
Reward for performance and contribution 
Introduction
To recruit, retain, and engage people, pay and benefits are crucial. There are numerous ways to recognise and reward individuals for their contributions, each with its own opportunities and risks. The best incentive plans fairly and consistently complement the company's business strategy, employees' preferences, and the organization's mission, culture, and performance. 
https://www.cipd.co.uk/knowledge/fundamentals/people/pay/reward-factsheet#gref

Task one 2600 words –110   2296
1. [bookmark: _Int_1ESqj5Tr]Evaluate the principles of reward and its importance to organisational culture and performance management (1.1)

[bookmark: _Int_YTYlDUOs]When reward contributes to the growth of an organisation's high-performance culture—a setting where attaining high levels of performance is accepted as the standard—it has a beneficial effect on performance. This culture is created by the organisation's values, norms, and HR procedures (Armstrong, M. 2012).
The high-performance culture and work system use rewards to focus attention on the organisation's ideals and the actions necessary to attain them. This has an impact on both individual and organisational performance. Defining and communicating performance standards, offering mechanisms for rewarding exceptional work, and fostering colleague retention to entice skilled individuals to join and remain in the company. (Armstrong, M. 2012).
To encourage improved performance, rewards must also motivate and win over employees' participation. The promotion of a culture that values and honours employees with exceptional performance is made possible by adherence to the ideal rewards principles. In doing so, management fosters a performance-based culture within the workforce, which additionally aids in the achievement of organisational objectives (Taylor, S and Woodhams, C 2022). 
Reward management's basic key principle is that members of an organisation should always receive fair, transparent compensation for their contributions. The topic of pay is sensitive, meaning that people may feel strongly about what is "right" or "wrong." This means that the psychological bond between an  employer and employee can be swiftly broken by reward policies that are perceived as unfair (Taylor, S and Woodhams, C 2022).
The idea that rewards can be extrinsic or intrinsic is another fundamental aspect of reward management. Work itself provides intrinsic rewards, which can include prospects for growth, a sense of purpose, and a sense of challenge. In contrast, extrinsic benefits encompass non-essential training, status, compensation, and even the workplace atmosphere. One can utilise a combination of these awards to inspire staff members. There is not a single optimum approach because organisational culture and context determine how effective a given strategy is (Taylor, S and Woodhams, C 2022). 

2. Explain how policy initiatives and practices are implemented (1.2)
Policies should be competitive with the external labour market while developing reward strategies to keep the best employees for the success of the organisation. The organisation can consider the wage structure and provide a framework that values the job and an awareness of how it relates to other jobs both inside and outside the company (Jones & Perkins, 2020). 
Pay levels are another crucial factor to consider while developing policies. If it applies to government-based entities, the pay policy should be based on job evaluation; nevertheless, if it applies to the private sector, it should be based on market pricing. Therefore, management has a duty to take pay levels into account and make sure that they are based on the median or upper quartile of the amount (Jones & Perkins, 2020). Reviewing the annual budget for pay and creating a strategy that incorporates a performance-based approach for salary increases are crucial when it comes to pay awards. The organisation should make sure that the pay awards created are based on ability to pay, take inflation into account, and are updated in accordance with changes in market rate.
[bookmark: _Int_Q1j5dtaO]The company needs to create a policy for pay progression that takes all the relevant elements into account. In this situation, the policies may include evaluating each employee's performance in relation to the larger labour market. Additionally, bonuses and incentives in cash should be used as a basis for the pay progression (Jones & Perkins, 2020). Finally, the law should be followed in developing and implementing the policy. The minimum wage rate and anti-discrimination laws, among other legal criteria, should be complied with by all payment and reward programmes (Jones & Perkins, 2020). For instance, the national minimum wage rate in the UK is applicable to all workers 16 years of age and older, and there are many categories that include workers in various age brackets.
3.Explain how people and organisational performance can impact on the approach to reward (1.3)
The organisation's decision to create a rewards system may be impacted by its employees' or its own performance. The main goal of incentives is to persuade employees to join the organisation and keep them there while they give the company their all (Rose, 2018). As a result, one's decisions on the reward strategy may be influenced by other people's behaviour. For example, in the past, salary was used to entice individuals to the organisation, rewards helped to keep them, and bonuses and incentives served as a motivator for them (Rose, 2018). However, given that people now prioritise other benefits over only monetary incentives, this may be different in the present. 
People are drawn to, kept at, and motivated to work by various monetary and non-monetary benefits such as, flexible working, pension schemes and holiday entitlement, which vary over time and in response to the labour market (Rose, 2018). Depending on the situation, some individuals may consider the monetary element of the incentive system to be vital, which influences the selection of the reward plan. This is typical of those who are just starting their careers and are more focused on breaking into the organisation and advancing their careers. On the other hand, if they feel strongly about the objectives of the organisation, some employees might be ready to work for reduced pay. As a result, the reward strategy that an organisation chooses is influenced by the type of individuals it deals with (Howlett, 2020). From an organisational standpoint, some employers might be more concerned with performance as a deciding element in the creation of the incentive system. To ensure that employees are fulfilling their personal goals, which lead to the achievement of the organisational goals, some employers may decide to use a reward method that is performance-based in this situation (Howlett, 2020). Salary increases, or bonus, for instance, may be given by a company based on the outcomes of a performance review, showing that the incentive is linked to company performance.
[bookmark: _Int_60ftoDAp]4.Compare two different types of benefits offered by organisations and the merits of each. (AC1.4)
Pensions
This benefit, which provides employees with a retirement payout, complies with legal requirements. This strategy offers the advantage of protecting the employee's retirement income, which can even be passed down to dependents in the event of the member's passing (Admassie, 2019).
According to behavioural science studies, employees often undervalue prizes that they cannot instantly enjoy, as CIPDS report Show me the money! makes clear. Employers must make investments in efficient communication and education to increase knowledge and comprehension of their pension plan to combat this (CIPD, 2023).
If employees are not financially literate, then investing in a pension plan to help recruit, retain, and engage personnel may be a waste of money.

Holidays and Time off
Employers may offer paid annual leave and holidays, and some go above and above the bare minimum required by law. Birth, adoption, paternity, and bereavement benefits are some of the legislative entitlements. The benefit of this strategy is that it fosters a sense of belonging in the worker and aids in their rejuvenation for improved performance (Admassie, 2019).
5.Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance. (AC1.5)
Employees may receive wage hikes, bonuses, and other benefits as examples of extrinsic rewards, which are monetary benefits that are physically handed to them. They are seen as extrinsic since they are separate from the actual accomplishment of the work and are managed by outside parties as opposed to employees (Khern-am-nuai et al., 2018). When stoking the first buy-in or participation from those in their early phases of preparation to cause change, extrinsic rewards are crucial. In this situation, they serve as the initial means of encouraging workers to raise their performance standards and increase their contributions to the company. If they are not enhanced, they also have a limited influence over time (Khern-am-nuai et al., 2018). For instance, if a worker's income is boosted each year, it is likely that the worker will not be motivated if their compensation is not increased further. As a result, they might not result in a long-lasting improvement in organisational performance. Extrinsic rewards, on the other hand, are potent motivators for behaviour that is consistent with cultural norms but do not establish a norm (Khern-am-nuai et al., 2018). So, without necessarily changing the company's culture, firms can use them to reinforce organisational performance.
When employees perform their jobs well and with meaning, they receive intrinsic rewards on a psychological level. They are regarded as intrinsic since they are internal to the organisation and heavily rely on staff efforts (Khern-am-nuai et al., 2018). This implies that the effectiveness of the individual employees has a significant impact on the incentives level. Because there is a strong correlation between employee performance and incentive level, intrinsic rewards are crucial instruments in fostering long-lasting behaviour change among employees and encouraging higher performance (Khern-am-nuai et al., 2018). They can be produced by giving workers more autonomy, empowering them to manage their own behaviour, and encouraging creativity, improvisation, and problem-solving (Khern-am-nuai et al., 2018). As a result of the emotional response, they elicit when they receive their rewards, they also encourage workers to put in extra effort and contribute more.
6.Assess the business context of the reward environment. (AC2.1)
The impact of the reward system on the business will have an impact on how it is implemented. This indicates that an organisation considers how the reward system will affect both the organization's bottom line and the productivity of its workforce. The organisation considers how the incentive environment will affect the corporate objectives while launching a rewards programme. In this situation, the incentives environment should recognise the employees' values and actions in a way that improves performance (CIPD.org, 2021a). Second, the incentive system needs to be compatible with the organization's HR strategy, people management practises, and development policies (CIPD.org, 2021a). Additionally, the company should establish a rewarding environment that adds value for both present and future employees to support sustainable business growth (CIPD.org, 2021a). The major stakeholders who are involved are also considered while evaluating the rewards system. If a team with the necessary skills is available to support the implementation of the incentive system, then it was chosen appropriately in this scenario.
To attract and keep the greatest personnel, from a business standpoint, the reward system is being implemented. The organisation must conduct a cost versus benefit analysis immediately because the engagements have a monetary impact (CIPD.org, 2021a). The management in this situation weighs the costs and advantages of things like performance. The cost accountants could quantify the analysis to convey the message they wanted. The communication of the reward system should also be considered because it has an impact on company, especially when performance is the goal.

7.Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to develop insight. (AC2.2)
To gain further insights into how firms may improve their performance, benchmark data can be gathered through surveys and quantitatively assessed. Research organisations are just one example of an entity that can collect data. For instance, the 2018 CIPD management survey gathered information on the various reward systems, including both classic and contemporary approaches (CIPD.org, 2021b). The survey's results were meant to serve as a benchmarking tool and a source of information on the prevalent and newly developed incentive management practises in the UK (CIPD.org, 2021b). In fact, the researcher was able to examine employee benefit patterns through this survey, providing information that other organisations can use as a standard.
Audit companies like Deloitte are only one example of other organisations that might collect benchmarking data. For instance, a benchmarking study by Deloitte in 2017 revealed major developments in the incentives system, including social wellness, financial wellbeing, emotional wellbeing, and physical wellbeing. The rate of turnover, staff satisfaction levels, profit margins, workforce demographics, customer satisfaction levels, reward budget costs, increase in sales, productivity per employee, and economic value added are a few of the metrics that can be used to gauge the success of reward benchmarking (CIPD.org, 2021b).The benchmarking process is based on these metrics, which are also used to evaluate the impact of the incentive system.

8.Explain how organisations use insight to develop reward packages and approaches. (AC2.3)
Based on benchmark data from the CIPD and other sources, an organisational reward package can be created. It is essential that the suggested compensation plan adopt a total reward strategy. This strategy, which is supported by data as well, demonstrates that monetary or in-kind benefits continue to be highly valued even in the present. As a result, the following rewards are suggested: Pay awards, salary progression based on performance, and pay rate increases on a prorated basis (CIPD 2021b).
97% of businesses said they planned to boost their spending on non-financial benefits, according to the statistics. Based on these observations, the proposed compensation package also includes benefits for professional growth such as business apprenticeships and mentoring programmes (CIPD 2021b).
Additionally, pensions continue to be a crucial instrument for rewarding the present generation and are therefore included in this package. In this situation, the organisation may go beyond the minimal regulatory need to maintain its competitiveness on the job market. Insights into the use of car or housing allowances are also provided. This is a widespread occurrence that is being observed as a trend more frequently, making it appropriate for the current compensation structure (CIPD 2021b). The benchmark data also demonstrates the significance of employee assistance programmes. As a result, according to the CIPD 2018 statistics, more than half of the respondents said that their companies use employee assistance programmes (CIPD 2021b). As a result, the implementation of work-life balance strategies is included in the advantages to the business because it is a widespread trend among the present workforces. According to the insights given, additional benefits such as paid time off for bereavement, training and professional development, occupational sick pay, and child vouchers are also relevant.


Task two 1300 words 325 per question – 50 words questions

9.Explain the legislative requirements that impact reward practice. (AC2.4)
Legislative requirements should be scrupulously adhered to because reward practices are founded on them. The Equality Act of 2010 mandates that, for instance, men and women in the same employment who perform the same work must be paid equally unless there are legitimate reasons for paying them differently (CIPD, 2021a). 
According to the legislation, similar tasks that call for the application of related knowledge and abilities constitute the same work. If any differences between the works do not have an impact on how it is used, the works may be regarded as similar. Second, the job may be considered equivalent if it received the same rating during the job evaluation in terms of how demanding it is (CIPD, 2021a). Thirdly, when it comes to the requirements for effort, knowledge, abilities, and decision-making, work is deemed equal if it generates equivalent value. (CIPD, 2021a). In concise, people working under the three conditions should receive the same reward regardless of gender or any attributes. 
Other legislative criteria like the national minimum wage also have an impact on compensation and treatment. For instance, in the UK, it is a legal duty for every firm to pay employees the legal minimum wage and to report on the gender pay gap and executive pay ratio. Fairness in payment and reporting is supposed to be ensured by this action. It is crucial to remember that the minimum wage requirement is applicable to all workers starting at age 16 (CIPD 2021a). According to the CIPD 2021a report, the UK has four categories for workers: apprentices, those under the age of 18, those between the ages of 18 and 20 and those between the ages of 21 and 24. However, people who are 25 years of age or older are entitled to the national living wage. Additionally, the law mandates that the employer must offer certain benefits. It may be necessary to guarantee that pensions and sick days are included in the compensation, depending on the nation (CIPD, 2021a). 
Additionally, every firm must offer each employee, especially those hired on a permanent basis, a yearly leave of 21 to 25 days. Briefly, the legal requirement on rewards affects decisions made by organisations because it is something that must be done (CIPD, 2021a) 

10. Assess different approaches to performance management. (AC3.1)
There are various techniques to performance management. Priority goals for a person, a team, or an organisation must first be considered by the organisation (CIPD 2021). It is appropriate to develop a pertinent performance goal, that connects each job role, each team, and the entire company. This may involve using KPIs, smart objectives, and SWOT analyses to gauge how well-prepared the organisation is to manage its operations (CIPD 2021). Second, an organisation may participate in ongoing dialogue that adopts a coaching or mentoring kind of approach to encourage them to develop and give them authority (CIPD 2021). 
A type of performance management called 360-degree feedback involves collecting opinions from a person's management, colleagues, and employees. While this might be useful in obtaining a comprehensive picture of a person's performance, it can also be viewed as invasive and challenging to put into practice as there is an objectivity issue, with peers judging people in a way that serves their own interests (Taylor, S, Woodhams, C. 2022a).
This kind of feedback has many benefits; colleagues are more aware of and sensitive to competencies; individuals can gain a more comprehensive understanding of their performance; and it is viewed as more valid because it comes from multiple sources rather than just one. However, the disadvantages are that individuals may not always provide honest and forthcoming feedback because they are stressed out when giving or receiving it, they may not pay attention to it, they rely too much on technology, or there is an excessive amount of bureaucracy (Armstrong, M. 2012a).
Annual reviews entail establishing objectives at the start of the year and reviewing results at the conclusion. Although this method can be useful in giving a detailed picture of a person's development, it may also be viewed as being too rare to be successful with colleagues aften trying to achieve too many objectives simultaneously. Based on research, it is rare for this practice to meet expectations because the results can have the reverse effect of increasing motivation and performance (Taylor, S, Woodhams, C. 2022b). This has several major drawbacks, including management complacency, devolution of line managers, direct and indirect bias, and too much informality.
This kind of performance management does have certain advantages, though, such as boosting morale, outlining goals and responsibilities, enhancing communication, strengthening management control, identifying talent, and enhancing colleagues' comprehension of strategic objectives (Taylor, S, Woodhams, C. 2022b).

11.Review the role of people practices on supporting line managers to make consistent and appropriate reward judgements. (AC3.2)

Managing practices is a challenge that employers frequently encounter. Line managers, as with many areas of people practice, play a crucial part in reward management. Since they interact with employees the most, line managers are typically in responsible for deciding on pay within the parameters that HR has established (Taylor, S, Woodhams, C 2022).
It is necessary to give line managers the resources they need to make ethical reward decisions. To guarantee that the assessment is carried out in a fair and transparent way, the tools should be made available to all participants (Russell et al., 2018). 
In the past, to meet the needs of the employer, they concentrated on luring, keeping, and inspiring personnel, but they were dependent on the line managers to make assessments of the workers' qualifications. To achieve their objectives, line managers must receive the proper support for them to make consistent and useful reward decisions (Russell et al., 2018). Line managers, for instance, need to receive the training required to manage their people, create effective communication strategies, handle challenging situations, and make decisions. Second, they require an environment that is promoted by senior management and that rewards people management duties (Russell et al., 2018).
Employee attitude surveys and well-developed 360-degree feedback appraisals, for example, should be made available to them to assess and explore the safety net in performance monitoring. The tools they need to communicate with the staff should be made available to line managers as well (Russell et al., 2018). To lessen the tension and cultural shift in this situation, it is crucial that businesses decentralise the HR roles through outsourcing and call-centre operations.

 12. Explain how line managers make reward judgements based on organisational approaches to reward. (AC3.3)
Different methods are used by line managers to determine rewards. To understand staff members' capabilities and assess their performance, they engage with them through yearly or frequent assessments (Russell et al, 2018). Using the many methods and resources related to performance evaluation, they can also gather information on the personnel. For instance, they evaluate employees' performance based on KPIs, which may compare staff productivity to established targets. Additionally, they apply other tools, such as 360-degree feedback, which enables a more thorough and all-encompassing evaluation of the employee's performance and capabilities (Russell et al., 2018). Additionally, they regularly provide feedback on the workers, which is a crucial tool in making the necessary judgements about rewards (Russell et al, 2018). For instance, they conduct performance reviews of each employee under their supervision, which is crucial for making hiring decisions. Additionally, they frequently check on the workers to identify those who are having difficulties, which enables them to make the proper decisions.
It is also required of line managers to take the lead in coaching, developing, and creating goals for the workers. In fact, they choose how their employees should be compensated based on their records and tight relationships with the employees (CIPD, 2021a). In fact, because line managers are viewed as being more affiliative to them than senior managers, employers frequently believe the information they receive from them. Considering this discovery, the HR department relies on the line managers to gather feedback about their staff members to determine employee rewards (CIPD, 2021a).

Conclusion
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