look if your organisation meets the existing benefits meet the need of the organisation, and its employees.  Check how rewards are being communicated.
My suggestion to improve the organisations approach to reward is as follows:
1. Develop performance management cycles – regularly review the organisations performance management cycles and make them more effective than the previous one.  The management cycle will help align the success of employees with the success of the organisation.
2. Introduce job design strategies – introduce strategies that improve work motivation i.e., job rotation, alternative work schedule options.
3. Introduce job evaluation schemes – measure the skills and responsibilities of your employees (this is done through regular appraisal, training, and mentoring).  Introduce pay rates based on performance.  Look at national job profiles and set the basic pay for employees.  
4. Ask employees what they want as a benefit – they want to know if they are doing a good job and be recognised for it.  Employees want to feel valued and appreciated.  This is turn improves motivation and performance. Some benefits employees said they would like to see in a recent questionnaire (anonymous), included:
      *  Additional annual leave days for each year they have worked in the organisation
      *  Childcare vouchers
      *  Additional sick pay
      *  Allocated lunch breaks and coffee breaks away from the service users (care setting)
By recognising what employees want and ensuring that your organisational culture is focused on supporting their purpose and potential, you will help your employees fulfil their potential and achieve their goals.  You can also sustain a positive work environment where creativity, productivity and respect are promoted. 
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