
The report will outline how reward strategy within business can impact employees' performances by reward strategy and how best to implement these into the businesses by using benchmarking to gain insight with the support of People practice. 

1.1- Evaluate the principles of reward and its importance to organisational culture and performance management.
Sandra O’Neal defines total reward as “embracing everything that employees value in the employment relationship” [Taylor et al 2023].  
They play a critical role in the business by impacting their employee’s performance, satisfaction, and overall motivation [ Cotton,2 C023]. They also support the development of the business by enhancing its reputation by becoming an employer of choice attracting, and retaining employees creating a positive culture [Novakovic, R.2023].
Successful execution of rewards within a business is dependent on them being delivered fairly, consistently, and transparently along with flexibility to create a positive work base culture and create trust [Woodhams, 2022]. 
Employees who receive rewards for their efforts will feel valued appreciated and recognised for the task they have achieved which will motivate them to go above and beyond what is expected of them and increase their productivity and performance which will benefit the business overall [ Gerald, J.2021].
Providing transparency and clarity behind the purpose of the reward and how they are linked with specific outcomes in their performance will help the employee know exactly what is expected of them such as reaching sales targets to receive a bonus. To be effective, this reward needs to be fairly distributed to all employees and done consistently to support staff morale, if GA pensions do not reward their staff consistently the employees will lose faith that their efforts are not recognised, and they will not perform to their best ability. 
 Flexibility in reward package is equally important to ensure there is something for everyone and it meets the needs of the employees through monetary value such as bonuses, incentive schemes, or non-pay rewards such as flexible working opportunities, staff discounts, and development opportunities with courses and training [Stuff, R 2021].

The total reward does come with shortfalls, [ Gerard, J, 2021] explains it can create a motivation issue if rewards are given based on performance as employees who do not receive a reward can feel less motivated and not feel valued by the business. In turn, this also creates a level of expectation of staff receiving rewards frequently which will lose its effect. Offering no rewards can lead to a lack of engagement in the business strategy due to not feeling appreciated or valued for their efforts, over time this will lead to a negative working environment where staff turnover will begin to increase as a result [Cherry. 2023]





1.2 Explain how policy initiatives and practices are implemented. 
A business that decides to implement reward policies needs to ensure it is done on the grounds of fairness, equality, and consistency [Cotton et al. 2015]. Fairness relates to the importance of line managers' behaviour and treatment towards their staff without any discrimination or favouritism. Fairness will motivate and engage employees through the business to go the extra mile. Businesses that fail to practice these principles run the risk of creating a hostile environment within the workforce and a reduced willingness to support one and another. Over a long period, this culture can increase staff turnover and absences [Ceplenski, C,2013]
 Equality, very similar to fairness looks at rewarding employees based on their individual skills, contribution, and performance rather than their background or their religion beliefs, it also supports and promotes diversity and equal opportunities which will develop teamwork and overall business success [Novakovic, R. 2023].
Implementing rewards also requires consistency, if the employees can see consistency across the board, they know what is to expect when it comes to rewards within the business for their performance and efforts[Gerard, J, 2021] Businesses who decide to implement Employees of the Month reward, this will need to be done every month to avoid staff losing faith in the reward and lack of enthusiasm in their role.
Line Managers should remember rewards need to be agreed around the business strategy to achieve their overall goal and that it will motivate the staff so a mixture of financial and non-financial rewards should be agreed upon to ensure there is something for everything which can be challenging with internal and external factors to consider. Line Managers play an integral part during implementation, the reward guidelines and decision-making should be made by the line managers within the organisation and collaborating accordingly during the implementation process [Armstrong, 2023] 
When implementing assimilation policies in how employees are integrated into a new pay structure there will be a change to the current pay grading system. Such policies will ensure employees are treated fairly and consistently and their pay will reflect this providing job satisfaction and motivation [Novakovic, R.2023]


1.3 Explain how people and organisational performance can impact the approach to reward. 
There are several ways where people and organisational performances can impact the reward approaches. Considerations of the nature of the work and size of the business can influence the reward on offer [Armstrong, 2007]. Businesses must customise their approach toward rewards to enable employee attraction and retention of their staff [Bakshi,2019].  Business performance can have a significant impact on reward as a business that is performing better and has a greater profit margin will be able to offer a higher value reward in comparison to smaller scale businesses with less profit margins [Bakshi, 2019]. He also suggests the level of competition within the industry can also be a factor where more attractive packages are offered to attract employees and retain them within a competitive market.
The level of people's performance will vary from quality, quantity, innovation, and customer satisfaction depending on the industry they are in [Armstrong, 2023].  When setting out a reward system the business must set out clear guidelines for the employees to ensure they have clarity on what and how they can achieve the desired level to receive the rewards.  Having clear, measurable targets through KPIs is vital to keep the employees motivated so they know how to achieve their reward, as researched by Latham and Loke [ Armstrong, 2023] who believe motivation and performance are greater when employees set specific, clear goals.  
Engagement and job satisfaction also play a critical part within businesses as employees who are engaged are likely to be satisfied within their jobs will become motivated beyond pay or recognition and will want to naturally perform better [ Macey et al, 2009]
Companies such as Apple who recently identified and recognised their performance and effort were integral to the success of the business, rewarded them with additional paid leave over the Thanksgiving period which was a success as Apple tailored the reward to meet the cultural, personal, and regional requirements of the workforce [Basu Mallick, C, 2021].

1.4 Compare two different types of benefits offered by organizations and the merits of each.
Businesses can offer their employees a range of benefits ranging from financial and non-financial rewards. To be effective, businesses must ensure they are relevant to the task completed and to the staff receiving the reward. 
Enhanced redundancy pay is one reward businesses can offer their employees where employers will offer a higher rate for any redundancy taking place within the businesses on top of their normal redundancy package. Businesses that implement this policy will see a general improvement in staff well-being as it provides them with higher protection in the event of a redundancy taking place. In some circumstances, it can also encourage voluntary redundancy which saves the business time in the process where redundancy is inevitable [Unsworth. C, 2019].
Another merit for employees with enhanced redundancy is demonstrated the business cares about their staff as in some situations depending on their financial situation, the statutory redundancy might not last long and want to support them during difficult times. With the Enhanced packed it will give them reassurance and comfort that they are financially taken care of.  Offering such a reward could help attract employees to the business knowing they have the added financial protection.
Performance-related pay is introduced by companies to reward their employees for achieving their performance targets which are usually pre-agreed objectives [Cotton, C, 2022]. The main drive behind offering Performance-related pay is to motivate their staff by inking their salary to their performance, which will naturally increase the output of the business, whilst highlighting the employees who are thriving in their roles while rewarding them accordingly. 
Other gains for the business to offer such a reward is to attract new employees and retain the existing ones to reduce their turnover rate. It also supports recognising the effort individuals put into their work. Drawbacks to such rewards is that they can create a competitive work environment which may not be healthy for the business with the risk of shifting the focus on short-term goals rather than the long-term goals of the businesses [Marsden, 2009]
Both rewards offer a personal financial gain for the employee, the main difference between the two is, that Enhanced Redundancy offers support for their employees on a later date and will only be a reward if they are to be made redundant. Performance-related pay rewards their staff in the here and now meaning employees will see the financial gain from their performance. 

1.5 Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance. 
Employee contribution and sustaining the overall performance of a business are heavily linked to the reward system implemented within a business [Marsden, 2009].  As stated by [Armstrong, 2023] Extrinsic rewards relate more to tangible incentives such as salary increases, bonuses, and benefits which can be structured with performance goals and objectives that can support the employee to demonstrate the desired behavior and outcome [Marsden, 2009].  Businesses can implement such a reward through the number of sales each employee does over a set period Knowing they will be rewarded financially will encourage and drive them to make more sales to benefit the business and their financial gain. Financial rewards based on personal performance can lead to a lack of teamwork and burnout as employees push themselves for the reward [Armstrong. 2023].
Recognition and awards are motivator factors to boost employees’ morale as they receive public recognition for their efforts within the business. These can be achieved through a yearly reward celebration, recognising the top performers within the businesses across different teams [McQuerrey,l.2019]. The shortfall of such rewards is it can prevent teamwork as employees are focusing on their gain rather than the overall strategy. 
Intrinsic rewards relate to employee recognition and empowerment which can be motivation factors for employees to make them feel valued in their workplace they are achieving through personal growth and a sense of accomplishment [Cherry, K. 2023] explains intrinsic motivation is when an employee is engaged with the behaviour and a sense of personal fulfillment because they find it rewarding and not for the external reward. Intrinsic motivation tends to be a long-term motivator where employees will take natural pride in their jobs without the need for a physical reward. The downfall of intrinsic reward is not all employees are motivated by such rewards within the workplace and would prefer a monetary which any see employees perform for the promotion rewards rather than for the pride and feel-good aspect [McQuerrey, L.2019]

AC 2.1- Assess the business context of the reward environment. 
[Armstrong, 2023] discusses how the strategy of the business can influence the reward strategy as they depend on both internal and external factors as to how the business rewards their staff and recognise performance. 
Internal factors that need to be considered when a business wishes to reward its staff are the overall culture of the business, its strategy, the size and structure of the business, and its financial situation. 
The culture of a company is a critical factor in hiring and retaining staff which can impact their productivity and the success of the business through their profitability and is something that should be shaped, defined, and is part of the overall strategy [Employee benefit, 2019]. 
CEOs who demonstrate they not only recognise their employees’ efforts but express gratitude will encourage staff engagement and morale which will embed the culture deeper in the business. Failure to recognise such efforts and performances will result in demoralised staff, a high turnover rate, and a negative culture will set in making it difficult for the business to attract new staff [Mayhew, R, 2011]
Keeping up with Employee motivation is key to keeping the motivation and building on the positive culture through offering rewards influenced by external factors [ Cherry, K. 2023] Failure to have no staff recognition or reward within the business can lead to a negative culture, which will be difficult to change. Staff will become disengaged with a reluctance to try and succeed at a task impacting the business's overall performance [Armstrong,2023].
The external factors include economic conditions, inflation, industrial trends, and benchmarking. According to [Hulme. J 2022] The labour market has seen a rise in inflation, but the growth of earnings is falling behind leaving a gap between the wage and price growth is the largest it’s been for many years which is putting more pressure on employees to get by with less disposable income available. Businesses will need to consider what rewards will be applicable and beneficial for their employees to support where they can. Placing well-being support for signposting for professional advice through an employee assistance program as people must work harder to meet their basic needs with the rising cost of living.

AC 2.2 -Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to develop insight.
To develop insight, data needs to be collected within the organisation via benchmarking through referencing points. Companies can compare performance against each other, and this can be against other departments within the same industry [Marr, B. 2021].
Benchmarking can be categorized into internal and external, internal benchmarking looks at the process, performance, and practices against other teams, groups, or individuals within the business [Marr, B 2021]. External benchmarking compares sales figures of businesses within a similar industry to gauge their success against others in the industry, for example, an airline company could compare their sales figures against others to determine where they are in the market and look at means of increasing their position in the market. 
Performance benchmarking is one appropriate method of measuring tool that businesses can use to develop insight. Gathering data by looking at the business revenue, customer satisfaction, net promoter score, and staff engagement surveys are way for the business to identify any gaps and develop opportunities for improvement through the business [Cherry, K.2023].  
One example of internal benchmarking within a business would be comparing the turnover rates between different departments and evaluating the reasons for leaving. This data can be gathered by carrying out an exit interview or pulse survey. If the data reveals the staff is leaving due to a lack of recognition within the department. The business can look at implementing a recognition program such as employee of the month, entering employees into a prize draw for their performance. If the data reflects, that they are driven by financial rewards, the business will need to consider offering bonuses or increasing their salary where possible. There are opportunities for business to reward their staff for their efforts financially and also increase their productivity.
Once the business decides on a reward strategy it would need to be reviewed in a few months to determine to see if there has been an improvement by looking at the data again and benchmarking against the previous figures.




AC 2.3- Explain how organisations use insight to develop reward packages and approaches.
Reward packages can be developed once the data from benchmarking has been gathered and analysed, this will provide businesses with insight into what their employees want. From this, GA Pensions can begin to be creative with their rewards such as bonuses, staff discounts, and childcare facilities whilst ensuring it is a meaningful reward for their staff and is in keeping with the business strategy [Daniels, K.2022]
Once gathered managers will need to see if there are any trends across the business in what employees are motivated by and react accordingly if they can do so. Larger businesses may need to look at each team or department separately as they will have different values on how they wish to be rewarded and what they value as a reward. Ensuring what they offer as part of the reward package needs to have something for everyone without compromising the business's financial situation [Marr, B, 2021].
If the data reflect, that the employees want more development opportunities a financial reward GA Pension could implement would be the use of training within the business and even a paid qualification. This reward will not only benefit the employees to feel motivated and invested but will also benefit the business as they increase the skill set of their team [Hulme. J 2022].
Employees who reveal they are motivated through financial rewards, the business may want to explore the possibility of reviewing their pay packages and pay structures or offering bonus schemes. According to [Cotton, C. 2023] Offering a pay structure will provide employees with a framework for progression, not only with their salary but in their career. This will motivate and encourage employees to behave in a certain way whilst providing a fair and transparent system in every employee’s salary package. 
To maintain effective reward packages these will need to be reviewed against updated benchmarking data to ensure the rewards on offer are still  meaningful to the employees and are perceived as rewards, failure to review the data by carrying out one-way surveys and Employee communication groups can lead to  the business offering rewards that no longer meet their needs as individuals needs and requirements change and external factors such as economy will play a part in this [Daniels.K.2022]





AC 2.4- Explain the legislative requirements that impact reward practice.
Businesses need to consider many frameworks within reward practices to ensure they follow the legal requirements [George, S, 2021]. These consist of the Equality Act 2010, which provides employees the confidence of no bias between male and female workers and their protected characteristics, which include, age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion, sex, and sexual orientation [Daniels, K, 2022].  
The Equality Act 2010 provides males and females who carry out the same work must receive the same pay in line with the minimum wage or living wage which includes any role that may have a different title, but they perform roles of a similar nature which is supported by the Gender Pay Gap Act 2012 regulation 2017 [Forbes, 2022].  This ensures staff will be rewarded the same within their salaries and was set out to reduce the difference in pay between male and female workers within a business to increase transparency and accountability of gender pay to ensure they are free from bias and are protected under the Minimum Wage Act 1998 where all employees within the same age category will be paid the same [ACAS.2023].  
Rises in minimum and living wage costs can harm to a business’s reward strategy due to the additional cost the business is having to pay out it could result in rewards being scaled back or stopped completely which can then frustrate and demoralise their staff.
[White, Ket al.2021] states, that employees should receive details of their statutory rights as part of the Employee Rights Act 2002, to ensure employees' pay and benefits, working hours, annual leave and maternity rights, and pension schemes are not discriminated against in the form of sex, race, or disability.  
Another aspect of requirements that can impact rewards is the CEO pay ratio report. Since January 2020 large UK businesses have been required to publish the CEO pay ratios to disclose and justify their salary and how these salaries relate to the rest of the workforce pay rate along with their reward package [Gov.2019].  This will require businesses to disclose how their directors take employees' and other stakeholders’ interests into account [Gov.2019 

AC 3.1- Assess different approaches to performance management. 
There are several approaches to performance management within a business. The most familiar methods are performance review meetings and 360-degree feedback. Performance review meetings provide a formal evaluation of an employee’s performance over a set period. In most cases, this is led by the Line Manager who will provide constructive feedback based on their performance and look at areas that can be improved and develop skills further. It's also a great advantage to set goals during the appraisal for the year ahead so the employee has something to focus on. When appraisal is done effectively, they highlight one’s achievements and contributions along with their attitude towards the business’s culture [Sutton. R.2019]. The shortfalls of carrying out performance reviews are normally carried out by the Line Manager and therefore based on the opinion of one person which may not be a true reflection of their performance. Reviews are also based on the past therefore some aspects may not be relevant due to the timescale in between each review as they are predominantly done annually. 
[Forbes, 2022] stipulates over 85% of companies use 360 feedback as part of their performance review analysis tool, the main advantage is it provides a fuller picture of the employee's performance and their strengths and weaknesses which makes it easier to discover development opportunities as the feedback comes from others rather than the Line Manager. It also provides an insight into how the employee is perceived by others in the organsiation. The shortfall of this is the business is reliant on the individual completing the 360-feedback carrying out a fair review and allowing any grudges to follow through in the feedback and it became more focused on the negative rather than a balanced review.
360-degree feedback does have its shortfalls, as the employees might be asked to review a colleague, they are not familiar with, and the information will not be as informed or in-depth as preferred. To ensure the information received is worthy it can be limited as to who will be carrying out the reviews.

AC 3.2- Review the role of people practice in supporting line managers to make consistent and appropriate reward judgments.
Line Managers need support from those in People Practice ensuring their approach and judgement towards reward is consistent [ Mayhew, R, 2011].  They are responsible for managing employees whilst developing their performance and personal development through various training and mentoring to deliver business strategy [ Quilliam, G. 2023]. 
People Practice needs to support line managers through various training and development and guidance into how it's best to manage their staff with tools in people Management, these can include training sessions such as Conflict Management, Performance Management, and performance recognition as delivering feedback is an integral part of their role [Quilliam,2022].
An important aspect of their role is to deliver constructive information based on their performance and provide mentoring and coaching accordingly to develop them further. If delivery is not fair and not done consistently employees will begin to have a negative association with job satisfaction [Mayhew, R, 2011]
Line Managers need to ensure reward decisions are fair, consistent, and based on evidence they have before deciding. This is where People Practice will be required to develop internal systems to record employee performance as it will support line managers to see if any trends or patterns are emerging which may impact their decision on what their reward strategy will be. Setting KPIs will assist the managers in clarifying if the business is meeting its expectations as it allows the business to measure the outcomes and what is important for the business [Quilliam,2022].  Being able to measure performance will support the managers in making appropriate decisions in their judgment in reward management, failure to have any kind of measurable tool will make any decision difficult which will also be inconsistent with their reward delivery.
Systems that record any conversations and appraisals will support the evidence-based aspect of people management to ensure all are treated fairly and will support line managers in deciding on what financial or non-financial reward to offer the employer without demonstrating any favouritisms or bias. [ Russell 2018] explains how utilizing tools such as 360-degree feedback will support this as it is being completed by other employees within the business rather than the line manager to minimize any accusations of favouritisms making the reward fair.

AC 3.3- Explain how line managers make reward judgments based on organisational approaches to reward.
Reward Management can be challenging as each business will have its own approach to how to reward and acknowledge their staff for their achievements. Factors such as the industry and how successful the business is will determine the scale of reward offered [Mayhew, R, 2011]. This is where the role of the line manager is crucial as they are responsible for determining how rewards are decided and shared within the business and through staff observation can identify those who have demonstrated true organisational values and beliefs [Armstrong, 2023].  To reward their staff employees must know what they are aiming for there for Line managers are responsible for providing clear performance objectives that will be in line with the strategy of the business. 
Line Managers will need to provide feedback to discuss potential development needs with their employees which could vary from attending courses and meetings to gaining further skills or qualifications to progress their careers to develop the business further and gain financial growth. Line Managers also need to rate and assess their staff’s performances or contributions and how this supports the overall business strategy and reward them accordingly Which can be done with KPIs.
According to [Russell,2018] Total reward approach can benefit businesses by offering both financial and non-financial rewards that coincide with the performance of staff which meets their needs to encourage further drive and motivation. An example of this would be a sales department receiving a commission or achieving their targets. If the team are successful in achieving their target which will be evidenced by the sales figure rewards can be given
Within larger organisations where some different teams and departments operate, each line manager must provide rewards that will motivate their team as not all would want the same [Mayhew, R, 2011], and decide which reward is better suited. No matter what reward strategy has been decided they will need to consider aspects such as their budgets and how much they will set aside for employee rewards. 
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