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[bookmark: _Toc128433095]Introduction
The era of globalization and crossing national boundaries in search of new business opportunities, has brought new challenges and put a lot of pressure on HR Managers to be more engaged and proactive according to the fast-changing business environment  (Oseghale, Raphael O., Pepple, Dennis, Ifere, Simeon E., Amaugo, Amarachi N., 2022). Constantly changing consumer needs and preferences and emerging new trends require creative and innovative approach in continuous portfolio diversification end enhancing product features for better product differentiation. The company’s approach in managing resources in order to maximize performance and promptly address market demands is crucial to survive and retain a competitive advantage. In this process, managing human resources and their performance plays a major part in managing organization performance overall. Therefore, for an organization to be successful, it needs to establish an effective reward system capable of attracting and retaining the right people and motivating them towards the desirable performance aligned with the organizational goals and objectives (Ngwa et al., 2019). An effective reward system is not static, but constantly changing and its effectiveness frequently evaluated to ensure it captures employee motivation  (Pierce, W. D., Cameron, J., Banko, K.M., So, S., 2017). The ultimate goal of an effective reward system is to create an ever-burning desire in employee to be creative, innovative and performance oriented which will result with high level of productivity and a competitive advantage for the organization amidst global competition  (Ngwa et al., 2019).
[bookmark: _Toc128433096]Qualities of a good reward management system
Today’s constantly changing business environment recognizes people as a key asset that has an essential contribution towards profit and shareholders’ value and differentiates an organization from its rivals (Ali and Ahmed, 2009). People are not only numbers that can be easily replaced and reprogrammed. This is because every single person employed has a different set of skills, knowledge, experience, enthusiasm, attitude, energy and talent as a unique combination that brings an added value to the organization. That is why organizations need to recognize this value and praise it accordingly in order to gain their employees’ commitment and loyalty to organizational goals and objectives (Carolyne, Robert and Ayub, 2020). To achieve optimum performance toward the same goal, organizations must find an effective way to address the driving force of human performance – motivation. Motivation is that crucial element that nurtures innovation, creativeness and growth, so identifying the right combination of rewards that will enhance people’s motivation and performance is determinant for success.
Rewards can be divided into two main categories considering which type of motivation they address: intrinsic and extrinsic. While intrinsic motivation is something the individual finds within him/herself and comes by only doing the task itself (purpose, accountability, passion), extrinsic motivation comes from external sources not inherent to the task. Intrinsic rewards usually include praise for completing a project or meeting performance expectations and objectives. They bring a sense of being appreciated, valued, respected, a sense of belonging and recognition. No matter how we define reward, is it “something given in exchange for good behavior or good work” (Cambridge dictionary) or compensation for meeting the expectations in performance, the underlined principle of using rewards is to motivate behaviors that contribute to enhanced performance and inhibit others that are perceived as detrimental to organizational effectiveness and efficiency overall (Akafo and Boateng, 2015). 
To effectively address the wide spectrum of employees’ needs and aspirations and meet their expectations of reward appropriate to the efforts involved, it is necessary to establish well designed effective reward system capable to boost employee’s motivation and performance toward greater productivity and effectiveness. As Dr. Marciano point it out, since the employees are  not performing tasks as simple as pressing a bar and their tasks and roles are usually creative and multifaceted, so should be the rewards they receive  (Marciano, 2010).
Creating an environment based on loyalty and commitment, trust and respect and meaningful relationships between the employees and the employer requires an effective reward system as an integrated part of Human Resources Management. The main qualities that such a system should possess are:
Comprehensive – It should include both intrinsic and extrinsic rewards. Although monetary rewards remain one of the most attractive rewards, the way the organization praises its people is what differentiates the organization from its rivals and gains people’s loyalty and commitment. Also appreciating the small accomplishments and contributions as much as the big ones and understanding the connection between them is crucial to ensure continuous improvement. 
Equitable – Considering the different set of skills and individuality that comes with every employee, it might seem difficult to achieve. But meaningful things like well-established communication, recognition and opportunities for career development can be easily provided on an equal basis. An equitable system is also predictable with clearly defined expectations, visible and achievable for everyone.
Timely – Rewards are more effective and meaningful when they are timely and follow right after the desirable performance or behavior. 
Contingent – Rewards should be contingent, aligned to a certain level of performance, contribution or behavior. Contingent  rewards provide clear guidance about what kind of behavior is highly appreciated and valued and follow only after it is achieved, at the same time motivating others to behave in a similar way  (Aguinis, 2009).
Culture and objectives aligned –  The reward system should align with the organization’s unique way of doing business and actively contribute toward organizational goals. The organization can achieve that by defining desirable performance, communicating organizational objectives and supporting implementation together with the employees.
To retain its effectiveness the reward system must be constantly evaluated, revised and modified based on the results delivered and impact provided (Miller, 2018). A well-established communication channel with the employees and comparison within the industry can provide relevant data for analysis.
As many researchers have found, an effective reward system complements employees’ and organizational performance overall in many ways.
Setting up a reward program is another way the organization communicates its goals and objectives to the employees by determining desirable behaviors and performance expectations required to be met  (Kerr, Jeffrey and Slocum, John W.Jr.,1985). Clearly set goals motivate and encourage employees to adjust toward if they are willing to win the reward. Motivated employees perform better, which leads to increased productivity, efficient use of available resources and decreased cost of production. Relating reward to a particular performance encourages a sense of healthy competition among the employees. It introduces top performers’ behavior as a role model for others to improve their skills set and performance.  This creates conditions for creative and innovative ideas, and thinking out of the box when reward requirements refer to the quality in performance. Incentivized with proper reward, employees become more aware and self-critical of their behavior whether it meets the expectations and criteria required to qualify for reward.
Considering teamwork, every team member’s contribution is crucial for success. Every member is equally accountable for reaching the defined goal and individuals hold each other accountable for the results achieved. Self-policing mechanism makes managing people easier and a higher sense of accountability minimizes possibility for mistakes which is beneficial for the bottom line of the company. When teams are given the freedom to manage achieving the goal without parenting and control of the management, the sense of ownership and self-actualization increases during the process and a successful completion brings feelings of pride and self-esteem for the job done on their own. This strengthens ties between team members and increases job satisfaction. Additionally, people as social beings often feel more comfortable and secure when they act as a part of a group. Knowing that they have someone to rely on and that everyone gets an equal part of the reward for their contribution towards a common goal, gives a sense of belonging to a group based on equality and unity and increases satisfaction and motivation.
When satisfied with working conditions and additionally motivated with suitable incentives, appreciated for their efforts, valued for their knowledge and capabilities, and provided with opportunities for career development, employees are not only more productive, but they become committed and loyal to the organization and its strategic goals and objectives (Carolyne, Robert and Ayub, 2020). They may become ambassadors of their organization recommending it as a good place to work in. Therefore a well-established reward system decreases employee turnover and helps the organization to retain its employees longer, which minimizes recruitment and selection costs. 
[bookmark: _Toc128433097]The dark side / limitations of reward management system
Defining organizational culture as a system of beliefs, norms and values on one side, as its substance that gives meaning of the process, and different forms and practices on the other, by which cultural meanings are communicated to organization’s members, provides understanding of the reward system as an essential form used by organizations to communicate the substance of its culture to the employees. The substance of organizational culture depends on and is constantly shaped by the relationship between the organization and the employees. The reward system is a powerful mechanism used by organizations to articulate this relationship by determining the terms of exchange. It expresses the values and norms to which employees are expected to conform, and the organizational response that employees can expect to receive based on their compliance (Kerr, Jeffrey and Slocum, John W.Jr.,1985). Considering the difference in motivation (intrinsic or extrinsic) an effective reward system must convey a message that gives meaning and significance to desirable behaviors and provide understanding why they are important for the organization and what defines them as strategic. For an organization it is important that the expected performance results, incentivized by reward, are aligned with the long-term objectives of the company. Misalignment with organizational objectives and poorly established reward program may not only incentivize undesirable behaviors, but also risky and irresponsible actions that will undermine the organization’s sustainable success over time. 
Finding the right balance using rewards and recognition and understanding the difference between them is crucial because incentives are more effective for jobs that require repetitive tasks. When applied to jobs where cognitive skills are required, their effectiveness quickly decreases producing stress among employees willing to work in an environment where they will be appreciated based on quality involved and valued for their unique contribution (Hansen, Frederick, Smith, Michele and Hansen, Ries B., 2016).
Giving rewards without taking care of the employees properly could backfire, therefore pushing the process in the opposite direction of the intended purpose. Managers must not use incentives as a substitute for effective management strategies, such as appropriate job design, meaningful relations with  employees, effective performance feedback, providing adequate career development opportunities and freedom to be creative. Relying on incentives to boost productivity ignores possible underlying problems and the opportunity to bring meaningful change for the organization (Kohn, 1993).  
Organizations use different metrics to measure or benchmark performance. Relating incentive to a particular metric may not be beneficial for the organization, because employees focus all their attention and activities towards in order to achieve the reward. The “moral hazard” exists when incentives encourage undesirable behavior in which people in order to obtain the reward manipulate results, hide poor figures, focus on short term gains, or go for one result and neglect another important outcome at the expense of quality  (Armstrong and Brown, 2019). Also, relating rewards to a certain expected behavior discourages risk taking and exploring possibilities in the process and reinforces strict focus on expected behavior choosing compliance over creativity and initiative as key factors for organizational growth  (Kohn, 1993).
Too much focus on performance measured by quantifiable metrics can affect product quality and organizational growth due to neglecting cognitive skills as source of innovation and creativity. Financial incentives strongly impact quantity aspect of employee’s efficiency over the quality of the work done, which is not beneficial for an organization focused on quality product and customer satisfaction (Jenkins Jr et al., 1998). On the other side, employees who are constantly pushing themselves toward enhanced performance and productivity to earn more money work under pressure. Stressed workers focused on maximizing quantity are less careful with technology, which increases the number of incidents and chances of machine wear and injuries.
Well-established performance-based rewards are risky to change or update, or to end if ineffective. It can lead to poor performance or increased turnover due to employees’ perception that they have been deceived or betrayed by their organization. If not applied consistently, they can be perceived as favoritism highlighting some deficiencies of the system, such as lack of training for some employees as a cause of inability to meet the expectations.
Rewards can backfire on teamwork as well. Instead of creating healthy competitive environment, lack of careful monitoring, evaluation and revision of reward  implementation results may lead to accusations of favoritism and irresponsible behaviors where employees are competing with each other in pursuit for individual performance goals over team success. 
Team cohesion is at risk due to high performance employees’ perception that low performance employees do not deserve the reward because they did not make the same contribution as them. There is a possibility of employees feeling dissatisfied if they experience teamwork as being dragged down by other team members in their efforts to achieve the common goal. Lacking awareness of individual performance and contribution, due to a strong focus on team performance results, can be frustrating for high maintenance performers because they remain invisible to the managers under the umbrella of team performance.
Rewards may enhance productivity, but they may secure only temporary compliance. They are not that effective in providing lasting change in attitude and behavior (Kohn, 1993). Especially for the top performers it means only temporary satisfaction. If they work constantly under pressure to be better and faster measured in numbers, eventually they will look for another job that offers a better and healthier working environment.
Rewards can be demotivating for the individual in many ways. When the expected performance required to qualify for incentives is not achievable for some of the employees who do their best, they may become resentful of the reward and find it to be unfair, therefore demotivating to improve. Rewards provided at a particular time of the year may result in creating expectations and loss of motivation of the employee because they have a perception of this reward as regular compensation, not as an additional offer to stimulate motivation. Also, some of the employees may conclude that the only performance that really matters is just before the reward is given. Performance-based rewards may decrease motivation of the employees who were not rewarded, as their performance was considered not good enough, especially if they thought that they were doing a good job.
[bookmark: _Toc128433098]How reward management system affects effective management
Creating a committed and loyal, engaged and responsible workforce is determinant for an organization to succeed. That is why identifying what drives people to behave in that manner is crucial. Instead of asking “What motivates employees?” we should be asking ”How is the desirable behavior motivated?” meaning which motivational subsystem is in question (intrinsic or extrinsic)  (Hansen, Frederick, Smith, Michele and Hansen, Ries B., 2016). 
	Research in human behavior has influenced the knowledge and practice of employee motivation. One of the theories that focus on different needs that trigger human motivation is Alderfer’s ERG Theory of Motivation. It is a motivational construct concerned with the key factors contributing towards human behavior and one of four content approaches that makes a clear distinction between intrinsic and extrinsic motivation. ERG Theory provides knowledge useful to understand and improve performance at the workplace (Caulton, 2012). Built on Maslow’s Hierarchy of Needs as a broad theory of human development and motivation, the ERG Theory is a performance and work centered theory (Arnolds and Boshoff, 2002) that can be used to understand workplace issues, relationships and career development choices of the employees  (Caulton, 2012).
	The ERG Theory simplified Maslow’s Hierarchy of Needs into three categories of needs: Existence, Relatedness and Growth needs. The Existence needs correspond to Maslow’s first two levels of needs and include all physiological and safety needs of human motivation that are necessary for survival. In an organizational context existence needs refer to all activities necessary for an organization to survive on daily basis such as production, service, purchase, distribution, and administrative duties  (Snow, 2019). The Relatedness needs correspond to Maslow’s third and fourth level of needs including social belonging and self-esteem or social relationships with significant other people, being accepted and feel secure as a part of the group based on sharing and mutuality. In the organizational context, relatedness needs include all relationships among employees and the relationship between the company and its environment (internal integration and external adaptation). It consists of “company’s culture, climate and structure (formal and informal), its marketing and its efforts of social responsibility”. Social responsibility pertains to organization’s relationship to its environment, how it is perceived in the society and must be taken in consideration “by mangers as the corporation and the related groups pursue their goals”  (Snow, 2019). The Growth needs or the fifth level of Maslow’s pyramid refers to the internal esteem and the feeling of self-actualization or the need to be creative and productive and complete meaningful tasks. Growth needs satisfaction depends on a person finding opportunities to develop their full potential. In the organizational context these needs are responsible for the long-term success of the firm based on activities like innovation, vision, change and strategy. Organizational growth is multidimensional not only gauged in financial measures (revenue, sales, profitability), but it includes skills and competencies the companies are trying to master based on human capital development (innovation, creativity, enhanced learning and development)  (Snow, 2019). 
	Even though Alderfer does not rank categories of needs, because the priority of these needs differs from one person to another, he still prioritizes the needs in terms of how concrete they are. Existence needs are the most concrete and easiest to achieve, relatedness needs are less concrete depending on a relationship between two or more people and growth needs are the least concrete and most difficult to achieve depending on the uniqueness of each individual  (Ball, 2012). 
	There are three relationships between different categories of needs: satisfaction- progression, frustration-regression and satisfaction-strengthening. Satisfaction-progression is the most common and relates to moving up to a higher level after satisfying lower-level needs. Since different categories of needs are not ranked, the progression towards growth needs after satisfying relatedness needs does not presume satisfied existence needs. Frustration due to impossibility to fulfill higher-level needs leads to regression to lower-level needs because they are easier to satisfy. This means that an already satisfied need can become active and priority again when a higher need cannot be satisfied (frustration-regression). Continual strengthening of a current level of satisfied needs indicates that an already satisfied need can maintain satisfaction and that can be any of the categories depending on current circumstances and individual views (satisfaction-strengthening) (Ball, 2012).  
	Unlike Maslow’s Theory, ERG Theory is more concrete, direct and simple to use and understand, more flexible and realistic, individual based considering the individual differences. Its principles can be used in practice, including the workplace, to boost employee’s motivation and engagement. An organization must ensure that existence needs are met, i.e. to provide job security by fairly paying its employees, establishing safe environment and good working conditions, or even providing some financial literacy training to help employees manage budgeting. Those who are struggling with finances will be less interested in socializing with colleagues because it costs too much, feeling they are excommunicated at the workplace which decrease their motivation, productivity and willingness for collaboration with others. Managers must identify gaps and address frustrated needs in order to retain employees and boost their motivation. To help satisfying relatedness needs they can introduce more inclusive practices, like offering another position that better suits their skills and competencies, which can be motivating to engage more with the others and be more productive at the same time. Addressing relatedness needs, an organization should encourage inclusive and diversified communication, create pleasant workspace and foster collaboration and mutual support among colleagues. Satisfying growth needs relates to providing opportunities for career development and advancement and helping employees to grow, reach their potential and feel recognized, valued and appreciated for their knowledge and competencies. This is important for organizational growth and success bearing in mind the risk of frustration-regression process. In this case, an employee due to unsatisfied growth needs will regress to relatedness needs, i.e. socializing more frequently with his/her colleagues at the expense of performance and productivity. Considering the need for an employee to satisfy multiple needs simultaneously, successful organizations create an environment where all categories of needs are equally available for every employee at any time given.
	The ERG Theory does not provide clear guidelines on determining gaps in individual’s needs, requiring assessment of the employees, which gives the opportunity for the managers to identify gaps and address frustrated needs accordingly. It is a relatively new theory that is not supported enough with research, which is why it is too early to estimate its overall validity  (Caulton, 2012). 
[bookmark: _Toc128433099]Reflecting on Unilever
Founded in 1929 by merger of British company Lever Brothers and Dutch company Margarine Unie, today Unilever PLC is a multinational company and one of the world’s largest fast-moving consumer goods companies with a diversified portfolio of over 400 brands and 148.000 employees operating in more than 190 countries around the world  (Unilever, 2023).
	Managing such a culturally diversified and multigenerational workforce, keeping them satisfied and productive was very challenging for the organization. That is why they needed to shift their culture and change practices to retain business relevancy in the digital age and attract and retain the right people and talent  (Benett, 2019). The transformation of their traditional reward system began in 2009 catalyzed by the post-recession efforts of the company to decrease costs and increase efficiency without losing people. Realizing that the company spends an excessive 6 billion euros a year on employee compensation, the organization tried to understand whether it was effective and what people were thinking about it. Did they perceive it as motivation, or it was a wastage of the system? At that point in time, there was no available information on that. It was only a financial assessment based on assumptions. So the HR Department had to rethink their way of doing things, initiated and started to look for solutions how to create total reward statement more employee centered and more responsive to what employees really want, while at the same time use that information to learn more about the business itself. Considering that every employee is different and in different times motivated by different things, backed up with technology improvements, the organization built its bespoke Total Reward System (TRS) in 2011  (Hughes, 2020). Following years some interventions and modelling were made and the system was improved and simplified at the same time, so it was much easier for the employees to view their benefits options and for the company to gather data for financial analysis. But without keeping technology up to date, less than a decade later the system was outdated and needed a refresh, which is why the company got involved in a new huge technical challenge of rebuilding their total reward system. Originally developed for its own employees, upgraded with new features, later on it has been made available to other organizations through its software technology program uFlexReward (uFlexReward, 2023). This platform collates all necessary data regarding employees’ compensation in one place and gives a snapshot of the costs of employees’ total reward in real time. The employees can use the platform at a touch of a button to see how much the company invested in them and what it has to offer in the future, while the organization has all the necessary data available in real time to understand the costs and allocation of the reward, which is crucial for analysis, reports and regulatory compliance. In 2019 the platform was upgraded and made more flexible and user friendly. It gives freedom to the employees to choose how their reward is allocated among the wide range of benefits that the company offers, and by increasing or reducing the benefits to receive more personalized packages that best address their individual preferences at the moment (Pratt, 2020). 
	This process of transition from the traditional package of a fixed salary and one size fits all benefits to total reward system was followed by the evolution of the HR Department from an administrative role to a strategic partner for the business. From the outset the focus was on the people and the importance of being heard and understood, especially in times when every industry is facing employee burnout, attrition and skills shortages. That is why they make sure their people are involved in the process, their needs are identified accurately and addressed promptly, in order to get their core employees and talent on board for the future journey. To reduce the risk, Unilever uses Experience Management to gather data frequently, to do more sophisticated analysis and deliver ready-made action plans to managers around the world. New ways of gathering data were introduced. In practice this means regular pulsing employees and asking specific questions on today’s issues to collate people’s views and opinions on reward allocation. Using this experience data for running advance analysis and combining it with the operational data provides Unilever with a clear view what really motivates people and what actions they need to take towards  (QualtricsXM, 2022). Through the platform, Unilever is aiming to provide access to a Total Reward Statement (TRS) in real time for every employee. This affords employees with a clear description of the value of every element of the reward package, stretching the content to more than just money, including learning and development to help employees keep track of their progress and assess their potential and opportunities offered. The unique feature of TRS named ”Rate-my-Reward” is another way for the employees to express their opinions and feelings on every aspect of their reward package, providing a significant database for the company to assess the impact of the reward and identify modes for improvement  (Flex Careers Team, 2023).
The complete oversight of total reward costs provided by the platform uFlexReward based on collated individual feedback from the employees, helps the business by affording an opportunity for the HR Department and reward unit to identify wastage of the system and investment opportunities within the spend. Also it allows them to create individual packages that employees have chosen by themselves which is why they are meaningful for them and act as a motivation. Realizing the inherent advantages and benefits of providing opportunity and versatility for their employees within reward packages, Unilever is trying to achieve balance by enhancing choice and flexibility, supplemented with employee engagement and total reward oversight. Personalized reward packages afford employees with a sense of autonomy over their reward, from compensation and benefits, through fixed and variable pay, to development and career opportunities (Best, 2020). When people are more involved in the process in which they receive and consume their pay, they are more satisfied, engaged with the business, because they feel that their opinion and needs are valued and appreciated, and as a consequence of that more motivated in a way that makes sense for themselves. This functional inclusion is transcending traditional rigid job definitions and boundaries and introduces internal employment relationships based on network and teams, instead of hierarchies and business units  (Best, 2020).
Assessing traditional organizational structures and hierarchies, Unilever is delayering its reward related grades and changing its organizational structure in order to become a future fit agile organization. By removing some layers of the organizational structure, Unilever has broadened its pay scales allowing people to move and gain experience without necessarily being promoted, so they can still get their deserved incremental rewards. Considering the fact that studies show that individuals respond better to smaller but frequent amounts of recognition, valuing the small wins on the way to final goals, Unilever is shifting from the annual pay review and move towards to so called “open salary review”. At the beginning of the financial year the budget is given to the line managers, and they can decide when and how much they will give a pay rise throughout the year. So instead of just one big moment in the year, there are more regular sorts of smaller increments that keep people motivated and satisfied throughout the year. Avoiding complexity by delayering and having a broader range of pay and a flatter structure, enables the organization to focus more heavily on employees’ skills and introduce the skills-based rewards  (Debi O'Donovan, 2022).  
	Broadbanding, setting a wider than a normal pay range for a job level, enables the organization to more flexibly recognize that some skills are higher than others within a similar population. Managers determine pay increases based on the skills acquired that can benefit the organization. The employees are motivated to improve their skills and continue to earn raises while remaining at the same job level. They are motivated to perform well without seeking a promotion, because they feel valued no matter the position they hold. This increases morale and commitment and creates a positive working environment  (Indeed Editorial Team, 2022). It also affects employees’ wellbeing. The ability to gain more experience and skills, to progress in their career with less hierarchy and without chasing a particular grade or promotion, helps them feel meaningful and supported while driving their purpose. That is why Unilever focuses on learning and wellbeing as two cornerstones of their benefits offering. Encouraging people to develop and learn, to become the best version of themselves and bring their purpose to life, significantly benefits both, individuals and organization  (Careers Unilever, 2023).
	However, the Total Reward Statement does not cover all of Unilever’s employees around the world. In that process of total coverage under the uFlexReward Platform the organization is facing a lot of challenges. But the most relevant for successful completion of the process are data, communication and costs. Being pioneers in the Total Reward System digitalization does not give them space to relax, on the contrary they need to continue improving in that matter to accommodate agile working and virtual global networks. To be able to assess the effectiveness of the reward system and retain its relevance the organization needs a well-established database and functional system that will enable analysis important for decision making and future growth. Crossing the boundaries of traditional reward systems, no matter how useful and positive, the reward system should be appropriately communicated to the employees, because its success depends on employees’ perception of it, meaning if they find it motivating and meaningful. Communication and engagement of the employees in the process is crucial to help them see the benefits and understand the opportunities. The cost effectiveness of the process is also challenging considering the different and opposite perceptions of two parties, the employer and the employees. The organization must find the optimal reward cost that benefits the purpose. 
Creating a Long-term Development Plan for every operating country, Unilever’s philosophy is to provide total reward able to reinforce the performance culture of the company. The ultimate goal is to gain competitive advantage by creating and offering reward proposition that motivates employees to perform towards achievement of organizational purpose, goals and objectives (Hindustan Unilever, 2022).  
[bookmark: _Toc128433100]Reflection on this module
As an HR professional with 16 years of experience, I really enjoyed deepening my knowledge through lessons learnt within the Managing Performance module. Developing my knowledge and understanding in different areas of Performance Management, it enabled me to make connections with my previous experience and critically evaluate the performance management of my organization. Also, it provided useful information that helped me to define myself as a manager and further explore my strengths and work on minimizing my weaknesses which can be very useful for my future performance overall.
	The lectures were very well organized, structured and conducted, presented in a very pleasant and enjoyable way, supported by academic literature and practical examples and exercises. The interactive learning environment introduced by the lecturer encouraged me to discuss and express my opinions and views without being afraid that I could make a mistake or be misunderstood. This in addition enhanced my confidence in delivering within the classroom. The lecturer’s constantly referring to the practice while explaining different theories solidified the material learnt in class.
Throughout this module I had the opportunity to look further and deeper into specific topics and areas that I was interested in. For the purpose of this paper I will reflect on some of them. Defining Performance Management in context of having the energy and willingness to make things better in the future than it might otherwise be, by acting timely and appropriately to address issues, while effectively using resources to achieve agreed objectives, leads to my favorite understanding that Performance Management is about continuous encouraging, developing, supporting and sustaining. We have acquired knowledge on different theories and approaches to performance management, that is essential in the process of developing, designing and implementing performance management strategy. We have explored the importance of considering the context of the organization (external and internal) when establishing performance management strategy and the alignment with the strategic goals and objectives of the organization. We have developed an understanding of how performance management relates in practice to recruitment and selection, learning and development, reward system and technology improvements, and what are the main principles of effective performance management. Also we have analyzed different factors that influence organizational design and structure and affect organizational development overall.
	In addition, interacting with my peers during classes or outside of the classroom has enriched my experience in this module and made it more enjoyable. Even more, it has enabled me to further develop my critical thinking, communication skills, public speaking and presentation skills and abilities, such as active engaging and learning, listening and empathy. Learning from each other, encouraging and motivating one another, sharing ideas and exchanging experience and best practices was invaluable. Collaboration with my peers has broadened my perspectives and encouraged me to push myself toward greater challenges.
	At the end of this module, I can say that I thoroughly enjoyed this journey and I feel more confident about myself in terms of knowledge and capabilities gained, which will make significant impact in my professional life.
[bookmark: _Toc128433101]Conclusion
Overall, today’s organizations need continuous improvement in performance and agility to survive and retain their relevance in this fast changing and highly competitive global market. The improvement in individual and organizational performance is determinant to gain competitive advantage and meet organizational strategic objectives and goals  (Bayon, 2013).
That is why rewarding and acknowledging those who meet performance requirements demands an effective purpose aligned reward system that best serves organizational goals and objectives and fits organizational culture and design. This implies that there is no reward system that is right and suits every organization. On the contrary, the reward system of every organization is a unique tool that has been constantly reviewed and changed to best fit and serve organizational strategy. It is a valuable part of an integrated HRM strategy that is consistent in the context of attracting the right people and encouraging them to behave appropriately in a way that supports the business strategy. 
In order to make significant impact on performance and improve employee’s loyalty and commitment to the organization, these systems must be perceived as fair, should be based on definite, realistic and reliable standards, and should provide comprehensive offer considering both intrinsic and extrinsic aspects of human motivation  (Ngwa et al., 2019). Going beyond the base pay by offering a wide spectrum of benefits within the employment package, the total reward strategy gives employees an opportunity to choose and express their opinions on total reward offerings and enhances the meaning of psychological contract. But if not communicated appropriately to the employees, no matter how attractive and expensive rewards are, it can fail to engage employees. The ability of communication channel to convey the message on what are organizational strategic goals and what kind of performance and behaviors are expected and favorable to achieve those goals, is crucial for active employee engagement and commitment. Keeping employees motivated, engaged and committed, as well as providing an effective total reward package that benefits the company’s bottom line is the ultimate goal for every organization. That is why organizations have to assess and review the effectiveness of their reward strategy and constantly model its structure according to global market circumstances in order  to be relevant and future fit agile. 
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