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[bookmark: _Toc531206008]Introduction
Reward practice is an integral part of the human resource management of the organisations to sustain the organisational performance, achieving the strategic goals. These practices do not only consider the payment and employee benefits objectives but the achievement of objectives of increased employee job responsibilities, employee recognition, employee training and development. Most importantly, these reward practices vary from one organisation to another based on employee benefits and companies’ objectives. In addition this, differences between the rewards practices are made in accordance with the employee motivation strategies in alignment with the employees’ interests to achieve companies’ objectives. For understanding the effectiveness of these difference between the rewards practices in relation to employee interests and motivation to achieve organisation objectives, this study makes an in-depth comparison and contrast between the rewards strategies of Tesco UK and Woolworths Group Australia. 
The study is going to be developed with the aim to evaluate the rewards practices, as integral parts of HRM, of above-mentioned two organisations in achieving the strategic goals of the organisations. The objective of this study is to compare and contrast two different organisations’ reward practices for the evaluation. 
[bookmark: _Toc531206009]Brief background of Tesco, UK
Britain’s biggest supermarket chain Tesco Plc is now operating with more than 300,000 colleagues and almost 3400 stores across UK and worldwide to serve millions of customers every week through both their online and offline stores. This largest supermarket chain of UK works with the mission to ‘be the champion for customers, helping them to enjoy a better quality of life and an easier way of living’ (Tesco plc. 2018). The goal of their human resource management is to act responsibly towards their colleagues and customers. Customers, colleagues and community are at the heart of their strategic goals to achieve organisational objectives. 
[bookmark: _Toc531206010]Brief background of Woolworths Group, Australia
The largest supermarket chain of Australia, Woolworth Group is now operating with more than 995 stores across the nation, relying on 115,000 team members. This largest supermarket chain of Australia is known to have the most innovative strategies for employee development to provide customers with superior service, value, range and convenience. Their 205,000-team members are currently serving over 29 million customers weekly across their brands. They entirely rely on their team members to achieve the strategic goal ‘to have Customers put us 1st, across all our brands’ (Woolworthsgroup.com.au. 2018). The BIG W team of Woolworths Group works with the strategic vision to make Australians to ‘live big for less’. 
[bookmark: _Toc531206011]Reward practices of Tesco, UK
Designing and implementation of reward practices of Tesco Plc are based on the approach, developed by a framework of common objectives and reward principles to treat its people as the most important assets. Their reward objectives are to attract, motivate, recognise, align and remain. The reward practices of Tesco Plc, UK are developed with the common principles to be competitive, simple, fair and sustainable (Tesco plc. 2018). Both the financial and non-financial reward practices are included in accordance with the diverse background of the workplace, but the reward packages are developed around the objectives and principles. These common reward packages, in alignment with the organisation’s strategic objective, include annual bonus, share incentives and colleagues as shareholders. Moreover, currently, Tesco Plc for their colleagues in UK is bringing back the investors to align their corporate governance practices with executive remuneration policy. 
[bookmark: _Toc531206012]Describe the reward practices in Woolworths Group, Australia
Woolworth Group does not differentiate reward practices from their employee benefits, but according to the Remuneration Report, the company tends to consider only the financial reward practices. The remuneration strategy is considered to be the key matter of financial reward practices to attract, motivate and retain the talents within the workforce. Based on this, the remuneration policy is aligned with the financial and strategic objective of Woolworth Group to recognise its team members to be the major contributors to the sustainable performance (Productivity Commission / Australian Government. 2018). The remuneration system or financial reward practices of Woolworths Group include fixed remuneration, “At Risk” remuneration, short-term incentive plan (STIP) and long-term incentive plan (LTIP). 
[bookmark: _Toc531206013]Compare and contrast reward practices of two organisations
Analysing the reward practices of two supermarket chains, Tesco Plc and Woolworths Group, operating in two different countries, UK and Australia, both similarities and dissimilarities can be found in their human resource policies for employee motivation and interests. Based on these similarities and dissimilarities are resulted in comparative as well as contrasting viewpoints between rewards practices of Tesco UK and Woolworths Australia. These comparative and contrasting viewpoints lie under the reward policies, principles and strategic objectives of two different organisations. At the first place, reward practices of Tesco Plc, UK and Woolworths Group, Australia as well as their strategies and policies reflect the similarities to prioritise employee contributions. 
As commented by Guest (2017) international human resource management practices consider the employees’ roles to be the prior factors to develop reward policies in achieving organisation strategic objectives. Analysing the approach of Tesco Plc towards developing their reward practices, it is comprehensible that the company considers the colleagues’ performances as the key factors to achieve organisational excellence and sustainable performance. Similarly, Woolworths Group, Australia, prioritises the role of employee performance and their interests to deliver sustainable financial performance to the company for achieving both the financial and strategic business objectives of the company. In addition to this, Eisenberger et al. (2016) identified that it is one of the key objectives of human resource strategies to enhance employee engagement through the optimisation of perceived organisational support. 
This optimisation of organisational support lies in increasing employee motivation and retention through the reward practices in alignment with the company’s objectives. As it can be seen in the reward practices of Tesco Plc, UK, which is based on the objectives to attract, motivate, recognise, align and remain or retain the colleagues for long-term. On the other hand, if it is to be seen from the context of the remuneration policy of Woolworths Group, Australia, it can be understood that they have developed remuneration policies with the objectives to attract, motivate and retain people. The comparative viewpoints between the reward practices of Tesco Plc and Woolworths Group also lie in the context of achieving the strategic objectives of competitive advantages. According to Albrecht et al. (2015), employee engagement and motivation are the key factors for human resource practices to adopt an integrated approach towards achieving competitive advantage and sustainability. It is one of the reward principles of Tesco, UK, to develop both the financial and non-financial reward packages to achieve competitiveness in relation to external market situations and internal relativity. In a similar context, Woolworths Group has developed their remuneration policy to sustain the company’s competitive advantage, aligning with external market issues. 
Along with the similarities in making comparisons between the rewards practices of two largest supermarket chains of UK and Australia, a contrasting viewpoint can also be found in the opposite characteristics of their reward policies. As commented by Fisher (2015) the objectives of strategic reward and recognition are to be achieved through both the monetary and non-monetary incentives. In this context, it can be seen that Tesco Plc, UK, aims to assess competitiveness of their reward principles and packages through both the financial and the non-financial rewards. On the contrary, Woolworths Group, Australia, does not develop any specific reward practices rather they focus only on the financial remuneration policies to deliver competitive advantages, protecting the interests of the shareholders, prior to the employees. 
Apart from this, in the context of achieving sustainability, the reward policies of Tesco Plc are more flexible and responsible for meeting the business’ changing meets and most importantly, the reward decisions are governed for the interests of both the shareholders and the colleagues. In contrast to this, the remuneration policies are centred on only the financial changes with the objective to protect only the executives’ interests along with the customers’ interests (Productivity Commission / Australian Government. 2018). Most importantly, differences in employee engagement, interest and motivation culture of two countries- UK and Australia, create a contrasting scenario between their employee reward and recognition policies. For instance, as identified by Benbya and Leidner (2016) a modern workplace culture of UK prioritises the necessity of achieving strategic business goals through initiating strong employee culture with employee motivation and interests. The initiation of this workplace culture is to be done not only through remunerations but also through the non-financial employee rewards and range of benefits. In contrast to this context of UK, according to the work culture of Australia, only the financial remunerations and incentives are prioritised to foster employee engagement and motivation to achieve organisation objectives, enhancing organisational performance (KPMG.com. 2018). Similarly, in the context of Woolworths Group Australia, it can be seen that the remuneration policies only comply with the financial remuneration strategies prioritising the financial reward measurement only for the Executive Directors. 
From the above comparative and contrasting viewpoints between the reward practices of Tesco Plc, UK and Woolworths Group, Australia, it is comprehensible that a difference can also be seen in the question of the effectiveness of these practices must be occurred in relation to achieve organisation objectives. 
[bookmark: _Toc531206014]Evaluate their reward practices in relation to motivation and alignment of employees’ interests to the companies’ objectives
The above-developed comparative study between the reward practices and principles of Tesco Plc, UK and Woolworths Group, Australia, indicates that certainty is achieving two companies’ objectives majorly depends on the difference between the effectiveness of their reward practice. This section is going to make an in-depth evaluation of the differences between the reward practices of two companies to understand its certainties to motivate employees and foster employee interests in achieving companies’ objectives. As identified by Shields et al. (2015) reward strategies and principles are the key determinant factors to manage employee performance as the mean to increase employee engagement in achieving organisational sustainability. This finding indicates the effectiveness of the reward principles and strategies to sustain and enhance company performance, which can be seen in the context of the reward principles and policies of Tesco Plc, UK. Most importantly, the effectiveness of their reward packages in increasing employee interests and motivation lies in the objectives to make employee benefits as well as reward packages as simple as possible. 
It is because as found by Keynes (2018) the employees feel motivated and become participative in achieving organisation objectives only when they can easily understand the reward and employee benefits policies easily and get maximum out these with a justified performance assessment system. Since the beginning of its journey, Tesco Plc remains in the leading place to sustain its place and organisational performance objectives through a flexible and comprehensible employee benefits strategy. It can be seen in the aim of developing Tesco’s employee benefit packages ‘to take a stake in the business through its three all-employee share schemes’ among which, the longest running is its sharesave plan (Employee benefits.co.uk. 2018). On the other hand, Parijat and Bagga (2014) have identified that according to the Expectancy theory, the employees get motivated only when they start believing in their works, leading towards good performance as well as towards satisfactory rewards. In this context, the employee benefits or reward programme prioritises the motivation strategy to make their people work hard with an expectation and certainty of justified performance assessment policy. Moreover, human resource management of Woolworths Group aims to put customers at the first place and for that; they rely on the hard work of the employees. They aim to enhance organisational performance as well as to achieve strategic objectives through hard work and interests of the employees with the expectation of earning equal rewards (Woolworthsgroup.com.au. 2018). 
However, while evaluating the impacts of employee reward practices on employee motivation and interests to achieve companies’ objectives, some gaps can be identified where objectives of reward principles go wrong. Kuranchie-Mensah and Amponsah-Tawiah (2016) have commented that according to various theoretical findings on human resource practices, the gap might be created because of the misalignment between employee perspectives regarding work motivation and management decisions to enhance employee performance as well as raising interests. The impacts of these gaps can be understood in causing barriers to achieving strategic business objectives through employee motivation and interests. It can be evident in the recent failure of employee benefits and motivation strategy of Tesco Plc, UK, where the cause of the failure of employee benefits and motivation strategies is seen in the gaps in reward policies. The head of the Human Resource Department of the UK supermarket giant has identified the misinterpretation of the motivation perspectives of Generation Y and their perspectives about work performance (Personnel Today. 2018). On the contrary, the effectiveness of Woolworths Group reward practices in relation to employee motivation and interests to companies’ objectives can be seen in the alignment between incentives and customer satisfaction objectives. 
As commented by Saeidi et al. (2015) the achievement of the company’s strategic objectives is mediated by the alignment between employee benefit policies and customer satisfaction goals through employee engagement as well as reward practices. This finding indicates the importance to identify the point where the management can align a company’s customer goals with the reward practices or employee benefits policies to motivate and foster their interests. It can be seen in the context of the Woolworths Group, where the management prioritises the alignment between employee incentives policies and customer satisfaction goal through staff training and development. It is evident in the rise of sales of almost 2.8% of the ASX listed retail giant in Australia, based on this alignment (CMO.com.au. 2018). 
Therefore, these evaluative points of views indicate both certainties and uncertainties in the effectiveness of the reward practices of two companies in relation to motivation and interests to their objectives. As commented by Guillaume et al. (2017) cultural diversity is the key determinant factor, majorly influencing the effectiveness of reward practices to motivate and increase employee interests in achieving organisation objectives. In this context, the effectiveness of reward practices of Tesco Plc to motivate and increase employee interests in achieving organisation objectives through implementing cultural diversity to develop reward principles. In contrast to this, from the above-drawn evidence, it is evident that the reward practices of Woolworths Group comply only of financial incentives based on external market situations, bereft of cultural diversity within the workforce. 
[bookmark: _Toc531206015]Conclusion and recommendations
Summarising the above study, it can be stated that the effectiveness of the reward practices of Tesco Plc, UK and Woolworths Group, Australia, are evident individually in their business contexts. Both the comparative and contrasting viewpoints between their reward practices indicate individual findings as well as common findings to motivate and increase employee interests to achieve organisation objectives. The study has achieved the aim through evaluating that both the rewards practices of Tesco and Woolworths possess effectiveness and gaps in motivating and increasing employee interests to organisation objectives.
Both the rewards practices of Tesco and Woolworths should prioritise the employee interests, most importantly their job satisfaction and perspectives, irrespective of other external or internal organisational issues. Moreover, both these companies should show adherence towards protecting employee interests and well-being. 
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