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Assess the context of the reward environment and key perspectives that inform reward decisions
Arguably reward is generally a positive value awarded by employing organizations to their employees as an appreciation of the work against the existing organization’s standards of compensation and employment. Against this understanding, it is important to note that the primary reason for creating or establishing a reward system in an organization is to motivate the organization’s employees beyond and above the ordinary terms of service. Various organizations implement different reward systems for their employees. However, the most common forms of rewards include; financial and monetary appreciation, promotion and training among other ways. Rewards systems represent positive actions in organizations that complements an organization’s mission, culture, business strategies and even Human resources strategies. 
An effective total rewards strategy will complement an organization in the attainment of its short- and long-term goals and objectives. Ideally, several factors are usually at play to determine the kind of reward system that an organization implements. For instance, some of the factors may depend on the internal factors that determine an organization's ability to fund its reward programs. I have chosen to work with supermarket leaders, Whole Foods Inc. as my base company for this current paper. 
Internal factors influencing reward system
· The compensation policy of the organization 
Compensation policies of the organization refer to the existing regulations and standards governing pay and reward systems in an organization. Ideally, most organizations base their reward systems on some specific internal factors that may revolve around the performance of employees (Nyanhete & Bhebhe, 2014). 
In essence, it is important to note that an organization may decide to peg its compensation strategies on the achievement of specific goals and objectives by the employees to warrant extra rewards by the management. 
· The affordability and ability to pay
Organization capabilities to effectively implement and sustain a particular reward system for their employers remains to be one of the greatest determinants of rewards in organizations. Great and significant challenges in organizations may adversely impact the organization's ability to afford and sustain the implementation of extra rewards for their employees. According to Johnson, Schools, Whittington (2018) “strategic choice as a process involves understanding the nature of stakeholder’s expectations, thus having a fit between the economic, social goals of the organization, expectations of stakeholders and societal needs.” The primary goal of every business organization is to make sustainable profits from their operations. In this view, organizations may fail to reward their employees with the extra perks if they feel that this may negatively impact their profit margins. 
· Level of business confidence 
Information drawn from various pieces of evidence indicates that most organizations determine their reward systems based on their business confidence. Usually, administrative and labour costs for new startups tend to be unusually high and may consequently limit their abilities to implement reward systems for their employees. Additionally, due to a low level of confidence in the industry for new startups, these organizations may not engage in paying competitive salaries to their employees. 

· The decision of the top management 
The top management has been identified as a factor that significantly influences the reward systems in most organizations. The organization's top managers usually meet and decide whether or not to offer incentives and other rewards to the employees basing their arguments on the capability and productivity of the organization. The implementation of additional perks for employees in most organizations remains the prerogative of the top management. Armstrong & Brown (2008) argued that that top management had a crucial role to play in reward management. This was because they were the ones who determined rewards meaning that different management environments within organizations could result in different reward strategies. Similarly, it is also worth noting that reward management in business organizations is usually dependent on the deliberate decisions by the top management. 
External factors influencing reward system in organizations
· Employee associations and unions influence 
The bargaining power of employee unions may force employing organizations to implement additional incentives and perks for their employees. In most organizations, particularly the private sector, employee unions may mobilize their members to strike if their welfare is not adequately addressed consequently restricting the supply of labour. In a sense, this kind of influence may force employers into conceding to the demands of the employees including offering incentives and additional remuneration beyond and above the normal pay (Bhatia, 2003). The contingency theory postulates that situational factors may significantly influence reward choices by organizations. In this view, the presence or absence of employee organizations determines whether or not an organization would offer rewards.

· External economic situation
The external economic situation of the country also impacts the reward choices of organizations. Armstrong & Duncan (2008) argued that the prevailing economic situation of a country underpinned by the rate of growth in the economy significantly impacted the reward choices by employing organizations. Organizations in the public sector may receive external funding and assistance from the government during hard times allowing them to continue offering incentives and rewards to their employees. However, the situation doesn’t remain the same during the difficult times resulting in the halting of reward programs for employees. At Whole Foods, factors such as labour costs, inflation and interest rates in the market are the major determinants of the company’s reward system. 
· External competition
Bhatia (2003) pointed out that external competition also influenced the implementation of reward programs in organizations. He argued that for organizations to choose a reward they should gather information about their competitor's rewards as well as those organizations in the same regions that they operate. for this reason, external competition is, therefore, a great determinant of the reward choices made by organizations. Because of the desire to attract and retain key talents in a competitive economy, organizations may attempt to initiate and sustain positive reward systems for their employees. Managers and company administrators consider external competition as an environmental factor that allows them to determine the type of competitive reward systems to implement. 


It is argued that when the competition in the market becomes tough and the demand for skilled and qualified labour outstrips the supply. In this view, the management at Whole Foods has since put in place unique and positive terms of employment that allow them to attract and retain the best talents in the market. Arguably, this usually represents a retention strategy employed by employers to be able to effectively compete with other organizations. However, in monopolistic markets with no competition, the reward systems are purely at the discretion of the top management. Therefore, activities that occur in the labour market are environmental factors that can affect reward management.
· Industry trends 
Industry and market trends refer to the current trends and programs implemented by most organizations in the market. Under the idea of market positioning, companies and organizations in a specific industry may decide to engage in particular reward systems for their employees. It is important to note that certain companies and organizations may position themselves as employers of choice by offering competitive benefits to their workforce. When this happens, other organizations within the same industry may also emulate the same practices if they are to go by the market rates. Additionally, the government through the implementation of the minimum wage policies also influences the reward systems in most organizations particularly those in the private sector. 
To avoid lagging behind, most organizations would decide to pay more above the government-implemented pay structure. Also. Government regulations may present a raft of employment legislation that seek to achieve social and economic efficiency consequently forcing the organizations to comply. This means those reward strategies are informed by the legislation set by the government. 
It is important to note that government intervention in the free-market economy has significantly influenced the reward systems implemented by companies in this sector including Whole Foods company. 
Explain the most appropriate ways in which reward intelligence can be gathered and presented.
Reward intelligence refers to the collection and finding of information related to reward systems for employees. Reward intelligence is arguably important in organizations to help the human resources department in making critical decisions concerning compensation. The only source of information that can prove to be efficient and relevant is the one you build yourself, according to your specific needs, from compiling varied different ones. Some of the most trusted sources of information relating to reward intelligence may include; 
· Salary surveys
Traditionally, the most convenient form of reward intelligence is the salary surveys by dedicated and approved Human resource consultancy firms. Salary surveys have proven to be effective in the provision of both qualitative and quantitative data. This is because organizations and companies can consult the market data available on these sites, build advanced comparisons and even customize jobs. Providers of salary information usually compile reports regarding the trends in rewards including comparisons among industries or geographies. Salary surveys are observably appropriate since companies are usually able to gather information on their direct competitors who hire the same talents as them (Rittenburg et al., 2007). Companies can use more than a single survey to compare data from different participating companies to determine the compensation strategies employed by other employers. 

· Local surveys 
If companies and organizations require accurate and well-researched data, going local may be considered an effective strategy to collect reward intelligence. The HR department can get as close as possible to the specifics of the local labour market (Murphy, 2016). Geographies are still considered a high differentiator particularly in jobs that require the physical presence of the employee. Whole Foods Inc. carries out local surveys to help them determine which compensation strategies and reward systems are effective for their employees. 
· Recruitment data 
Companies and organizations can implement the use of applicant tracking systems to analyze their internal recruitment data. Because every employee applicant looks at compensation from a different perspective, trying to differentiate expectations and the current package seems to be ideal for organizations to obtain accurate data and information on reward intelligence. Using the recruitment data for instance can allow the employing organization to understand the candidate context so as to effectively determine the compensation and reward strategies that best suit them (Murphy, 2016). For instance, if coming from a smaller city, or leaving a company with a tough corporate culture, then most probably their expectations are lowered accordingly.
· Published job advertisements 
Online and newspaper job advertisements can also be considered effective sources of reward intelligence. For this reason, organizations and company employers can always investigate these job postings especially for the entry-level roles that contain a detailed description of the rewards package for their employees. Arguably, this information can be beneficial in determining the reward systems for the new employees. 
Another very helpful activity is participation in job fairs, gathering insights on the labour market, and candidates' expectations.
· Informal network
Reward intelligence can also be collected from social gatherings and other informal conditions. Professionals from a company’s HR department can always solicit information related to compensation from their colleagues and friends and consequently use the data to inform the compensation decisions at their workplaces. 
Evaluate the principle of total rewards and its importance to reward strategy.
Total reward refers to the reward programs particularly designed and implemented by an organization encompassing monetary, benefits-in-kind and developmental rewards to employees who achieve and surpass certain expectations and business goals. Total rewards are usually implemented in line with the organizational culture and context, relative to the influence of the external market forces (Mabaso & Dlamini, 2018). Ideally, due to this consideration, it is important to note that total rewards have proven to be essential in helping organizations maintain balances between providing market-competitive wages that are aimed at attracting and retaining top talents. In this view, the total reward system ensures the establishment of a better balance between the needs of an employee and those of the employing organization. 
Because employees are usually involved in the development of total rewards in organizations, it is worth noting that total rewards are always acceptable to the employees and it usually aligns with the set goals of the company. In essence, besides acting as a reward system for the company employees, total rewards are also aimed at helping the company achieve its goals because the reward system for the employees is usually based on a variety of factors that include skills, experience and performance. 
With a total reward system in place, Whole Foods Company is always sure of attracting, motivating, engaging and retaining a talented workforce that is capable of supporting the organization to achieve and surpass both its short and long-term objectives. Programs such as flexible working arrangements for the employees and offering opportunities for development and offering opportunities for development and career development are part of the total reward systems for employees in this company consequently motivating them to strive to achieve the organizational goals (Sarkar, 2021). 
Explain the significance of equity, fairness, consistency, and transparency as they affect reward policies and practices.
Today, most companies and organizations are slowly embracing complete pay transparency. The implementation of pay transparency is considered a significant driver of employee performance. For instance, organizations such as Whole Foods advocate for the implementation of pay transparency as a measure of motivating the employees to work considerably harder to achieve success and subsequent promotion. The leading rationale for pay transparency in organizations is particularly to ensure fairness and equity to an employer brand. Additionally, because employees usually expect certain levels of pay transparency from their employers, adopting greater levels of transparency as far as pay policies are concerned may significantly contribute to an organization’s employee value proposition that is usually important in attracting and retaining top talent (SimanTov-Nachlieli & Bamberger, 2021). Employees usually tend to categorize transparent employers as employers of choice. 


Implementing fair, equitable and transparent pay by employing organizations is usually important since it inculcates the belief in fairness in employees. Failing to uphold transparency in organizations may result in employees quitting their jobs. It is argued that a majority of employees do not leave their workstations because of conflicts over absolute pay but because of the perception and belief that they are not paid fairly compared to their peers in the same market. Pay transparency allows employees to understand some critical aspects relating to their pay such as; how their pay was determined, how can they influence their pay and how their pay compares to the other workers. Even though it is usually difficult to instil the feeling and perception of fairness in employees, upholding fair pay and transparency may be critical in demonstrating that an organization’s pay policies are fair and equitable (SimanTov-Nachlieli & Bamberger, 2021). 
It is essential to understand that ideally, in most situations, employees may not be concerned about the absolute pay that the organization offers but rather they need to ascertain that what the organization is offering them is fair and just in contrast to the others. In this sense, it can be noted that pay transparency is just a single mechanism through which employees can assess the fairness of a payment system. Pay transparency has also proven essential in establishing trust in the company’s pay practices. Employees tend to trust employers who are transparent and for this reason, pay transparency is considered a key driver of employee-employer engagement. Establishing a compensation system that is not only transparent but also fair gives employees the feeling that their efforts are adequately recognized by the employer and therefore tend to stay longer at their workplace (TANGNGISALU et al., 2020). The incorporation of fairness, equity, transparency and consistency in HR strategies and practices acts to foster integrity and reinforce the organizational values and beliefs. 

Arguably, developing a reward scheme that fairly and consistently rewards employees can be used as notable evidence of integrity and consistency. At Whole Foods company, it is public knowledge that employees can look up each other’s salaries. This is believably an ideal strategy implemented by the company to ensure pay transparency among the employees (Green & Zhou, 2019). The management at the organization believes that keeping employees as informed as possible on matters relating to pay is a necessity for the enhancement of transparency and the feeling of equitableness. For this reason, Under the company's open policy, staff can easily look up anyone's salary or bonus from the previous year — all the way up to the CEO level.
Explain how policy initiatives and practices are implemented.
To achieve the goals and objectives of the organization, it is important that organizations set clear their mission with certain policies. Policies in this organization are developed after rigorous consultation with all the relevant stakeholders. This is to particularly ensure that every individual within the organization clearly understands the company policies and procedures and why they need to be implemented effectively. It is important to note that new employees are usually properly inducted to ensure that the policies and procedures are realistic and actionable to them before they get into the system. With open communication, employees at Whole Foods company are able to understand efficiently what is expected of them, particularly those relating to the organizational goals (Ansell et al., 2017). 
All organizations today focus on systematic performance evaluation of their employees. In this view, employees are evaluated and graded regularly based on their achieved work objectives. 

Additionally, to ensure continued positive performance among the employees, best-performed employees are always promoted or are given suitable salary increments. Performance evaluation also plays a direct role in providing periodic feedback to employees, such that they are more self-aware in terms of their performance metrics.
Also, the company also have an auditable standard against which the employee performances are determined. This allows the management to measure whether the organization is moving in the right direction. Regular evaluation of employee performance has proven to be essential in making sure that the company employees achieve the organizational goals. it is important to understand that employee evaluation enables employees to identify their mistakes and make corrections that enable them to achieve the set performance standards (Arvey & Murphy, 1988). At Whole Foods company jobs are graded and the human resource department performs periodic performance evaluations for the employees and provides periodic feedback regarding the performance of each employee relative to the stated goals and objectives. 
This organization uses performance measurements to inform their pay-for-performance compensation. This is usually possible because the employees are usually graded based on their achievements against the goals and objectives of the company. To ensure that all employees understand the organizational objectives and are well-acquainted with the organizational culture, the company has initiated an Individual development plan, also known as a career development plan. This program assists employees in understanding the culture of the company and the benefits associated with committed employee performance. Similarly, the training of employees also gives the opportunity of advancing their careers and to keep pace with performance appraisal trends of the organization (Kerr & Slocum, 2005). 

Role of line managers to reward.
Line managers play an important role in communicating organizations' reward benefits to staff as well as helping to develop reward strategies. Line managers must be supported with the tools and resources they need to communicate your reward offer to staff effectively. Communicating rewards to employees helps the organizations in improving employee engagement, increase retention and reinforce the organization's values. The results from the reward engagement network indicate that employers need more support to educate line managers on how to communicate rewards and support their teams in the organization (Brown & Purcell, 2007). In Whole Foods Company, the employers are educating line managers on how to communicate rewards and support the teams for the improvement of the organization's communication reward.
Some of the ways that line managers can be involved in reward packages are by having a regular conversation with the staff and having annual appraisals to ensure that they feel supported (Armstrong, 1988). Regular conversation with staff is facilitated by the good communication education acquired by line managers that help them in team organization. In Whole Foods Company, line managers are using the same strategy of having a regular conversation with staff thus bringing teamwork within the organization. This strategy help members fully participate in the organization affairs as the communication they get from the line managers.
Line managers also play part in providing staff with the tools and resources they need to do their job. The resources needed by the staff help in the progress of the organization which helps in uniting and mastering the performance of the staff. 
Whole Food offers training to members on the importance of communicating rewards as an offer to staff, management, people and how to have difficult conversations within the organization. The training offered to staff helps in motivating them on their dairy duty through the communicating reward. Frequent feedback from the managers also helps them to monitor what is attractive to staff. This helps in giving the best rewards needed by staff for an effective and successful job in their organization. For instance, in Whole Food Company, line managers always get feedbacks that help them in offering what is attractive to the staff. They master what best fits the staff that can help in motivating them in their work. Whole Food Company also regularly review the reward package and update it to meet the evolving need of the staff.
Line managers also have an important role to play in motivating employees, engaging them in organizational affairs and satisfaction with their employer and jobs that help in strengthening the relationship between managers and their teams. Whole Food in this case help in supporting staff development that improves their experience and also improves patient outcomes (Brown & Purcell, 2007). The organization also needs to have robust and reward on health and wellbeing that reflect the diversity and needs of the staff. In our company, Whole Food, line managers act as useful resources to communicate health and wellbeing to staff that is used to guide and support them.
Contribution of extrinsic and intrinsic rewards
Organizations use different approaches such as rewards that have been developed and adopted in the world to increase employee performance. According to Hafiza et al., (2012, working conditions, work and employer relationships, training and development, job security, and companies' overall guidelines and procedures for rewarding employees have an impact on employee performance. 
Therefore, in this case, rewards are used as motivation which is defined as the set of processes concerned with the force that energizes behaviour and directs it toward attaining goals with the employees feeling valued by the company. Therefore, rewards are categorized into two broad areas known as extrinsic rewards and intrinsic rewards.
To start with, extrinsic rewards are usually financial or tangible rewards which include pay, promotion, interpersonal, bonuses, and benefits. It is defined as a psychological reward that employees experience directly. Therefore, the success of the company is facilitated by the willingness of the employees to work tirelessly in the favour of the company and this is witnessed by positive inputs to employees by putting effective reward practices to them (Allen & Kilmann, 2011). Whole Foods Company uses extrinsic rewards to its employees which have played a vital role in improving their performance.  
Intrinsic motivation uses both financial reward and non-financial reward to pay for performance such as promotion and commissions and uses non-financial to give social recognition as a reward with special reference to the company.  Intrinsic rewards are also inherent in the job itself and which the individual enjoys as a result of completing the task of attaining his or her goal. Whole Food Company is using this approach to cater for responsibilities, achievement of the organization, individual growth, challenges, and feedback characteristics (Yapa, 2004). Intrinsic help individual developments, help them to cope with organizational challenges and in managing their responsibilities in the company as employees.
Both intrinsic and extrinsic rewards are used in an organization to boost the performance of the company as they improve employee performance. These help the company in its development where Whole Food has majored in this approach which has contributed to its growth ahead of other competing companies.  
It also helps in improving the work condition of the employees as they gain knowledge and experience through the training taken by their managers. Rewards used by Whole Food Company have helped in its management where all members feel well recognized by the company through their communication model.
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