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Reward management is concerned with the strategies, policies and practices required to ensure that the value of people and the contribution they make to achieving organizational, departmental and team goals is recognized and rewarded (Armstrong, 2014). The term ‘reward’ generally covers all financial provisions made to employees, including cash pay, and the wider benefits package such as pensions or private medical insurance, etc. The main reason for offering pay 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. Individuals are attracted, retained and engaged by a whole range of financial and non-financial rewards, which can change over time depending on personal circumstances (CIPD, 2022). For example, people who may be at the beginning of their career may be willing to work for a very low wage, or volunteer to gain experience in a field. Similarly, money may not drive someone will a young family who believes that time at home or flexible working arrangements may be more rewarding for them and their family. In all pay and reward policies, UK employers must meet legal requirements, for example, on equal pay and the National Minimum Wage, as well as reporting on the organisation’s gender pay gap and chief executive pay ratio. The National Minimum Wage is the minimum pay per hour almost all workers are entitled to. People classed as ‘workers’ must be at least school leaving age to get the National Minimum Wage. They must be 23 or over to get the National Living Wage, and this is set by the Government (Gov.uk, 2012). The real Living Wage is the only UK wage rate that is voluntarily paid by almost 10,000 UK businesses who believe their staff deserve a wage which meets everyday needs. The real living wage is an organisation set up to campaign for individuals to get more that the £9.50 that is the national living wage set in place by the Government and believe individuals should be on £9.90 in order to live comfortably. Organisations such as IKEA, Nationwide and the Welsh Government are among employers who may the real living wage (The Real Living Wage, 2020). The gender pay gap can also be a deciding factor on whether an employee chooses our company. The gender pay gap is the difference between the average earnings of men and women across a workforce. From 2017, if you are an employer who has a headcount of 250 or more on your ‘snapshot date’ you must comply with regulations on gender pay gap reporting (Gov.uk, 2021). Although money isn’t the only factor that drives individuals to choose us as an organisation of choice, being able to show that we value our employees time and efforts and hard work by giving them fair pay is a great place to start as a reward. That they can do the same job in one organisation for more an hour that another is sure to help us be an employer of choice and them feel valued. 
A commonly used quote from Peter Drucker, the influential management academic, that ‘culture eats strategy for breakfast’, stresses that without an effective and healthy corporate culture, organisations will be unable to deliver against their strategy and meet their business objectives (CIPD, 2020a). The way our organisation rewards in employees will have an impact on the organisations culture. If rewards are something that is discussed and openly spoken about to ensure equal pay and equal rewards, the atmosphere in the organisation will be a more open and happier one. The more open we are around our rewards on offer, the more motivated our staff will be. 
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Total reward is defined by the CIPD (2015) as a reward that encompasses all aspects of work that are valued by employees, including elements such as learning and development opportunities and/or an attractive working environment, in addition to the wider pay and benefits package. Total reward looks at the types of benefits that can affect the organisation to achieve a better balance between the needs of the employee and the needs of the organisation. Such benefits may be the organisation becoming an employer of choice or enhancing the reputation of the employer and improved communication of reward practices. Some benefits noted by the CIPD are healthcare and risk benefits, many organisations offer private health care. Good pensions in place to care for staff after years of hard work for the organisation. Some companies offer company cars or leasing deals as well as park and ride or cycle to work initiatives. The thing with organisations is that the benefits on offer need to appeal to a wide demographic or the organisation needs to offer more that one benefit to make sure it is offering something of interest to everybody (HMRC, 2019).
Organisational performance can be affected by the rewards in place and vice versa. One way of controlling the impact of rewards on the organisational performance is job evaluation Acas (2014) defines job evaluation as ‘a method of determining on a systematic basis the relative importance of a number of different jobs’. It's useful because job titles can be misleading, either unclear or unspecific, and in large organisations it’s impossible for people professionals to know each job in detail. Sometimes when titles are misleading, is can demotivate or burden employees with work and responsibilities that isn’t theirs. Armstrong (2019) notes that reward strategies differ from organisation to organisation so the structure used in different organisations are different, but the CIPD (2019) states that strategies typically include a proposed reward scheme, a definition of what is expected of an employee to gain said reward and an implementation plan. Hywel Dda University have a dedicated staff benefits app, named Hapi, this acts similar to an NHS Blue Light card. Staff members can join and have the opportunity to have discounts in many big name brands and high street shops or online. Other benefits that Hywel Dda University Health Board offer, that could be offered in our organisation, that aren’t money driven could are things such as having a creche on site, or discount at a local creche for our employees. This would mean it’s less of a financial burden on parents returning to work, or it’s less time consuming to travel to a creche meaning that the parent and child have more time together and a better work life balance for our employee. We could offer leave purchase schemes on top of our already generous leave entitlement, where our employees can offer to pay for more annual leave meaning they have more time away from the office but are happier because of it, which should result in better performance while in work. Flexible working hours are already in place, however, we could offer teams to work more hours over fewer days, perhaps resulting in an early finish on a Friday or even a three day weekend in some cases as long as the business needs are covered. This is a conversation we could have with our employees to determine how the majority works and would like to work. 
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Business context is making sure that you decisions we make fit with the organisations culture and values. We couldn’t implement a rewards strategy for our organisation as a garage would for their organisation. Our workforce is 50% male and 50% female and we would need to motivate and have a rewards structure in place that would appeal to all of our employees. Having already looked at the benefit app that Hywel Dda University Health Board has in place for their staff, potentially we could implement something similar. Our work force isn’t as large as the health boards, however, we have a significant amount of employees now and as we aim to grow and be an employer of choice, we need a rewards system in place that sets us apart from our competition. If we are going to continue rewarding our staff with cash bonuses, but also implement other means of rewards and motivation techniques, perhaps we should look into capping the amount of tax free bonuses available. Perhaps the bonus scheme is only appealing to the same handful of people as motivation every year, and our aim is to motivate all of our employees. As mentioned before, not everyone is money driven and maybe the competition or the harder edge of a cash bonus may not quite bring the employees out of their shell. A cash bonus can also be seen as a very competitive stance on motivation and our aim here is to grow as one big team and work together towards our goals. This is more difficult to do if employees are in competition with each other. 
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As an organisation we can implement a rewards strategy. This may be through a bonus and incentive scheme that we can offer our employees. There are differences between what bonus’, and incentives are. Bonuses cover a wide range of purposes and can be discretionary or non-discretionary, they can be in place to motivate staff but also a way to that staff for good work previously done. An incentive is in place to influence future employee behaviour or performance, usually using targets: if a specific target is met, the employee will receive a payment, typically of a specific size. I should also note that the organisation could implement non-cash incentives, this is where the employee would be given a prize of some sort, maybe, vouchers, travel vouchers, merchandise etc. or another option to implement would be employee recognition schemes are retrospective as they recognise past performance rather than incentivising future efforts. This could be done in a meeting, to inform everyone that a specific employee had done well, this could even be rolled out to a whole team. In Hywel Dda University Health Board, for example, every department has employee of the month, department of the month and even an overall employee. These employees are put forward by line managers who explain why they believe that they are worthy of being employee of the month. This isn’t a monetary award, but it does make the employee feel valued by their line manager and recognized by the organisation on a whole which is motivating and heart-warming. Perhaps the organisation can consider hiring a reward specialists. Their role would be to understand the legal and regulatory landscapes of the reward agenda before putting together any reward strategy. They’ll typically create a total reward approach, combining a range of different pay and benefits offerings into a flexible framework which meets the diverse needs of its employees (CIPD, 2020). 
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Contingent rewards look at what do we value as an organisation and what are we prepared to pay? Different contingent reward strategies can include performance related pay, skill-based pay or team-based pay. Firms operating a contingent approach typically pay an element of “base” pay and an element of “bonus” pay, so we should consider if this is something that we as an organisation are willing to do and have the means to carry it out as a reward plan. These kinds of plans are popular in other organisations because the are seen as a motivational tool by linking an element of pay to a work achievement. Performance management is about creating a culture which encourages the continuous improvement of individuals' skills, behaviours and contributions to the organisation. It’s a key part of the relationship between staff and managers. Performance management means that the organisation and the employee have a shared understanding of the organisation’s goals and even if the organisation implements flexible working, that the workforce is working to meet organisational goals. When the employee feels like they are being included in the organisations goals it will give them a sense of individual ownership as well as a shared understanding between the line managers and the employees of work issues will give the employee more accountability for their work, which will benefit the organisation as employees will naturally start feeling like their opinions matter to the organisation and it’s a great reward for the employees’ judgments (CIPD, 2019). The benefits to the individual are that it gives them an understanding of how their own performance contributes to organisational goals, they can see how their opinion matters and makes a difference to the organisation. They are more motivated if they have clear role requirements, regularly updated through review discussions. Another benefit that rewards employees the recognition and praise for their work as well as career progression. 
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HRM can help support line managers in making the right decisions for their team. There may be factors that affect an employee’s workplace performance. These factors could affect individuals differently. When we consider the factors related to an individual worker it could be down to two issues. Their capability, if they are capable to complete their allocated work, or not. If not, then HRM and the line manager can look at ways to improve this and the reasons behind why the individual may be falling behind on work, maybe such as issues at home, mental health, too much of a work load and job evaluation needs to take place or perhaps the individual needs more training and development, in which case the workforce department can help. In Hywel Dda University Health Board, for example, they run training courses yearly to keep employees up to date on generic training but the learning and development department are on hand all the time to assist with any additional training, coaching or mentoring an employee may need. If you line manager sees an issue with the capability of an individual they should talk to the individual firstly to see if anything can be resolved but if the issue persists then the line manger can involve HRM. Another reason that could affect workplace performance is motivation. If our staff are not challenged in their roles they will lose motivation and from this their standard of work may slip. They may be less enthusiastic about a piece of work or maybe have not drive to complete it. Motivation is difficult because people are motivated by different things depending on their needs and what stage they are in in their life. Maslow’s hierarchy of needs (2019) touches on the different stages people go through in their life time and how this effects what motivates them in the work place such. Motivation can be intrinsic, resulting from internal factors such as enjoyment or feeling appreciated, most probably what an employee who is well paid and has been in their position for a long time, or extrinsic, resulting from external factors such as pay and benefits, or titles and awards, perhaps an employee trying to rise through the work ranks and make a name for themselves or have a young family to take care of. There is evidence that we all share some intrinsic drives or motivators individuals are considered to be intrinsically motivated by something if they engage in work that is interesting, meaningful, challenging or fun (Reverse mentoring: the motives | CIPD, 2019).
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Our reward strategy should have our employees at the centre of it. It should motivate them to come to work. It should attract them to come and work for us. It should ensure they are always challenged and driven in their role. It should support and drive them to premotions and new roles within the organisation that is of interest to them, and it should encourage them to continue to do the amazing work that they are already doing. They should want their friends or acquaintances to come and work for the company, not only because of our rewards system but because of the work that we do to ensure that our culture and values are in place for everyone. We should seek to pay the Real Living Wage as a minimum for all our employees as well as use data-driven insights to target support at disadvantaged or underrepresented groups and ensure good work for all. We should provide learning and career development opportunities and encourage all employees to use them to keep them motivated and engaged and put in place practices that promote inclusion and social cohesion, and effective interventions to resolve conflict when it arises. Due to everything that has happened with COVID and the pandemic over the last two and a half years, I believe at the centre of our reward strategy should be our employees mental wellbeing. We already implement flexible working, but we should be taking it a step further and ensuring that our staff have a team in place to support their mental wellbeing. I know that Hywel Dda University Health Board have a psychology team that works closely across all other departments in supporting the staff with wellbeing days, where staff are given time away from the screens, as a team to concentrate on their own personal wellbeing as well as that of a team. Opening up with senior management involved and not involved, is a great way for the team to grow closer, be more honest with each other and carry this into their working life. Letting each other know how grateful they are and how much they appreciate one thing about one other individual is a great trust and team building exercise. Our reward to our staff for their hard work would be to listen to their needs and learn from them what they need in order for the organisational performance to enhance as well as how they feel when they come into work. We can offer then as much time off as they need as long as they continue to reach targets and it will show a great amount of trust in our employees. Treating them like adults and giving them responsibility over their own workload and time management. The organisations reward in return should be well rested individuals who respect and appreciate their work place and their colleagues (CIPD, 2021a). 


Reference list
ACAS (2014). Job evaluation: considerations and risks advice booklet | Acas. [online] www.acas.org.uk. Available at: https://www.acas.org.uk/job-evaluation-considerations-and-risks-advice-booklet.
Armstrong, M. and Brown, D. (2019). Armstrong’s handbook of reward management practice improving performance through reward. 6th ed. London Koganpage.
CIPD (2019). Information on Performance Management | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/performance.
CIPD (2020a). Organisational culture | CIPD Viewpoint. [online] CIPD. Available at: https://www.cipd.co.uk/news-views/viewpoint/organisational-culture.
CIPD (2020b). Reward roles. [online] CIPD. Available at: https://www.cipd.co.uk/careers/career-options/reward-roles.
CIPD (2021a). Job quality| CIPD Viewpoint. [online] CIPD. Available at: https://www.cipd.co.uk/news-views/viewpoint/job-quality.
CIPD (2021b). Strategic & Total Reward | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/strategy/reward/strategic-total-factsheet.
CIPD (2022). Reward & Pay | Factsheets. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/pay/reward-factsheet#7542.
Gov.uk (2012). The National Minimum Wage and Living Wage. [online] Gov.uk. Available at: https://www.gov.uk/national-minimum-wage/who-gets-the-minimum-wage.
Gov.uk (2021). Gender pay gap reporting. [online] GOV.UK. Available at: https://www.gov.uk/government/collections/gender-pay-gap-reporting.
HMRC (2019). HM Revenue & Customs. [online] GOV.UK. Available at: https://www.gov.uk/government/organisations/hm-revenue-customs.
Mcguire, K.J. and Maslow, A.H. (2011). Maslow’s hierarchy of needs. Norderstedt Grin.
Reverse mentoring: the motives | CIPD (2019). Reverse mentoring: the motives | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/news-views/nutshell/issue-86/reverse-mentoring.
The Real Living Wage (2020). Accredited Living Wage Employers | Living Wage Foundation. [online] Livingwage.org.uk. Available at: https://www.livingwage.org.uk/accredited-living-wage-employers.

image4.png
AutoSave Reward Management Valuing our Ceinwen Lloyd (Hywel Dda UH! ommunications Assistant)

File Home Insert Design Transitions Animations Slide Show Review View Recording Help 12 Share 2 Comments
<l 3D Models v [e]
unfire) B Gsceensor- | B W 2 R o E 1 RR 48 o v
&= SmartArt & .
New Reuse Table | Pictures B photo Album Shapes Icons Forms | Add- | Zoom Comment Text Header WordArt _ | Symbols | Media
Sidev Sides |~ v ek v i chart insv | v Box &Footer v &I v v
Slides Tables Images lllustrations Forms Links Comments Text ~

Examples of how the business fuines
context, benchmarking data S
and legislative requirements
contribute to the design of
reward strategies. 2.1, 2.2, 2,3,
2.4

Application Technology
Architecture Architecture

2
¥
slide4of8 [}  English (United Kingdom) £ Notes S -] T - 1 + 68%

Reward Managemen




image5.png
AutoSave ( Reward Management Valuing our p. Ceinwen Lloyd (Hywel Dda UHB - Communications Assistant)

File Home Insert Design Transitions Animations Slide Show Review View Recording Help 12 Share 2 Comments
o+ . @ 3D Models ~ o B
H 5 O Elsomrrer | Iy w5 D20V 3 2] E & | AR B [0 | [
= Smal -
New Reuse Table PiduresB—IPh conmn Shapes Icons Forms | Add- | Zoom Comment Text Header WordArt _ | Symbols | Media
Slide v Slides | v v ool v dlichart ins v v Box &Footer v &I v v
Slides Tables Images lllustrations Forms Links. Comments Text ~
]
* g Q
B
——
2
. Strategy Strategy Culture
Evaluate the impact
3 of getting a rewards Aftiaet) Retain | Drive
g h Talent Talent Results
strategy right to
contribute to B e | recoonions
. N ‘ompensation Flexibility Rewards
4 organisational —— G
B Development |  Fecdback
performance. 1.5
www.consulttogrow.com $0'chow
5
6 8 2
£} e
M Explain what is meant by Reward and the importance to
Slide 5 of 8 English (United Kingdom) organisational culture 1 - Word

B Assignment 1-Organ.. E organisational-culture.. W Explain what is meant ..~ #® Reward Management ...




image6.png
AutoSave ( Reward Management Valuing our p. Ceinwen Lloyd (Hywel Dda UHB - Communications Assistant)

File Home Insert Design Transitions Animations Slide Show Review View Recording Help 12 Share 2 Comments
<l 3D Models v [e]
unfire) B Gsceensor- | B W 2 R o E 1 RR 48 o v
&= SmartArt & .
New Reuse Table | Pictures B photo Album Shapes Icons Forms | Add- | Zoom Comment Text Header WordArt _ | Symbols | Media
Sidev Sides |~ v ek v i chart insv | v Box &Footer v &I v v
Slides Tables Images lllustrations Forms Links Comments Text ~
3

Different approaches to performance
management and how these can be used by
line managers to make effective reward
judgements. 3.1, 3.3

Visioning

Rewarding
People

Goal Setting

Performance management is a
corporate management tool that

helps managers monitor and
evaluate employees' work.

Performance
Management

Strategic
Planning

Performance management's goal is
to create an environment where
people can perform to the best of
their abilities and produce the
highest-quality work most
efficiently and effectively.

Slide 6 of 8

English (United Kingdom)

Explain what is meant by Reward and the importance to
organisational culture 1 - Word

B Assignment 1-Organ.. E organisational-culture.. W Explain what is meant ..~ #® Reward Management ...





image7.png
AutoSave Reward Management Valuing our Ceinwen Lloyd (Hywel Dda UH! ommunications Assistant)

File Home Insert Design Transitions Animations Slide Show Review View Recording Help 12 Share 2 Comments
!
<l 3D Models v [e]
[ ||LOl [od 5! sreenshot « rC) ¥ ?i [E RN —'l,,_— A :ﬁ /q Lo | Q) <)
&= SmartArt & .
New Reuse Table | Pictures B photo Album Shapes Icons Forms | Add- | Zoom Comment Text Header WordArt _ | Symbols | Media
Sidev Sides |~ v ek v i chart insv | v Box &Footer v &I v v
Slides Tables Images lllustrations Forms Links Comments Text
3

Outline the nature and
importance of the role that
can be played by people
practice professionals, in
relation to supporting line
managers to make
appropriate judgements. 3.2.

Slide 7 of 8

English (United Kingdom)

B Assignment 1-Organ.. Kl organisational-culture..  W® Explain what is meant .. B Reward Management

»




image8.png
AutoSave (

Reward Management Valuing our p.

Ceinwen Lioyd (Hywel Dda UHB - Communications Assistant)

File

Home

Insert

Design Transitions

3 5
New Reuse
Slide v Slides

Slides

Slide 8 of 8

Table

Tables

] &1 screenshot -
Pictt
U B photo Album v

Images

Animations Slide Show

rC) 'Q €D 3D Models ~

& SmartArt
Shapes Icons
. ol chart

lllustrations

One way of improving
the organisation’s
approach to reward,
based on
organisational data
available to you. 2.3

Review

G

Forms

Forms

View

&

Add-

ins v

Recording Help
Zoom Comment
Links Comments

A

3 4

Text
Box

Header WordArt
=]

& Footer @

Text

L@

12 Share 2 Comments
Q <)
Symbols | Media

»

+ ee% @

Reward Management




image1.png
Ceinwen Lioyd (Hywel Dda UHB - Communications Assistant)

AutoSave ( Reward Management Valuing our p.

12 Share 2 Comments

File Home Insert Design Transitions Animations Slide Show Review View Recording Help

SFind

)

= Layout ¥
i e i 5
Paste New Reuse LIReset < Shapes Arrange - G Replace « | | e Design
- Slide v Slides [ Section ¥ ¥ v @ B Select v - Ideas
Clipboard 1S Slides Font Paragraph Drawing Editing Voice | Designer ~
1 : .
E 3
2 Reward
Management:
, Valuing our
people
o
A CEINWEN LLOYD 1400805

Reward Management

Jnment 6





image2.png
AutoSave

Reward Management Valuing our

Ceinwen Lloyd (Hywel Dda UH! ommunications Assistant)

File Home

3 5

Insert Design Transitions

[od 5! sreenshot «

New Reuse | Table | Pictures
() v
Slide v Slides . . Biphoto Album
Slides Tables Images

slide2of8 [}  English (United Kingdom)

Animations Slide Show Review View Recording Help 12 Share 2 Comments
a D 3D Models ~ o] O + 3 0
'. & = A - <)
O ¥ Zotee " 1S ;] = 4: _
Shapes Icons Forms | Add- | Zoom Comment Text Header WordArt _ | Symbols | Media
M ol Chart ins v o Box 8&Footer v B v ©
Illustrations Forms Links Comments Text ~
What is meant by Reward and the importance to
organisational culture 1.1
©  Innovative
@ Detail Oriented
fitt Team Oriented
22 People Oriented
I Stable
@ Outcome Oriented
@ Aggressive
2
3
== Notes 5] == T - 1 + 68% <

meant

#® Reward Management




image3.png
AutoSave

Reward Management Valuing our p.

Ceinwen Lioyd (Hywel Dda UHB - Communications Assistant)

File

Home

Insert Design Transitions

[

=

[od 5! sreenshot «

New Reuse

Slide v Slides
slides

1

*

Slide 3 of 8

20}

=l

Table | Pict
eole | PO Biphoto Album

Tables Images

English (United Kingdom)

Animations Slide Show Review
r<'> 'Q @ 3D Models ~ [E
[5]

2 & SmartArt
Shapes Icons Forms

. ol chart

lllustrations Forms

The different types of

benefits, how
organisational performance
can impact the approach to
reward and how they can
be implemented. 1.2,1.3,
14

View Recording Help
& O
Add- | Zoom
ins v v
Links

REVIEW
anges.
mad a aferane.
Bencnmark
agan 0 check.

12 Share 2 Comments

) 43 Q

=

&
Comment Text Header WordArt _ | Symbols | Media
Box &Footer v &I v v

Comments Text A

»

IDENTIFY

denity gaps.

CONTINUOUS
IMPROVEMENT
CYCLE

EXECUTE
Make changes
and monor
perfomance.

2
¥
= Notes 5] =R g - 1 + 68% <

t 1 - Organ

Reward Manager




