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Many organisations have introduced incentive and reward schemes. Having attractive pay and benefits will help and organisation attract, retain, and engage employees. CIPD(2022a) The organisations reward strategy should be linked to the organisations purpose and values. (linkedin) Reward should be in line with the organisational context and culture, relative to the external market environment.
There are many elements to reward, it is important that and organisation look at what will benefit their staff and organisation the most and get the balance of CIPD (2022a) appropriate mix of face to variable pay fixed to flexible benefits and financial to non-financial rewards to meet the needs of both the organisation and its employees. 
All staff members will have a different view on benefits and what motivates them. Some staff members may prefer intrinsic rewards, this is an internal reward that will give staff members a sense of achievement, fulfilment, and enjoyment and a sense of challenge and opportunities for advancement (Taylor and Woodhams,2012 p.123). Extrinsic reward is and external form of reward. This can be in the form of pay, employee benefits that are given by the employer to motivate staff members even the working environment. 
Reward within an organisation generally covers all financial provisions made to an employee. For example:
· Cash pay
· Pensions
· Private medical insurance, CIPD (2022a)
CIPD (2022a) Rewards can also include ‘total rewards’ this cover the aspects of work that is valued by people, this will include development opportunity, being rewarded fairly and flexible working, financial compensation and development and career opportunities.
It is key for an organisations success that their reward strategy is aligned with the organisations culture and performance management.  
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 It Is critical that and organisation implements policies correctly, basing them on the organisation’s goals and organisations strategy. Every reward should be geared towards encouraging the employees to work harder towards achieving the objectives of the organisation. (Taylor and Woodhams.2012 p. 122) People should be valued and the contribution they make to achieving organisational, departmental and team goals is recognised and rewarded. 
An organisation can implement a grade and pay structure and within this it will include wage grade, pay levels or bandings. These related jobs will be linked to framework that will implement reward strategies and policies. The pay structure will give employees a clear career development path and will help ensure fairness and lawfulness for example avoiding. 
Job evaluation and the 4 market principles (product, price, please and promotions) will help HR gather internal and external information and evaluate jobs in other employee’s sectors and collate data on current job roles.  Making sure this data is correct and used effectively is key in ensuring pay is both fair and competitive. CIPD (2021c) Organisations and HR must make sure that job evaluations and market principles are reviews regular to ensure they continue to meet changes to jobs, work and business needs in line with global competition. 
CIPD (2021c) Job evaluation is typically use for:
· Determine pay grades in pay structures.
· Ensuring a fair pay system
· Comparing pay rates against the internal and external job markets.
Market rate analysis is and exercise using a form of job matching. This enables organisations to compare pay rates with equivalent jobs. This will help and organisation to set appropriate pay rates that will attract and retain staff. CIPD (2021c)
The organisation will also need to decide what type of regards they want to compare with external organisations. CIPD (2021c) For example, basic salary, total earnings (including bonuses, location allowances, and also the elements as pensions provisions, medical insurance, and so on)
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When an organisation develops a reward system it is important to that that it is effectively manage. It will have benefits for the employees and employers’ performance, imbed a sense of ownership among employees, it will give long term focus on goals and continuous improvement, reduce service cost, and promotes teamwork. It will also help employees engage in the financial performance of the organisation. CIPD(2020d) When people are the greatest creators of value in organizations then good performance management is critical for and organization’s success.
It is important that employees have a shared understanding of organisational goals and that they understand how their own performance will contribute to the organisation’s goals. The reward and incentive approaches given to employees can increase their productivity and effectiveness of performance. 
Measuring performance will be similar in many organisations. It is a regular measurement of outcomes and results. It is an ongoing process and is something that is done continually, not just an appraisal once or twice a year.  Every organisation must build a suitable approach to that is relevant to them. CIPD(2022D) There should also be flexibility within the system to account for the different ways teams or functions operate within a single organisation
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Benefits are a key part to total rewards. Most benefits have cost implications to the organisation. It is important that the employee survey their workforces to establish what befits are the most desirable and valued by their workforce and research their completers benefits take make sure that they are competitive in the global market. This will make sure that it’s worth the investment and cost for the organisation. (People practice pg193)
Benefits can include:
Pensions: Pension provide financially security for the future to employees.  Pension have become a legal requirement and can be very costly for and organisation dependent on what pension scheme they invest in and what percentage the organisation puts in it will offer a retirement package for employees. This approach has the merit that it can provide protection for the income to the employee at the old age, which can even be inherited by dependants in case of the members’ death (Admassie, 2019). Employers and employees contribute towards staff pensions and the breakdown of this will show on a pay slip. Contributing to a pension isn’t an immediate gain   but if the organisations pension is comitative it will help attract and retain staff. (Waite et al,2021 p. 193)
Holidays and Time off: Employees are required by law to offer a standard amount off paid annual leave.  May employers will offer more that the minimal as it is desirable to employees and offer a good work life balance. Employees may decide to link annual leave to length of service. For example, the offering a day off annual leave for each year of service.  The NHS offers:
	Length of service
	Annual leave
	Statutory Bank Holidays
	Total

	On appointment 
	27 days
	8 days
	35 days

	After 5 years’ service
	29 days
	8 days
	37 days

	After 10 years’ service
	33 days
	8 days
	47 days



Also, the NHS offer a flexible element to annual leave where employees can buy and sell their annual leave. Some staff members value annual leave overpays to help with childcare or better work life balance. 
There are several other elements to time off that employer will offer as a benefit. For example:
· Maternity and Paternity
· Adoption leave
· Parental leave 
· Bereavement leave. 
Many organisations will offer enhanced statutory rights to the league basic requirement. This help attract employers and also retain staff. The advantage of this approach is that it creates a sense of belonging on the employee as well as helps them to refresh for better performance Admassie (2019).
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When an organization implements a reward system will be influenced and designed to have a desired effect on the organization. I will be influenced by several different factors such as Internal and external factors, reward packages, competitor benefits.  CIPD professional map (2021) ‘Reward is about designing and implementing strategies that ensure workers are rewarded in line with the Organisational context and culture, relative to the external market environment’. 
Organisations will need to consider several different aspects to ensure that their internal context include aspects such as Armstrong, M & Brown, D.(2019)   ‘the organization’s environment as: its size and structure; its locations; the nature of its activities and technologies; the type, quality and availability of the people employed; the influence of trade unions, if any; the culture of the organization; and the management style. The organsiation will also need to take into consideration the external context. They will need to look at legislations, economic trends, and labor market. Also compare what other organisations are paying or offering as total rewards. SWAT will be a good analysis tool that the organization and use to examine both internal and external factors that affect the performance of a company.
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An organisation can collect relevant research from systematic benchmarking and using internal and external surveys. Organisations will need to analyse the information quantitatively and be ablet to evaluate how the organisation can enhance their performance. Evidence based management surveys collect data on the different rewards system ranging from the traditional methods to the modern approaches. Armstrong, M & Brown, D. (2019)  .
Organisation must make sure that their evaluation is reliable and measurable. Make sure that their research is evidence base will help this. Briner et al (2009) Evidence-based management is about making decisions through the conscientious, explicit and judicious use of four sources of information: practitioner expertise and judgement, evidence from the local context, a critical evaluation of the best research evidence and the perspectives of those people who might be affected by the decision.
Organisations my want to collect data on the effect that inflation, recruitment and vacancies and pay roll date may be having on their organisation. They will then be able to critically evaluate the evidence that they have come across and the link to their rewards strategy to benefit the organisation and employees. 
Armstrong, M & Brown, D. (2019) descript the process of market analysis four key steps: 
1. Decide on the benchmark jobs for which market rate data will be collected
2. Identify potential sources of market rate data and select the most appropriate ones
3. Assemble the data.
4. Analyses and interpret the data from the various sources.
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It is important for an organization to develop an attractive reward package so that they stand out as an employer of choice. The most attractive reward package will meet the needs of employer, employees, organisations purpose, culture and performance, currently and for the future. The organization must make sure that it collates data from a wide range of sources of varying quality to make sure that there is a wide range of information is produced.  CIPD (2022C). It is also important the reward package take the form of the total rewards approach.
The surveys taken place should aim to collect data and compare similar reward packages by competitors. Match evaluation schemes is available to help make these comparisons more accurate.
Organisations reward packages are often pay lead. Having a desirable pay package will attract and retain staff. The organisation must make sure that they are competitive with their competitors and the economy.  Market rate is usually influenced by culture and reward philosophies of the organisation and the pressure to obtain and keep staff. (Armstrong, M & Taylor. S,2020 p.478)
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Reward practises must follow required legislations and policies. For example, all pay, and reward policies must meet legal requirement for the equal pay act 2010. This provides protection for those men and woman working the same level of job and will make sure they are paid equally unless the organisation can justify the difference. Equal pay act 2010 also provide protection for all employers regarding the National Minimum wage. The national living wage applies to all employees over the age of 16.
Organisatios are also legally required to report on the gender pay gap is the difference between the average hourly earnings of men and women excluding over time. Organisations were legally obliged by law in April 2018 to report their gender pay gap. (Armstrong, M & Brown, D.2019) There are several reasons that could be influencing the gender pay gap between men and women:
· Lock of women in high job rolls
· Part Time working
· Under-representation on women on boards
· Learning and development
· Returning to work after pregnancy
· Careers advice
· Performance managers
· Equal pay
It is important that and organistaion takes considerable steps to try and close the gender pay gap. (Armstrong, M & Brown, D.2019) p.143 But perhaps the most important thing to do is to develop a culture that will ensure that ‘the way we do things around here’ as far as gender equality is concerned is one that supports, indeed drives, initiatives to reduce a gap and maintain any reductions achieved.
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Theory framework is based on the concept of extrinsic and intrinsic motivation.
Extrinsic motivation is when things are done for people to motivate them. For example, these can include rewards such as incentives, increase in pay, bonus and promotions.  There also can be a punishment element to this such as disciplinary action and withholding pay. Extrinsic motivation can have a quick and powerful effect on employees but won’t necessarily last very long. 
Intrinsic motivation is an internal factor and comes from within, where an employee will feel appreciated and that their work is important and feel motivated by the nature of their work. (Waite, k 2021) This gives the employee a level of autonomy and an opportunity to achieve, use their initiatives and develop their skills and ability. Pink (2009) stated that there were three main steps that managers can take to improve motivation:
1. Autonomy
2. Mastery
3. Purpose 
(Armstrong. M & Taylor S,2002)
Intrinsic motivation is more likely to have a deeper longer affect as it is more of a characteristic attribute and not enforce from external factors.
The organisation performance and staff retention will be increased if the organisation get the balance off motivation correct. 
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Good performance management is critical for any organisation’s success. Performance management is used in many ways. Some managers might see it as an overarching term that covers all aspects. Such as allocating work, agree performance objectives, monitoring workload, informing reward decisions, managing poor performance and recognising good performance. However other managers might simply see it as an annual appraisal. (Waite, k 2021)
There are serval different approaches that can be used to people manage all should have a two way conversation approach.
· Appraisal- is a term used to evaluate someone performance. This would be informed of a meeting between employee and manager where performance goals are agreed. These would take place once or twice a year.
· Performance reviews- is a more modern approach to the appraisal. It has a less formal feel to it and ten to happen more frequent.
· Performance conversations – again a much lighter approve than the appraisal and will be don possible ad-hoc such as performance catch ups or check-ins.
CIPD (2020) People manager are thus central to performance management. Ideally, they reinforce the links between orgnaisation and individual objectives. SMART theory is often suggested to be a good way of measuring performance, Specific, Measurable, Achievable, Relevant and Time-bound.
Performance management has changed over the years and is now seen as more continuous, and an on-going approach should be taken. Employees should be involved in setting their targets and goals and should focus on what employees are good at rather than looking at they are not good at. 
One feedback method is 360-degree feedback is one of the best ways to geta accurate picture. Usually, 8 to 10 people will complete a questionnaire on an employee’s performance. 
CIPD (2020) 360-degree feet bank can help change employee’s perception of their skills and performance, either because reviewers take a clearly different view of aspects of their behaviour and performance, or because certain aspects are shown to be more, or less, important than they thought.
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CIPD, Quilliam, G (2022) Line manager have a very important role to play, not only in managing people and operations day-to-day, but also in implementing HR and other Organisational policies and in supporting their teams development.
The move to an outsourcing transactional HR by many organisations has resulted in line managers having more responsibility in maintain records such as training requests and submitting payroll information. This also puts the opportunities for employees in the hands of the line manager. Front line manager plays a key part in implementing policies and practices and embedding the Organisational values & goals into the culture of their team.
If an employee feels that they have a good relationship with their line manager, they are much more likely to be happy and satisfied in the job and be committed a loyal. CIPD, Quilliam, G (2022) which are in turn associated with a higher level of performance or discretionary behaviour (behaviour that goes beyond the requirement of the job role)
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For line managers to deliver good people management they need to have self-confidence and they need to have a robust understanding of their role within the organisation. For the manager to be able to achieve this the organisation will need to have appropriate training and development for current and new line managers for this to be available. It is important that managers develop appropriate communication skills to deal with difficult conversations, and make decisions CIPD(2022)
Line managers must have access to appropriate tools and policies that will help them make fair, equal, and transparent decisions. For example, a structure PDP process with well-developed 360-degree feedback.
Managers that are managed well seem to have a higher performing team. Manager that has a good working relationship with their own manager and have positive work life balance and feel they their owen development opportunist have a much more positive outlook as they are driven by intrinsic motivations rather than extrinsic motivations.  These managers are role models for the value and culture of the organisation and display positive behaviour to their team.
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It is important for an organisation to continually monitor their reward packages and challenge what they do and why they are do it. If an organisation has a clear picture of what there trying to achieve and where they would like to be in the future, they have a much better chance of success and achieving their reward goals. Reward strategy involves designing and implementing reward policies and practices that support your organisation’s objectives, delivering a motivated and effective workforce.
The CIPD has reported its eighteenth annual report on the reward management survey revealing the UK benefit landscape in April 2022. Also, a new survey of employees on financial wellbeing, pay and benefits. We need to remember to take into the consideration the impact COVID-19 has had on these reports. CIPD(2022b)
I am going to look at the report that analyses employee’s financial wellbeing and organisational support. The financial wellbeing review CIPD (2022b) shows that when employees suffer from financial distress, both their wellbeing and job performance are likely to suffer, with implications for the workplace.
CIPD Key finds from the survey are: CIPD(2022b)
· 2,500 workers finds that 80% feel that being fairly rewarded for their efforts through pay rises, bonuses, promotions and so on.
· 35% said making sure that pay decisions are fair and consistent are extremely important.
· When it comes to ensuring pay and benefits are fair, 81% of employers regularly review pay structures and levels to ensure fairness, while 59% similarly review benefits. However, just 31% of employers then go on to let their employees see the findings of their reviews into pay and benefit fairness.
· CIPD also found that only 18% of organisations a financial wellbeing policy.
(CIPD REWARD MANAGEMENT SURVEY,2022B)

An organisation needs to use accurate data analytics from a credible source. They need compere for previous years and look for trends and patterns. It is also important to recognise that what’s happening in the economy can also have a significant impact.  
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regularly reviews its pay structures, levels, and increases to ensure fairness	regularly reviews the benefits package to ensure fairness	is open with employees about pay and benefits, why provided and how to receive them	regularly reviews bonus and incentive decisions to ensure fairness	guarantees all employees at least 16 hours of work a week (if desired)	solicits employee feedback on the o�ered pay and 
benefits at least once a year 	communicates the findings of its reviews into pay and benefit fairness to employees	encourages sta� to talk about their money worries in the workplace	asks employees about their financial wellbeing at least once a year	actively tests the understanding of sta� about the pay and benefits on o�er	supports and develops line managers so they can talk to sta� about financial wellbeing	targets communications about employee benefits and financial education to specific groups of employees	has a policy to reduce in-work poverty	81	59	58	52	46	40	31	22	20	18	17	14	6	


image5.png
Policy initiatives

and practices
implementation

g Morat
DFOCESS:}

v g2 n° poici
marcems 23 £ OUL 0§ lnStltUtIOnS
x 2 °Pub| C Etargetscnrcumstances
wea B ime e l intervention
rrrrr & academic pohty SOCIaI
U outcome

DOIICU




image6.svg
                                                                                                                                     Policy initiatives  and practices  implementation         


image7.png
The big agendas for reward and performance Our range of reward and performance services

Performance

Reward strategy et

Research, data

— @/(elelglNelile]gle]
EE performance
e == Approach to
M reward.

Valuations and
Sinancial Stakeholder

modelling consultation

Tax, legal and Remuneration
accounting reports and
advice disclosure

www .staffcircle.com




image8.svg
                                                                                                                                     Organisational  performance  A pproach to  reward.          www.staffcircle.com


image9.png
Ditferent types of
benefits offered
by organisations
and the merits of
ELich.

WwWw . Workhuman.com




image10.svg
                                                                                                                         D ifferent types of  benefits offered  by organisations  and the merits of  each.    www.workhuman.com


image11.png
Business context of the reward
environment.

- Internal External ASSESSing the Business

- Common rewards E & t
- Privet & Public nwronmen

- Trends
- Pay

8.2
m °"°‘.’°"°stf‘até§ic :3

Ranan SRR

Opportumtles 0’;.,"..“

‘9": re
L Q

www slideshare.net




image12.svg
                                                                                     Business context of the reward  environment .  • Internal External • Common rewards • Privet & Public • Trends • Pay        www.slideshare.net


image13.png
Benchmarking data can be gathered and
measured to develop insight.

Develop
Armstrong, M & Brown, D.(2019)




image14.svg
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                               B enchmarking data can be gathered and  measured to develop insight.  set  reward  goals and  success  criteria       Revie w  Implement  Develop  Evaluate  Measure                     Armstrong, M & Brown, D.(2019)


image15.png
Organisational reward packages

www .enterpriseengagement.org




image16.svg
                                                                                                                                         O rganisational reward packages         www.enterpriseengagement.org


image17.png
Legislative requirements
that impact reward practice




image18.svg
                                                                   L egislative requirements  that impact reward practice


image19.png
» Extrinsic and intrinsic
rewards to improving
employee contribution
and sustained

organisational
performance

MOTIVATION

INTRINSIC V. EXTRINSIC

Intrinsic Motivation

¢ comes from within a person

« feel a sense of responsibility

« feel a need to achieve something for its
own sake

 connect the activity with their self-esteem

* enjoys working on the assignment

¢ tries to achieve growth as an individual

¢ imagine being in a car - you are the driver
in your car - completely in control

il Extrinsic Motivation

* comes from outside forces

o tries to achieve a higher position, pay, or
status

o feels it will ensure their position or status

* done for recognition from supervisors or
superiors

 values rewards or awards for completing
the work

* outside forces controls life

* luck

¢ imagine being in a car - you are the
passenger in the car, not driver





image20.svg
                                                                                                                                            E xtrinsic and intrinsic  rewards to improving  employee contribution  and sustained  organisational performance   


image21.png
A SIMPLE approach to
S M

Set Measure
expectations progress

Linkto
consequences

high performance

organization

Different approaches to
performance
management




image22.svg
                                                                        D ifferent approaches to  performance  management   


image23.png
How line managers make reward judgements based
on organisational approaches to reward

Tools
available to
them

Reward
good
performance

Financial





image24.svg
                                                                   H ow line managers make reward judgements based  on  organisational approaches to reward  Tools  available to  them  R eward  good  performance  Financial  non - financial  Appraisal


image25.png
Review the role of people practice in supporting line managers to make consistent and

appropriate reward judgements

Agent transitions
& ivtial priorites

72

| LEARNER | { REPLAY BUFFER

Updated prorities \

o

https://venturebeat.com/userkyle-
wiggers /replies /page/12/




image26.svg
                                                                        Review the role of people practice in supporting line managers to make consistent and  appropriate reward judgements     https://venturebeat.com/users/ kyle - wiggers/replies/page/12/


image27.png
DEVELOP ORGANISATIONAL REWARD
PACKAGES AND APPROACHES BASED ON
INSIGHT.




image28.svg
                                                                        . DEVELOP  ORGANISATIONAL REWARD  PACKAGES AND APPROACHES BASED ON  INSIGHT.   


image1.png
Valuing our people





image2.svg
                                                                                     Valuing our people              


image3.png
al R

TALENT TOTAL
SYSTEMS REWARDS

PERFORMANCE
MANAGEMENT
« RECOGNITION
&

REWARDS LEARNING &
DEVELOPMENT

MANAGEMENT, RETENTION ‘ DARDING

http://sapartners.com/rew ard-angdecognition/

Reward is about designing and
implementing strategies that
ensure workers are rewarded in
line with the organisational
context and culture, relative to
fthe external market environment
(ClS82077 ).

Extrinsic
Rewards
Reward Employee

System Motivation

Intrinsic
Rewards





image4.svg
                                                                                                                                                     Reward is about designing and  implementing strategies that  ensure workers are rewarded in  line with the organisational  context and culture, relative to  the external market environment  (CIPD,2022 ) .    http://sapartners.com/reward-and -recognition/   


