Introduction

With the use of reward strategies, this report seeks to explain reward context and approaches and how they may affect different organisational and physical factors.

Principles of reward and its importance to organisational culture and performance management. (AC 1.1)

Rewards encourage employees to meet goals, encouraging recognition and offering performance-based incentives, allowing employees to select and apply for various rewards that meet the requirements.  “Individuals in organisations are rewarded for their contribution, fairly, consistently and transparently” (Taylor and Woodhams, P63; 2022) Aspects of total rewards include salary and benefits, work-life balance, performance and acknowledgment, professional growth, and career opportunities. 
Setting and achieving goals together with colleagues encourages them to put in more effort, which is one of the main benefits of rewards, reward principles are crucial to organisational culture, according to Taylor and Woodhams (2022), total reward approach, is developed and implemented by organisations to provide money, perks, and other types of compensation to employees who meet organisational goals. Since not everyone is driven by money, allowing alternative benefits speaks to all employees and gives them the freedom to choose. The major objective of offering benefits and compensation to employees, according to Taylor and Woodhams (2022), is to try and change their behaviour so they will want to join, stay, and work hard on the job. In the past, remuneration acted as an attractant, benefits helped keep employees on board, and bonuses and incentive programmes encouraged good performance. The concepts of intrinsic and extrinsic rewards are also important. “The relationship between these two types of reward is not straightforward, it is not simply a case of favouring one over the other.” (Hajduk, 2017)
When employees successfully finish tasks or projects, they are rewarded intrinsically. These bonuses are given according to a person's aptitude and elicit an emotional response that motivates them to work hard and take pride in their accomplishments. When commissions, promotions, or raises are offered as a means of rewarding hard work, employees are more likely to be motivated by extrinsic rewards. While each reward is distinct, they both improve performance for employees in businesses because not every employee has the same objectives for their position.  Such rewards are critical to an organization's success because they boost worker productivity through enhancing employee motivation and engagement.


Implementation of Policy initiatives and Practices (AC 1.2)

Organisations' reward policies and initiatives should be founded on the values of equity, consistency, and fairness while upholding objectivity and treating everyone equally. HR policies, in George's opinion (2022), are essential to maintaining equity and uniformity within an organisation. While equality denotes the absence of prejudice or favouritism, consistency describes how policies are applied uniformly throughout an organization's hierarchy.
Initiatives and practises examine market rate analyses, contingent reward, job evaluation, grade and pay structures. These structures can offer a rational and transparent framework for allocating jobs and setting salaries. “Effective interpretation of this data is key to ensuring your pay is fair and competitive.” (CIPD, 2022a)
A company may find that its grade and pay structure provide a logical and transparent framework for assigning employees and setting pay scales. Companies may elect to group jobs into career or job families or to assign all jobs to a single grading system. Companies attempt to regulate pay progression, according to CIPD (2023b) so that rewards are determined by performance or contribution levels. This allows for contingency, meaning that each employee is only eligible for a single annual rise, and ensures that pay scale advancement is guaranteed if performance is met. 
In addition to determining pay levels, managers must ensure that all grades and pay structures are fair considering job evaluations and that a clear, methodical process is followed to ascertain the relative importance and size of jobs within the company, which is necessary to establish pay structures. “The main reason why HR professionals undertake job evaluation is to assess which jobs in an organisation are similar in order to plot their position within grade or pay structures.” (Taylor and Woodhams, P79; 2022) In regard to pay progression companies should have in develop a policy allowing employees performance to be used against any job evaluation or pay rise. This reward incentive allows employees to work hard and hit goals knowing that there is a bonus towards the end, retaining staff and inviting new employees. “Pay and benefits are important in attracting, retaining and engaging employees” (CIPD, 2023)
People and organisational Performance can Impact on the Approach to Reward. (AC 1.3)
Performance plays a large role on reward system. It displays the effort that a person or group has put into their role and can be used to monitor progress towards an objective. “Design pay structures and progression arrangements, so they reward and recognise the employee values, behaviours, performances, and attitudes the business needs.” (CIPD, 2023c) Promotions or additional vacation time are examples of incentives and bonuses that can be given for excellent performance.  When performance is rewarded and encouraged, workers are motivated to give their all because they know that their efforts will be recognised. Yet, it's still critical to provide recognition and intrinsic rewards, even if an organization's budget prevents it from paying high salaries or bonuses. These must be integrated into the organization's culture and given high value to inspire employees to perform well. “Recognition is one of the most powerful methods of rewarding people” (Armstrong and Brown, p95; 2019)
People are drawn to, maintained at, and motivated to work because of a variety of benefits, both monetary and non-monetary, and they are connected to organisational performance because they positively contribute their knowledge and skills to a company.  Organisational performance affects the reward strategy because top performers often leave a company in search of greater opportunities and rewards. CIPD (2023) states that to create a reward programme that benefits employees and benefits the business, employers should research what motivates and inspires potential hires as well as how to retain them. They should also investigate the most effective ways to meet their needs and requirements. 
However, if a good incentive is offered, workers are more likely to stick around and help colleagues reach their goals. Examples of this include salary adjustments or bonuses at the end of the year when targets are met. "People were drawn to an organisation by their salaries, kept there by benefits, and motivated to work hard by bonuses and incentive programmes." CIPD (2023) Giving out rewards of this nature encourages both staff retention and forward-thinking thinking. 

Comparison of the different types of benefits and the Merits of each (AC 1.4)

Employee benefits offer incentives to workers that range from non-financial to personal financial benefits. These benefits provide a broad range of assistance for workers that benefit them both temporarily and permanently, including raises in salary and savings on purchases.

 “Employee benefits offer a way to attract and keep people, contribute towards improving wellbeing, and encourage required behaviours, achievements, values, and skills” (CIPD, 2022d)

 This is an opportunity that helps people plan, keep employees, and provide a variety of benefits across multiple options, including bonus plans, insurance coverage, and pay based on performance for everyone. 
Knowing that they will receive a reward package for their efforts encourages workers to meet their goals at a high rate. The individual financial benefit offers employees a variety of options, one of which is the bonus benefit. This benefit acts as a financial incentive for many and helps keep people motivated.  “Bonuses or incentives need to be ‘worth having’ if they are going to influence employee behaviour or performance.” (Cotton, 2022) These perks are dependent on how well an employee performs and work within the larger company strategy. Employees can talk to managers about their work and set goals that will improve their work to qualifying them for a bonus. 
Comparing styles of benefits when looking at individual financial benefit this works with given something to add to the colleague financial package comparing another form of benefit offered to employees, we can look at the organisation wide non financial benefit that offers other motives to employees that does not always include cash and allows non-financial schemes to be incentives to employees such as free discount schemes or money off purchases. 

“A wide-ranging employee discount programme can help employees save on essentials like groceries or school uniforms, as well as making holidays, home improvements or cinema trips more affordable” (admin_people, 2022) 

By allowing these benefits helps employees budget for things like grocery shopping or making purchases at a discount. It also helps with the cost of living. Many suppliers partner with businesses to enable staff members to use incentives on their website to purchase luxury items like dishwashers or televisions that can assist with their payment. 

Assessment of the contribution of Extrinsic and Intrinsic Rewards (AC 1.5

Everybody has both intrinsic and extrinsic motivations, such as the desire to work hard to achieve rewards and increase performance to get paid or receive a sizable bonus. “Organisations can use combination of intrinsic and extrinsic rewards to motivate their employees.” (Taylor and Woodhams, P64:2022)
Extrinsic rewards are financial benefits that employees receive. These can take the form of bonuses, pay increases, or other benefits. Because they are not contingent on completing work, extrinsic rewards encourage employees to perform better and add value to the company. For example, if an employee receives raises every year but not in one, they are unlikely to be motivated. “These rewards motivate and inspire employees because money or equivalent rewards are important to most people.” (The Economic Times, 2019) 
If managers provide a monetary incentive for high attendance, they can inspire workers, reward diligence, and guarantee high attendance. Extrinsic rewards can, however, have a drawback as well. For example, an organisation cannot be sustainable if its employees only work towards goals and bonuses; as a result, they will put in the bare minimum of effort to achieve rewards they know they will receive, and if they receive bonuses for completing tasks, they will avoid more difficult work in favour of easier ones. Employers should work with employees and listen to them to achieve a overall goal. According to Young (2023) employers should not assume that workers are demotivated but rather inspire them to do a good job and help them feel supported. 
Furthermore, when workers perform well and finish meaningful work, they get psychological benefits called intrinsic rewards. They are deemed to be internal to the organisation because of their strong reliance on the abilities and efforts of employees.  Improving intrinsic factors, growth and achievement opportunities, work-life balance, workplace standards, and a certain amount of control over one's own work and life may be the most effective way to increase motivation because they are all equally significant. 
Since they may encourage intrinsic motivation, line managers are crucial to the implementation of reward management, according to Taylor and Woodhams (2022), through a collection of integrated policies and practises, which may include base rates, the reward system offers both monetary and non-monetary rewards. Motivated employees enjoy what they do, which can help them finish tasks.

Business context of the Reward Environment (AC 2.1)

To assess the business context of the reward environment, you must consider the internal and external factors that impact reward decisions. A factor that is part of the business context of the reward environment is the external environment, which encompasses things like the labour market and economic conditions. The national, international, and corporate contexts make up the business context. 

“The most effective reward packages meet the needs of its people, the business, and the organisation’s purpose, culture and performance, in a fair and responsible way” (CIPD, 2023) 

The industry tries to adapt hours to get people to come into work, according to Taylor and Woodhams (2022), the international context examines the global competition for goods and services. Two issues with reward management arise in this context: the first is the transfer of people from foreign locations on assignments and the duration of these assignments; the second is the decisions made about employee employment, retention, and motivation in host countries, as well as how the principles and performance goals will be implemented. 
According to employment trends, reward environments are influenced by a wide range of factors, such as the national minimum wage, the high demand for credentials and skills in organisations that are hiring more skilled manual workers in addition to knowledge workers, and the concept of talking about what is available during the recruiting stage.  “Organisations have been able to take strategic advantage of an individualised approach to contract and pay” (Taylor and Woodhams, P64; 2022) With the introduction of the Employment Equality Regulations Act of 2006 and the 1998 National Minimum Wage Act, there is a strong need for the gaps between the top and bottom of pay scales to close, and the rates of pay at work also have a significant impact on reward strategies to be competitive.  When analysing rewards at the corporate level, we must consider how organisational changes may affect corporate structures and how external factors may affect the achievement of company objectives. How can businesses draw in and keep top talent? How can they engage and inspire staff members to be successful and produce top-tier results. “Employers should find out what attracts, keeps and inspires their current and future people” (CIPD, 2023)  

Generating Benchmarking Data and Measurement (AC 2.2)

Benchmarking is a way for business to gather data that can help them improve their business, this can be through historical business data or through their employee’s voices, through things like surveys or reviews. Benchmarking data can be collected by organisations two ways, external benchmarking, which compares data between competing companies to outrank one another, and internal benchmarking, which compares data within an organisation. 

“The resulting information enables companies to learn from the successes and challenges of others in order to improve and measure change in their own performance.” (Overton, 2011) 

When it comes to benchmarking data there are a few different ways that companies can develop insight, one of the most popular according to is through surveys, whether it is through employee surveys or externally through customer surveys. 

“HR teams can use data to make better HR decisions, better understand and evaluate the business impact of people, improve the leadership’s decision making in people-related matters” (Marr, 2018) 

Companies can hear directly from their employees by conducting in-person or online surveys. The data can be quantitatively analysed to offer more insights into how businesses can improve performance and look at relevant data like employee compensation. These can look at things like people pay or through departments investigation.  Taylor and Woodhams (2022) state that the CIPD conducts an annual reward management survey, which looks at topics like pay and benefits and performance-related rewards. This kind of information is published so that HR professionals can spot trends and modify their own reward management strategies. 
Focus groups are another resource for gathering benchmarking data; these provide an opportunity for staff members to convene and talk about various subjects. Employee performance reviews also help identify areas in which employees need to improve as well as those in which they are excelling.  Companies can determine whether employees are motivated by bonuses or salary increases once the data has been gathered, or by recognition alone. “The primary consideration here is the level and type of data that is going to be relevant to each group.” (Taylor and Woodhams, P72; 2022)

Organisational Reward Packages and Approaches based on insight. (AC 2.3)

Following the collection of benchmarking data, these can be utilised to create a reward programme that is suitable for an organisation. “Using the data available can ratify the level of engagement and strength of the employee proposition.” (Beagrie, 2015) Employers can learn how to design strategies and incentive programmes by implementing performance-based pay raises, paid time off, and benefits. Businesses can use these data and insights to develop strategies and incentive programmes that are tailored not only to the requirements of their employees but also to the company's goals, performance, and culture. A reward package looks at both the pay and benefits they can offer to not only attract employees but also retain them. The goal of the total reward approach, as outlined by Armstrong and Brown (2019), is to recognise individuals for their abilities and to give them rewards for their work rather than just throwing money at them. 
Grade and pay structures help organisations define pay scales and create a job hierarchy. These provide transparent and logical frameworks for setting salaries and filling positions. Based on job or career families, grade structures can be broad or narrow. “Grades may be defined by a range of job evaluation points so that any job for which the job evaluation score falls within the points bracket for a grade which be allocated to that grade.” (Armstrong and Brown, P215; 2019) 
The reward package can be developed using procedures for job evaluation schemes that determine the relative size or value of jobs within an organisation.  They facilitate the creation of fair pay structures, assist HR in comparing roles to the market, locate similar-sized or valued jobs, provide transparency, and ensure that equal pay promises are kept. There are two categories of job evaluation, according to CIPD (2022a) analytical schemes, which provide more objectivity in assessment, and non-analytical schemes, which are easier to use and less expensive.
The other method of creating a compensation package is to use market rates, which are also a means of gathering information on the pay scales of comparable positions in other companies to establish the market rate and monitor its changes. These rates are also used to establish external relativities.

Legislative Requirements that impact Reward practice (AC 2.4)

The National Minimum Wage Act of 1998, the Equality Act of 2010, and the Working Time Regulations of 1998 are just a few of the legislative frameworks in the UK that have an impact on the compensation practises that are employed by all employers and that ought to be followed strictly. According to Taylor and Woodhams (2022), there can be a significant impact on reward practises due to these requirements. The employment laws have significant implications for both flexible working hours and rewards. 
When developing a reward strategy, these legal requirements are considered. A few examples of the things that are taken into consideration for employees are minimum pay, equal pay, and reward, working hours, holidays, and absence laws, all of which are intended to have an impact on reward practises. Certain legal requirements must be met to implement these frameworks in the UK and enable them to influence reward practises within businesses. "UK employers must meet legal requirements in all pay and reward policies." CIPD (2023) Laws like the national minimum wage, which is applicable to all workers in the UK who are 16 years of age or older, and the national living wage, which is applicable to all workers in the UK who are 25 years of age or older, have an impact on compensation and treatment. The purpose of the law is to guarantee gender parity in compensation and to require employers to pay their employees the legal minimum wage and executive compensation ratio. “Recently, large UK employers must now disclose pay data, such as by gender.” (CIPD G, 2022)
In terms of employment contracts, companies are required by the Equality Act of 2010 to treat men and women equally, especially when it comes to how they conduct themselves in similar work that is equally valuable in terms of skill, effort, and decision-making. As per Armstrong and Brown (2019), the Equal Pay Act prohibits employers from paying men and women differently for performing equivalent jobs at the time of job appraisal. Certain benefits, like pensions and sick leave, must be provided by the employer and are mandated by law. “Many employers offer a wide range of benefits, from traditional items such as paid leave and occupational pensions” (CIPD, 2023)

Assessment of different approaches to Performance Management (AC 3.1)

Businesses can focus on growth by using performance management, which is centred on rewarding excellence and fostering staff development. It enables coworkers to become inspired by their line managers daily through activities like goal setting, annual reviews, and feedback. According to Armstrong and Brown (2019), by structuring work around employee performance and improving the workforce's knowledge, skills, and abilities, it makes it easier to improve performance through the creation of personal goals that align with the organization's goals. Staff members can be motivated and rewarded by using career paths and feedback. A defined goal gives workers a sense of personal responsibility and ownership for their work, while also giving employers access to a flexible workforce.
Since they supervise workers' activities and serve as a liaison between management and staff, line managers are the backbone of any organisation. They collaborate with staff members to foster and enhance their behaviour, drive, and capacity to achieve all objectives.  “Line Managers are the individuals who have most contact with employees and are normally responsible for making pay decisions within the framework.” (Taylor and Woodhams, P82; 2022) As the intermediary between their staff and performance management, line managers collaborate with their team members to identify and prioritise the primary goals related to each member or the team. This can be achieved by understanding how each person's performance contributes to the objectives of the organisation through performance objectives.      
Performance evaluations and annual reviews are two ways that performance management can demonstrate this. Performance management can help drive employees' goals and career paths, retain staff, and work with reward management by rewarding good performance with pay raises and bonuses. Key performance indicators (KPIs), smart goals, and SWOT analysis can all be used to drive employee performance. “Performance management is associated with pay when it enables the performance of individuals to be rated in order to inform performance pay decisions.” (Armstrong and Brown, P128; 2019)
Another performance management strategy that line managers can use with staff to boost morale and keep them on track is ongoing feedback. Whether done on a monthly or quarterly basis, it can help employees reach their goals and can contribute to year-end performance. Although it can take up time for managers, it can boost morale. “The feedback and recognition of good work by the manager is provided as and when appropriate.”  (Armstrong and Taylor, p 385; 2023)

Role of people practice in supporting line managers in Reward Judgements (AC 3.2)

Professionals in human resources are vital to businesses and performance management because they create a link between organisational objectives and worker motivation while upholding worker accountability. “HR can best support line managers to effectively implement HR practices, with practical suggestions of activity.” (CIPD, 2017h) Through their knowledge and abilities, human resources professionals assist line managers in their leadership roles within the company by providing them with the needed information, resulting in fair performance reviews for their staff members. To ensure fair feedback, it is essential that line managers have the right tools to support appropriate reward judgement. In addition to overseeing providing and receiving feedback as well as making objective assessments of relative performance, competence, and skill levels, line managers also play a crucial role in informing employees about the benefits of your company's rewards programme. According to Taylor and Woodhams (2022), it is imperative that line managers receive training on reward systems and decision-making processes in order to ensure that decision-making processes are transparent, consistent, and communicated to all members of the organisation.
It is the duty of human resources professionals to guarantee that line managers are aware of the organization's grading and pay structure, as well as to make sure that employees comprehend reward policies. “Even if your organisation has a great reward strategy, if this is not communicated to employees effectively the process falls down” (Thomas, R, 2011) The needs of the workforce must be met to recruit, retain, and motivate workers. It is crucial for line managers to accomplish this goal by ensuring that their staff members receive the proper support and compensation, if line managers don’t feel part pf the reward management process this can impact employee’s commitment and engagement and reduce productivity. According to Taylor and Woodhams (2022) there won't be any consistency in pay structures across the organisation if line managers are not given support in making informed decisions about rewards, and reward systems and processes will suffer as a result.

Line managers make reward judgements based on organisational approaches to reward (AC 3.3)

Organisational strategies for rewarding employees tend to centre on the overarching aims and objectives of their businesses, such as increasing productivity, enhancing employee skill sets, and even recognising accomplished goals. “Line managers have a fundamental role in implementing organisational policies and in supporting their team’s development” (CIPD, 2022I) 
When examining how line managers decide which employees to reward based on organisational strategy, they can choose to reward workers financially or based on their annual performance. This compensation may be contingent upon the worker reaching predetermined goals, such as reaching a sales target or finishing a project. The line manager could even decide on a one-off bonus for outstanding performance. “It's therefore important to carefully plan and monitor how line managers are appointed, managed and developed to make sure they are effective.” (CIPD, 2022I) Additional training, study leave reimbursement, or career advancement are examples of non-cash rewards that could be given to the staff member. 
In addition to keeping workers employed by the company, these benefits are intended to help them advance their knowledge and abilities so they can perform their jobs more successfully. To further encourage equity and fairness in line management reward decision-making, non-financial rewards such as work-life balance and working conditions can be used. An additional illustration of a reward strategy is when a line manager concentrates on monetary compensation. For instance, managers must take their department budget into account before deciding on rewards. “If employees feel this allocation is fair, then the incentive does more to motivate them.” (CIPD, 2022J)
By doing this, they can consider the performance and contribution of each employee and match the reward to the completed work. Instead of only concentrating on monetary compensation, line managers should also consider the variety of benefits that each employee may be eligible for, such as flexible scheduling and even opportunities for advancement. “The main reason for offering pays and benefits is to influence employee behaviour, so they want to join and stay with an employer and to do their best in the job” (CIPD, 2023)
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