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(AC 1.1) Evaluate the principles of reward and its importance to organisational culture and performance management

There are many different definitions of reward management but ultimately it is a principle, policy and/or a procedure that could involve financial or non-financial elements but are embedded to reward people fairly, consistently, and equitably.  (TAYLOR, S. and WOODHAMS, C., 2022.) 
The way in which we can reward our employees can provoke controversy, pay is a key reward indicator, pay higher than average and we will retain our team and recruit excellent new members, however pay below the basic and we could lose our best people. Reward doesn’t have to be about money, it could be benefits or promotions available to our organization. We can use the ‘Intrinsic’ and ‘Extrinsic’ approach. Intrinsic are rewards for the role itself, development opportunities, a career path. Extrinsic rewards look more at pay rewards and extra training. (TAYLOR, S. and WOODHAMS, C., 2022.)  
As a business we need to follow the business context of reward management:
International context – Global competition, impacts pay
National context – demand for skills, minimum wage, structural changes
Corporate context – organizational change, environmental factors, culture, and values (TAYLOR, S. and WOODHAMS, C., 2022.) 
If we deliver a ‘total reward’ approach, we can encompass all the different aspects that our employees value, which covers more than just the basic pay but also things like benefits, recognition, bonuses, and career opportunities. If we can show our employees that they can grow within our company and be rewarded, they will strive to be the best they can be and will want to commit to our organization long term. 
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(AC 1.2) Explain how policy initiatives and practices are implemented

The oxford dictionary defines ‘fair’ as ‘treating people fairly without discrimination or favouritism’. It defines ‘equitable’ as ‘fair and impartial’. It defines ‘consistent’ as ‘acting or done, in the same way over time.’ (Oxfordlearnersdictionaries.com, 2022.)
The felt-fair principle is about when we implement any change, how the employees feel when receiving it. It is not necessary for that something to be liked. It is not required to be agreed. However, after everything was done, and that specific something was achieved, people need to believe this was accomplished with equity, equality, and fairness. (Ali & Ahmed, 2009) Good employee interactions are based on feeling fair. Our employees may forget what we do or say but they won't forget how we made them feel. If it isn’t fair, then we probably shouldn’t do it. We want our employees to work in an environment where they feel they are making a difference and are valued; we want our leaders to recognize those efforts (Ali & Ahmed, 2009) 
Implementing reward policies and practices created guidelines for decision-making and provide the framework for managing reward. Reward policies relate to the reward levels, which covers external competitiveness against internal equality, for example introducing a new pay structure. (Armstrong and Brown, 2019)
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(AC 1.3) Explain how people and organisational performance can impact on the approach to reward

Impact of people on reward – Employees are the essence of organisations. The measure of performance in any organisation will impact the organisations performance. External factors will contribute to the reward the people value. External factors such as the cost of living will impact both people and organisations. People need more financial security, but can organisations afford to increase their financial rewards. (CIPD, 2022)
Impact of organisations on reward – It used to be that employees would look at yearly pay increases or bonuses from their organisation will little effect of the consequences on the organisation for implementing those increases, however, now more so, organisations are looking at their employees to drive the initiative with employees by motivating them to succeed in their roles with the offer of compensation in the form of rewards, i.e., bonuses etc. (CIPD, 2022) Its critical for organisations to link the measure of performance with reward, the organisation increases productivity and in turn profit which can then be used to reward the employees who helped deliver it. 
For performance to be achieved the organisation must ensure that it targets correctly, not too high and in relation to previous expectations. The organisation must be aware of what is going on in external factors, things that be out of the employees' control to manage. Rewards must also be consistent, for example a cut off against full time hours so those working overtime cannot be looked upon more favourably. (CIPD, 2021) 
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(AC 1.4) Compare the different types of benefits offered by organisations and the merits of each

Benefits are a way to engage employees and retain them within an organisation, they are not always orientated around money and could be the deciding factor as to whether someone would want to work for an organisation, or not. (CIPD, 2022)
Some examples of benefits are:
· Pensions – the organisation pays towards an employee's pension, a cost to the organisation but a benefit to the employee
· Holidays – the law requires holiday entitlement, however increasing this allowance for years of service for example rewards employees
· Healthcare packages – organisations will cover the basic cost with employees having an option to pay more for a higher level, this takes a task away from employees knowing they have covered if needed
· Discount and voluntary benefits – allow employees to buy items at a discount and pay through their wages 
Benefits also cover childcare costs, insurance, counselling, company cars, company loans, season tickets loans as well as many others. (CIPD, 2022)
Before offering any type of benefit package organisations must decide what value that benefit will bring the organisation, does it fit in with the current strategies and values, does it fit within a budget, how will stakeholders feel?
Having benefits can increase productivity, address inclusion and diversity and employee satisfaction. It is essential though that all benefit options are clear and easy to follow and understand, having a benefit where it becomes complicated to redeem a benefit the employees will lose faith in the process. (CIPD, 2022) 
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(AC 2.1) Assess the business context of the reward environment

The business context involves an understanding of the elements that influence the business from numerous angles, such as how decisions are made and what the company's goal is. Organisations use the business context to find critical implications for its strategic projects' execution. Strategic reward is when organisations create a reward practice to align with its goals and values. (Armstrong and Brown, 2019) It needs to be based on evidence through analyzing both internal and external factors. Most markets consist of buyers and sellers, external markets relate to specific occupations, and these normally determine pay levels. There are also internal markets within organisations where vacancies are filled internally, and the pay structure is enforced around this. There are many factors which affect the pay levels within organisations:
· Value of the job – what the job is worth – will this lead to promotion, job security?
· Value of the person – contribution, competency, experience – years of knowledge, trainer/coach, ambassadors for the company
· Internal relatives – job evaluation – look at benchmarking data, has the role changed, does it need adapting?
· Financial circumstances – affordability for the organization – can we afford these changes, what if we do? What if we don’t?
· Trade union influence – collective bargaining – what is going on in other industries
· Minimum wage – wage legislation – look appealing on the job market
· Characteristics of the organization – Business sector (public, non-profit etc.) determines its core values – positives and negatives of both
· Working environment – how work is carried our influences pay (Armstrong and Brown, 2019) 
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(AC 2.2) Evaluate the most appropriate way data can be gathered and measured

Benchmarking is used to measure an organisation against its competitors, it is an extremely important tool and is consistently used to understand a position in the marketplace. (Armstrong and Brown, 2009)
Benchmarking can occur both internally and externally and there are several methods, some are:
Peer benchmarking – we compare our products against our closest competitors for example comparing financial results, financial results, number of employees, number of customers
Best practice benchmarking – we compare our results to other companies leading in this industry, to achieve better by looking at what they are doing that we are not, job roles, reward schemes
SWOT analysis – take a more holistic approach against competitors
Process benchmarking – look internally at how process is followed in different departments, for example looking at what a top performer does differently compared to a low performer
Performance benchmarking – look at figures to measure against previous results, shows growth, this can be against internal or external performance
Collaborative benchmarking – collect data from our members to identify trends in our business (Armstrong and Brown, 2009)
Once we identify which benchmarking tool to use, we can use it to measure our data against competitors, or market trends or surveys. We can identify if we our salaries and pay levels are on track, how inflation is affecting pay, should there be a dispute in pay we can use this data, which is reliable, to avoid settlements. 
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(AC 2.3) Develop organisational reward packages and approaches based on insight 

Benchmarking is an essential tool for gathering data, once we have the data it can be used by HR to implement new strategies relating to reward to ensure an organisation is always in the game. It can help develop many aspects within organisations and its imperative that the planned reward packages support the approach of total rewards. Without the data, organisations insight into policies such as: Grade and pay structures, Job evaluation schemes, Processes, Job evaluations and Market rates, would be out of date and pose a risk to the organisation. (Armstrong and Brown, 2019) 
We are now in a new way of working, organisations have changed dramatically over the last 2 years and are continuing to do so, meaning our reward packages must change also. Wellbeing reward is expanding, rewards to promote physical health are being more sought after. Investments in reward are focusing more firstly on the body, then the mind and then comes financial. As the number of rewards grow based on what insight has been collated, all these rewards are becoming collective in one place, for example an app or a website that is a one stop shop for all packages available. This does change between the sizes of organisations, the larger the company the harder it is to satisfy all wants from employees. (Total Rewards Benchmarking, 2018)
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(AC 2.4) The legislative requirements that impact reward practice 

CIPD state:
‘To address concerns about fairness in how organisations treat their stakeholders, such as workers, customers, investors, etc., the UK has introduced various regulations. For instance, employers are required by law to treat their employees fairly in terms of people management policies and practices, including how they reward them.’ (CIPD, 2021)

The Equality Act 2010, which replaced the original Equal Pay Act of 1970, covers the principles of equal pay. The law also requires employers to give workers a basic rate of pay. These are:
23 and over - £9.50, 21 to 22 - £9.18, 18 to 20 - £6.83, Under 18 - £4.81, Apprentice – £4.81 (GOV.UK, 2022)
Statutory Sick Pay, or SSP, was introduced in 1983 to provide a prescribed amount of pay to employees who could not work due to short-term illness. To be eligible, an individual must be an ‘employee’ or agency worker, earn on average at least £120 per week, and have been ill or self-isolating for at least seven consecutive days. SSP is paid by employers from the fourth day of sickness absence at a flat rate of £96.35 per week (for April 2021 to April 2022) for a maximum of 28 weeks. The SSP rate is uplifted every April. (CIPD, 2019) In the UK, workers are entitled to 5.6 weeks (28 days) paid leave, including public holidays, they are entitled a week’s pay for each week of leave. (DANIELS, 2022) A worker can work up to 48 hours a week over a 17-week referenced period, this includes overtime, but they cannot go over 48 hours, if they do within a weekly period, they must work less in another week to bring the average down. (DANIELS, 2022) 
It is important to ensure all the above are considered when creating reward packages, these are the minimum requirements and not additional rewards.
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(AC 1.5) Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution

Intrinsic rewards are when employees are motivated by feeling valued within their organisation. When employees feel positive, they want to grow within their roles, they gain a feeling of self-worth and accomplishment and want to succeed. (Markova, G. and Ford, C. 2011) Through having high levels of Intrinsic reward, employees become recruiters for their organisation, they recommend friends and family to work there and promote the products and services they produce, they become a positive ambassador for the business. Intrinsic rewards are said to be ‘win win’ for both the employees and the organisation as by having job satisfaction they remain committed to the company which in turn supports the company to grow. (Markova, G. and Ford, C. 2011) 
Extrinsic rewards related more to materials rewards, like money and pay. Employees are motivated by money and bonuses to drive their performance. Financial rewards will have a larger impact on motivation over development, this is due to the individuals having more of a need for money in their daily lives, however by this method employees contribute to the work harder which makes them more open to promotions within the workforce. (Markova, G. and Ford, C. 2011) 
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(AC 3.1) Assess different approaches to performance management
Performance management is when organisations set up an environment where employees and managers review themselves regularly to ensure the continuation towards achieving the common goals. There are many ways in which organisations can monitor performance, below are some of the most used:
· Performance Appraisals – When used correctly, appraisals are key for combining the goals of individuals with the goals of the organisation. Appraisals need to be honest and fair and have constructive two-way feedback, if not they could become demotivating.
· 360-Degree Feedback – 360 feedback deals with evaluating and assessing employees and can be internal or external. Feedback can be collated by any number of people and the results are always confidential and given to the employee in their reviews by their managers.
· Key Performance Indicators (KPIs) – KPI is a tool that provides different ways to measure performance for both organisations and employees. It is a common chosen tool as it’s based on true data and can give specific results on areas where achievement is high or areas that need more work.
· Personal Development Plans (PDP) – A personal development plan is a specific action plan for a specific person or area. PDPs are based on wants and needs to support either the employee or the organisation. 
· Reward and Recognition Programmes – Excellent performance should be praised and rewarded, when employees get a simple well done for doing good work it motivates them to continue to push harder, not recognising employee's efforts will have the opposite reaction, they could feel demotivated.
As we have already discussed, rewarding doesn’t have to be financial with incentives like bonuses, sometimes recognition of hard work is essential for maintaining moral. (Armstrong and Brown, 2019) 
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(AC 3.3) Explain how line managers make reward judgements based on organisational approaches to reward

Line managers play a huge part in how organisations approach reward. They are the middle people in that they listen to the employees and feedback to the senior team, and they must communicate directions from the senior team down to the employees. (CIPD, 2019)
They tend to be the voice of the employees, the ones who make recommendations for pay rises however they don’t tend to have any say in how, or if, pay rises are awarded. Line managers are the ones who must enforce the completion of policies and practices in the workforce, ensuring employees follow the guides and rules, however they don’t tend to have a say in what is written in the policies. The role of the line manager is quite difficult, if an employee approaches them with a request, for more flexible working for example, they take the request to HR who are the ones who make the decision, feed it back to the manager and then the manager is the one who must deliver the outcome to the employee. (CIPD, 2019)
Line managers work one on one with the employees on the factory floor, they can see what matters to the employees when it comes to reward and can make quick decisions that make an impact, such as ensuring employees have good work-life balance, allowing employees to leave early for example whilst also managing working conditions. (CIPD, 2019)
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(AC 3.2) Review the role of people practice in supporting line managers to make consistent and appropriate reward judgements

Employers frequently have difficulties in regulating their employees’ pay. Traditionally, they have concentrated on attracting, retaining, and motivating employees to satisfy the needs of the company, but they must rely on the line managers to make judgments about the employees' talents. Line managers must be well supported to make consistent and appropriate reward decisions to achieve their objectives, a role that is implicated by HR and people practitioners. (Russell et al., 2018)
Line managers need to be provided with the necessary training to support with managing their teams, whether it be coaching and training, having difficult conversations or interviewing and this is put in place by HR. 
For line managers to make good judgement calls on reward they must have the correct tools. The tools used to collate the data must be consistent and fair (Russell et al., 2018) If they are provided with well detailed 360 feedback and appraisals, they can monitor performance correctly., this data is collected and distributed by HR. 
This role has changed dramatically over the last few years, as the workplace has changed, so too has the way in which HR needs to support line managers. More data is becoming available online and in one easily accessible place. (Russell et al., 2018) Also, the requirements of employees have changed, what is now important for employees, things like working from home and flexible hours, were not a consideration before the pandemic and having these conversations are new for line managers so the support of HR is more valuable than ever. (Russell et al., 2018)
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(AC 2.3) Develop organisational reward packages and approaches based on insight

For us to review where we are in terms of what rewards we offer we need to see what other retailers in our market are doing. Here we can use benchmarking data and compared to our own packages, please see below some data collated so far:

Our Company in comparison to O2
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Our Company in comparison to EE
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Our Company in comparison to Vodaphone
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(Avertec, 2019)
Some obvious findings:
We only offer statutory maternity and sickness pay whereas our competitors offer full pay for various periods of time – this could be a singular reason why new starters don’t invest in our company, if they want a long-term career plan, where they can start families, are we the company to work for?
We offer considerably lower holiday allowance packages compared to our competitors, again, this could be the deal breaker for recruiters.
Health insurance – not all our competitors offer insurance, but they do offer some form of health packages, we have seen increased evidence and data that health and wellbeing is becoming as important for companies to offer, as any financial reward. 180
We need to put measure in place to gather data, speak to our employees, find out what they want, go out into the market, and compare and ensure we start implementing a fully versatile reward package that has something for everyone all in one place.
Thank you
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* The role of HR is ever changing, we must remain open to
change and continue to implement, adapt, change and
grow to ensure we have policies and practices in place to
support our line managers consistently.
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Name of Benefit O2 Avertec Notes

HOLIDAY

Holiday allowance 23 20

Buy or sell 5 days hols per year Y Y

HEALTH 

Health assessment Y N

Health cash plan Y N

Cycle to work scheme Y Y

Employee Assistance programme Y Y

Critical illness insurance Y N

Dental insurance Y N

FAMILY FRIENDLY

Maternity/Paternity  Y Y O2: 14 weeks full pay for everyone. Avertec: Statutory

Paid time out for fostering & fertility treatment Y N

MISC

Phone contract discounts Y Y

O2 Extras Y Y (Averpercs is the equivalent)

Car allowance  Y Y Both Companies depends on role

TV / Broadband discounts N Y

Learning fund Y Y/N Avertec: learning fund via salary sacrifice

Travel insurance Y N

Bonus for Sales Advisors  Y N
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Name of Benefit EE Avertec Notes

HOLIDAY

Holiday allowance 25 20 Plus EE  give you your Birthday off

Buy 5 days hols per year Y

HEALTH

Cycle to work scheme Y Y

Employee rewards hub Y Y (Averpercs is the equivalent)

Employee Assistance programme Y Y

FAMILY FRIENDLY

Maternity/Paternity  Y Y EE: 6 months full pay/3 months SMP Avertec: Statutory

Paternity Y Y EE: TBC Avertec: Statutory

MISC

Phone/TV/Broadband discounts Y Y

Volunteer days Y Y

Learning fund ? Y/N Avertec: learning fund via salary sacrifice

Commission for Sales Advisors  Y N

BT share plans Y N/A

Health insurance Y N
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Name of Benefit Vodaphone Avertec Notes

HOLIDAY

Holiday allowance 25 20

Buy 5 days hols per year Y Y Avertec: Buy holiday on hold this year due to excessive carry over

Additional leave (LOS) Y Y Vodaphone: 1 day for 5/10/15 years service

HEALTH

Wellbeing portal Y Y

Employee Assistance programme Y Y

Cycle to work scheme Y Y

Medical & dental insurance plans.Virtual GP Y N

Income protection/critical illness Y N

Life cover Y N

FAMILY FRIENDLY

Maternity Y Y Vodaphone: 13 weeks full pay + 26 wks at half + returner bonus /Avertec: Stat

Paternity Y Y Vodaphone: 16 weeks full pay. Avertec: Statutory

MONEY

Pension Y Y Vodaphone: double up to 10%/Avertec: Statutory

Financial eductation platform Y Y/N Wellbeing includes finances on Averpercs

Interest free commuter loan Y N

Vodaphone shares Y N/A

MISC

My Choices discounts Y Y Averpercs is the equivalent

Charity days Y Y Vodaphone: 5 Avertec: 2
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