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Reward for Performance and Contribution
TASK ONE	

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

Total reward is a term which is used to describe a reward strategy which includes all of the investments an organisation makes in its workplace. For example, these could be, employees’ pension contributions, and potentially the learning and development which the organisation can offer their employee. Total reward goes above and beyond rewards by being able to highlight aspects such as employee engagement which will then help boost the businesses overall performance because if the employee is happy then they will deliver for the business. The ammunition behind total reward is that it is not monetary driven, these are rewards which will benefit both the business and the employee. (Employers, 2023) There are three main principles in reward these are.
· The first main principle of reward would be fairness. Having a ‘fair’ reward scheme can been see to different perceptions from the employer’s point of view and the employees’ point of view. This is where employers would need to put policies in place to be able to ensure that they are being fair to all their employees. (Perkins, 2020) 
· The second main principle of reward would be consistency by an organisation showing their employees that they are consistent within their approach with employee reward this will then show that they the business want to have trust and full transparency with their employees so if something was to change with their reward packages then this would be consistent across the business. (Solutions, 2023)
· The third main principle of reward would be equity by an organisation showing that they can be equal to all their employees. Equity in reward focuses on ensuring that all employees get recognised for their efforts and commitment and are rewarded from this. If employees feel that they are being recognised and rewarded fairly then they are more likely to want to stay at the organisation. (Novakovic, 2023)

When GA Pensions are looking into the principles of reward it’s important that the three main principles are looked into and implemented. 

2) Explain how policy initiatives and practices are implemented. (AC 1.2)

‘A policy is a set of ideas or a plan of what to do in particular situations that has been agreed to officially by a group of people, a business organisation, a government, or a political party’ (Dictionary, 2023)

There are several steps to ensure that a policy is implemented into an organisation in the correct way. Firstly, the organisation must focus on the requirement of the policy, for example has there been in new piece of legislation introduced which will have an effect on the organisation. Secondly, the organisation will need to research into the risks of not implementing the policy it’s crucial that the organisation have strong risk management. Thirdly, the new policy which is being implemented into the business will need to align with all of the other polices, so the organisation should also look into whether they can combine the new need for a policy to an already existing one. Next, the organisation will need to write the new policy this will be dependent on the topic of the policy but, policies need to be a length that is going to keep a level of attention for everyone to read. Once the policy has been written its then time to get this draft checked and approved before implementation. Lastly, once the policy has been written, reviewed, implemented it’s time to then spread the awareness of this to the employees. It’s important to express why this new policy is going to be good for the employee and the organisation not just the organisation as employees may not read it.  (Kosutic, 2023)

To ensure that GA Pension are following best practise for their policies its important they follow policy management. Firstly, this would be assigning a policy manager that will have full ownership over policies. Then GA Pensions would need to determine what policies are needed for the organisation this would mean archiving any nonrelevant existing policies and potentially producing new ones to implement into the business. The policy manager would then need to define the workflow of polices, who writes, who reviews, who approves, who communicates the policy. It’s crucial that all polices are being reviews, modified and that all changes are being communicated and uploaded to an area where all polices can be viewed by employees. (Wisconsin-Madison, 2022) 

3) Explain how people and organisational performance can impact on the approach to reward. (AC 1.3)

The performance of the employees and also the organisation can have a large impact on approach to reward. For example, if a certain department have exceeded expectations and over delivered more than other departments then their department will probably be rewarded with different rewards than the other departments. If an employee knows that by them going above and beyond is going result in them potentially gaining more rewards, then they are going to do this. From a organisations performance being impacted of reward, an example would be if GA Pensions were to enrolment department were to enrol 10,000 more clients in the current financial year, then next financial year the business may be able to expand their teams meaning more profit and growth for the business. But a negative side to this could be if the organisation is not performing as well as it has previously the employees will be first to know about this in their reward packages, so if GA Pensions have enrolled any extra customers and are in fact losing customers then there may be movement on the bonuses or other rewards that employees receive as the business may not be able to afford to pay for that reward. 
  (Unknown, 2023)

4) Compare two different types of benefits offered by organisations and the merits of each. (AC 1.4)

Employee benefits are rewards which can have a financial cost to employers, but these benefits would go above and beyond the employee’s salary package. (CIPD, 2023)Some examples of these benefits would be:

Annual Leave

A benefit which most organisations will offer their employees is an enhanced rate of annual leave. The holiday equivalent for the United Kingdom is 28 days paid annual leave per year. It’s up to the organisation whether they enhance this and whether these include bank holidays.  (GOV, 2023) some businesses have found that by business enhancing or even just encouraging their employees to take their annual leave will increase their productivity and reduce the risk of sick leave. Annual leave also helps improve the employees work life balance. (EURES, 2022)

Flexible hours

There are many benefits with an organisation offering flexible working hours to their employees. Some of these would be, the employees would be able to have time for appointments or for personal time. The employee would also be able to work a shift pattern which works around their preferences as a 9-5 job doesn’t work for everyone. The organisations would also see an increase on productivity as the employee feels appreciated by the organisation. Some examples of flexible working would, allowing employees to work from home, compressing their hours so they work more hours over less days. Or offering flexitime this allows the employee to ‘bank’ some overtime and take this back as flexitime this is great for appointments.  (Indeeed, 2022) 

Well-being support

Looking after employee wellbeing is one of the most important benefits an organisation can offer their employees. Although not all with use it, a benefit called an Employee Assistance program can help increase employee’s wellbeing and help reduce absences. An Employee Assistance Programme is ‘employee benefit that provides your team with support and practical advice on issues that might be impacting their wellbeing and performance. An EAP generally includes face-to-face, telephone or online counselling and expert support on both personal and work-related issues’ (BUPA, 2023) 

5) Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance. (AC 1.5)

Extrinsic rewards are tangible, these rewards are rewards such as salaries, bonuses, and employee benefits. Intrinsic rewards are the psychological benefits which are what employee are wanting to contribute to the organisation with the work that they produce. (Hajduk, 2017)  For a long time a lot of employees were just motivated purely off of money which is no longer the case. People now come to work for pay, but also because they are motivated by the bespoke designed reward packages which has been made for that organisation’s employees. 

Ultimately the extrinsic factors will always be important. But, on the flip side of how it used to be about pay, now sometimes pay can be a demotivator as some employees can consider that their pay is unfair. The organisations performance is not only dependant on the customers or consumers. But mainly on the employees, if an employee feels valued then they will feel motivated and want to go above and beyond for the organisation. 

‘The difference between intrinsic and extrinsic is that, intrinsic motivation comes from internal desires, and extrinsic motivations some from external rewards.’ It’s good to have both in the workplace as you know you’ll always have the people who are extrinsic and come to work for the money and to then go home, but then you also need the intrinsic people who go to work because they want professionally grow but these people are at flight risk as they will constantly look for their next challenge. (Personio, 2023)


6) Assess the business context of the reward environment. (AC 2.1)

Reward management is something that every organisation needs to be able to have perfected to be able to answer any sort of questions which any of their employees may have. The reward strategy will reflect the organisations purpose and values. A lot of organisations explain to thei employees what behaviours and styles of performance they are going to be rewarding and also at this point the organisation should also explain.
· How they are going to reward?
· Why they are planning on rewarding for that behaviour or performance and also why they rewarding the way they have decided too?
· When, when is the organisation planning on rewarding, for example this could that that the organisation is going to reward their employees every quarter. (CIPD, 2023) 

An internal factor of reward would be whether the organisation can actually afford to reward their employees. Some of the larger organisations who are paying the higher wages can, but the smaller businesses may struggle to keep up with their competitors. (Rajaguru, 2023)

An external factor of reward would be the condition of the economy at the moment some organisations are still trying to recover from the COVID-19 global pandemic, which for many businesses caused a large amount of stress and left them with a large period of time with no profits and potentially not a lot of Government support. So, some organisations will change their reward packages based off of the economy situation. (Rajaguru, 2023) 

7) Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to develop insight. (AC 2.2) 

For many organisations benchmarking is normally reflected in a data format to be able to compare to other inputs of data. When benchmarking data it’s firstly most important to look at what you are wanting to benchmark, for example wanting to measure the number of applications an organisation have received and also how that applicant has heard comparing this too the last two years of the same data. The data could then be measured in the format of a Key Performance Indicator (KPI’s) as these will help measure the success of the data you are bench marking. For this data to be looked into properly and for the organisation to be able to take valuable learnings from this then it needs to be tracked over a certain amount of time, usually KPI’s are set every financial year and then review once a month and then once again reset or reviewed ahead of the following financial year. Lastly, once all of these sets have happened then it’s time for the organisation to be able to make data driven decisions by breaking down the data that they have collated and working out what has worked and what hasn’t worked for organisation. (Gustafson, 2023)

Other ways which benchmarking can be done is by conducting research, interviews, and casual conversations with people from other companies which would be in the same or similar sectors to be able to look into their values and objectives. Once this has been completed then the organisation should choose their benchmarks, analyse the data, report this to senior management and then implement any actions needed. (LinkedIn, 2023)

8) Explain how organisations use insight to develop reward packages and approaches. (AC 2.3) 

Some organisations may feel that benchmarking is again one of the best way to reward employees for example, some organisations may reward employees who are an all-round excellent member of the team and by these people being rewarded then this may encourage other members of the team to try and be in the same ranking as those employees. But also, by others trying to be in that rank will also encourage the people who are already in that ranking wanting to remain in that ranking. 

Another way which organisations can develop. A reward package which suits their employees is by doing an employee reward survey, is a way that employees can ask for what they want from their organisation for example some people may be passionate about wanting a higher pension contribution for the organisation. But, without the survey then the organisation may not have known this. Also, by encouraging employees to contribute to the surveys they continue to be more and more engaged with the business. On the other hand, if the organisation decided that they did not want to listen to what was disclosed in the reward survey then they would quickly loose interest and participation from the employees. But if the organisation listens and delivers on what the employees want then the employees will want to perform to a high standard as they will feel recognised and respected. (Harwood, 2023) 



TASK TWO - 

1) Explain the legislative requirements that impact reward practice. (AC 2.4)

Within employment rights and being a people professional there is a legislation which needs to be adhered too and this also includes reward practise. One example of this is the Equality Act 2010 which states ‘when men and women are doing equal work then they have the right to receive equal pay. The Equality Act 2020 was put in place to legally protect employees from discrimination in the workplace. (GOV, 2023) another piece of legislation which is under reward is that it is a legal requirement than an employer needs to be paying their employees the National Minimum Wage and no less than this. There is also no opt out for an employer not to do this. The only people who are exempt from National Minimum Wage are those who are self-employed and running their own business or those that volunteer. (ACAS, 2023) to ensure that employees are well rested Line Managers need to ensure that they are working within the Working Time Regulations 1998. The Working Time Regulations cover the maximum weekly hours someone can work, the amount of rest an employee is entitled to by day, week and year, young workers, employees who work night shifts, and also an employee’s annual leave entitlement as line managers they need to ensure that they are getting their rest, they are meeting their contracted hours and are also taking their annual leave which they have accrued throughout the year. (ACAS, 2023)

Line managers need to ensure that when they are employing new starters into the business that they are following a fair process and to all keep in contact with the people professionals as they need to make sure that all legislation is being adhered to. 


2) Assess different approaches to performance management. (AC 3.1)

‘Performance management’ describes the attempt to maximise the value that employees create. It aims to maintain and improve employees’ performance in line with an organisation's objectives.’  (CIPD, 2023) one example which a line manager can integrate into their teams is having performance review meetings, these don’t need to be negative when someone isn’t fulfilling their full role and needs to be put on a performance improvement plan, these meetings are good to have once every quarter as a check in to ensure that, that employee is capable of their roles and responsibilities but also if they want to go down the route of a coaching and mentoring for their professional and personal growth whether this be going on a training course to be able to have the qualifications to progress through the business. (Cespedes, 2022) 

Another approach a line manager could take on performance management is conducting 260 degree surveys. The way this works is a mixture of around twelve people would fill out an anonymous online form that asks questions around workplace competencies which are answered in text or ratings format. The employee would also receive this about themselves. Once this has been completed the results will show how the employee is perceived by a co-worker, direct report, or manager and how they react in workplace competencies.  (Insight, 2023)

A line manager should carefully select how they want to performance manage their employees as some may not like the performance review meetings as they may feel that they don’t want to progress they are happy doing what they are currently doing but this same person may also be very sensitive so a 360 degree feedback session may upset them and put them on edge. The line manager should talk to the people professionals about which route to go down with their team. 




3) Review the role of people practice in supporting line managers to make consistent and appropriate reward judgements. (AC 3.2)

As a people professional the role in supporting line managers by ensuring that they are maintaining fairness, consistency, and transparency with all of their decision making but also ensuring that they are always remaining compliant with all legislation. In relation to reward the people professional can provide guidance on benchmarking the completions data for example, if the competition are paying two pound more an hour and are providing their employees with free learning and development opportunities then it’s important that the people professional can identify this, present this in a report back and then implement what they can into the business by using benchmarking the organisation can avoid losing employees. Another way which line managers and people professionals can make consistent and appropriate reward judgements is by ensuring that they are keeping job descriptions consistently up to date, this way the reward for this can be measured consistently.  The benefits of benchmarking in an organisation would be, that it gives the organisation the opportunity to implement important changes to the organisation to keep up to date with the demands of employees and the current trends. A negative of bench marking would be that is the sector which they are bench marking for the very specific this may be difficult as the people professional would need to obtain data from more than one source. (Griffin, 2017)

4) Explain how line managers make reward judgements based on organisational approaches to reward. (AC 3.3) 
The role of a Line Manager is usually the first point of contact for their employees before employees go to heads of department or to the human resources team, they should go to their line manager. For example, if an employee approached their line manager with a concern about health and wellbeing the line manager should be able to signpost them to the relevant benefit for example this may be an Employee Assistance Programme. Line managers can be involved in reward by providing the people professionals with more of an insight to employee feedback about the organisations reward schemes but also about the organisation as whole so that the people professionals can also know what they need to improve on or what they are doing well at. Ways in which line managers can make reward judgments would be from the organisations policies and procedures and also by using their departments performance data. For example, if an organisation was to reward their employees with a bonus scheme, then they would need to ensure that there are the correct policies and procedures in place and also that the performance data is transparent and consistent for all employees who are eligible for the bonus. But, not all rewards which line managers and people professionals are responsible for need to be expensive or even financial at all simply providing employees with a longer lunch break, providing free food or doing an employee of the month would help boost morale within the organisation and the employee will feel a sense of achievement when they have gained something. But, before doing anything with reward line managers should ensure that they are communicating with their managers and also their people professionals especially if they are belonging to a larger organisation as what they may be doing is a reward for one department another one may have been denied this previously or there it may appear that the certain reward may not be suitable for the organisation to provide.  
(Barton, 2017)
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