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Introduction 
The reward is linked to the design and application of the strategies for making sure that the employees are rewarded as per the culture and context of the company with regard to the external environment. It makes the things valued by the company evident along with the ways within which it reveals the culture and goal of the company. For examining the reward environment, the organisation that has been selected is Marks and Spencer. This report is aimed towards an understanding of the business perspective of the organisation and the usage of a rewarding environment. It also emphasises on the significant reward principles and the application of the policies and practices together with the role of the line managers in reward decision making. 
Assess the context of the reward environment and the key perspectives that inform reward decisions 
Steeple Analysis
Sociological Factors
Marks and Spencer have been carrying out its activities in the UK from the 1800s and have now become the household name among the elderly, youth and every one. The consumers have now started to associate Marks and Spencer with the past. Since, every year trendy and new retail chain emerges, the reputation of Marks and Spencer might become less trendy for the consumers particularly the younger ones.
Technological Factors
Today, self-checkout systems have become the biggest trend in modern retail. This trend throughout the industry is established to assist the retailers in saving money which otherwise can be spent on the cashiers. Also, simultaneously providing the customers the faster check out experience. Marks and Spencer have also integrated various self-checkout systems throughout the stores. 
Economic Factors
Price has always been regarded as a big factor within the retail industry; however, in the past few years, there have been various budget retailers introduced in the UK. From the budget clothing stores to the budget supermarkets, the new competitors have been stealing the market share of the premium brands, such as Marks and Spencer by allowing the customers to enjoy similar products at a lower price. The decision made by Marks and Spencer regarding switching towards the utilization of the foreign suppliers was also due to the discounted prices by competitors.
Environmental Factors
Marks and Spencer also want to maintain their image as a luxury brand, for this, they have promised to become a sustainable retailer on various occasions. This is also related to multiple environmental factors that are present in acquiring clothing, food and home products. The decision of Marks and Spencer to become a sustainable retailer is not a new thing as a number of other retailers in the UK have also promised to do.
Political Factors
Due to Brexit, the decision of the UK to leave the EU is also a political factor that can have a huge impact on the operations of Marks and Spencer. The decision of the UK to leave the European Union will lead to the loss of various free trade policies with the European suppliers leading to the higher cost of the product for the end consumers. The decision of the UK to leave the European Union will now have an impact on free trade across multiple countries. 
Legal Factors
Marks and Spencer have also been included in various legal problems over the past years. These legal issues have also made it difficult for the company to hold its reputation at the continuous figure by its existence that is about a century-long. The current legal dispute with the Frascati landlord was also such a dispute. The changes in the trade laws of the UK after Brexit will also serve as the legal factor which will have an influence on this dispute. This cannot be increased by the business strategy.
Ethics
The values of inspiration, integrity, innovation and touch have been framed by the development of the core values. Every individual at the company has the responsibility to comply with regulations and laws in all of the countries of operation. Moreover, the company carries out its activities in a professional manner having the highest standards of integrity and honesty. The company also treat all of the individuals in an equal manner regardless of their gender, age, colour, disability, belief or religion, nationality, gender, political opinion, sexual orientation, etc. 
Impact of the business drivers and related factors on reward decisions
There are some drivers and factors which impact the decisions of Marks and Spencer with regards to the reward system. The increase in turnover rate directs the organization establishing the techniques for retaining the employees through achieving their satisfaction. The increase in competition within the market guides the organization in making use of the benchmark system to evaluate the ways through which the competitors are retaining their best employees. The comparison with the other businesses enables the company to create the best reward system for competing with them. The financial drivers have also played an important role in providing guidance to Marks and Spencer in the decisions regarding the provision of rewards. Moreover, the economic condition of the organization generates the reward decision in a manner that the organizational management develops the budget plan on the basis of the accessibility of the finances from the bank and the financial status of the organization. Budget planning also involves the rational planning of rewards. The challenges associated with the employees, for instance, the rate of absenteeism act as the tool for evaluation which evaluates the reason behind the absenteeism of the employees from work, for instance, the negative culture of organization, demotivation, and so on. 
For increasing the satisfaction of the employees, significant decisions regarding the acknowledgment and rewarding of the employees are presented. The reward system depends on motivating the employees and sustained through the guiding principles present in the motivational theories, for instance, Maslow’s Hierarchy of Needs. This theory states that people want their needs to be satisfied including psychological needs, for instance, the fundamental needs, such as safety, food, self-actualization and enhanced social esteem. Through the alignment of the psychological needs, the organizations compete with each other within the context of the provision of increased salaries to the employees and to satisfy their self-esteem, they are motivated by the help of reward systems. 
The drivers that have been discussed above act as the internal and external drivers which cause the decisions regarding the provision of reward in Marks and Spencer. The internal factors, for instance, the financial status of the organization provide guidance within budget decisions related to the setting of enough finances for rewarding the employees, job analysis as well as job evaluation. The job assessment includes the evaluation of the available jobs within the organization and having the job facts, like, job description and job specification. This is followed by rating the value of the job, setting the salary package for it and developing the reward system linked with job nature. The demographics of the employees also play a major role in providing guidance towards the decisions regarding reward payment in Marks and Spencer. Such as the age factor which identifies the employment duration in the organization and stresses the increase in rewards for the employees who are working in the organization for a long period of time. The demographics also provide guidance in the pension plann of the organization. Marks and Spencer use the human capital theory to enhance employee engagement through the provision of training and development which provides motivation to them for enhanced performance.
Different ways of gathering and presenting Reward Intelligence
Various ways of accumulating and presenting the reward intelligence enable the company to develop and analyze the factors which cause provision of rewards. One of the methods is by carrying out the exit interview with the employees who are no more wants to be a part of the organization. This will assist the organization in the evaluation of the ways to make the employees motivated by enhancing the ways of recognizing the rewards. On the other hand, it has been assessed that the employees might not be 100% true/right while explaining the actual reason behind their leaving. 
The rate of absenteeism is another way. This might also be because of the numerous reasons separately from sickness. Hence, with the presentation of competent reward intelligence, the rate of absenteeism might also reduce. Marks and Spencer can also carry out the survey on attitude and conduct to identify the degree to which the employees get a sense of engagement with their work. This will also assist in the development of the reward plans for re-motivating the employees. Moreover, the organization might find it challenging to recruit the available skills within the market. The recruitment difficulties may reflect shortfall in the rewards of the organization as compared to the local competitors. 
Demonstrate the understanding of key reward principles and the implementation of reward policies and practices
Principles of total rewards and its importance to reward strategy
The principles of total reward are for adhering to the employment legislation and regulations for attracting and retaining the right employees and for maintaining and improving employees’ performance level. For following the total reward principles, the generally combined themes involve the provision of training to the employees for maintaining and improving the performance level, building pay structures to attract and retain the best employees, recognizing the employee's efforts, flexible working hours for allowing the employees to maintain the work-life balance. It has also been evaluated that the objective and financial measures are significant in the designing of the total reward system. The pay structure serves as the strong communicator between the current and future employees and therefore it is significant that it should be aligned with the organizational objectives. The organizations should take into account that the pay structure is fair and does not discriminate and also aligned with the performance. It has also been found to increase employee engagement together with the increase in the number of new employees and retaining the current individuals. 
In order to motivate the employee effectively, it is essentially important for the company to create a meaningful and motivational reward with regards to the employees. These can include recognition including thank you letter and employee of the month as well as the non-cash rewards. These types of tools are regarded as positive for motivating the employees at a low cost. There are various rewards that can be utilized by the organization to acknowledge the positive behavior expressed by the employees, for instance, the provision of innovative ideas, increased attendance, as well as hitting the long term targets for making improvements in the organizational efficiency. 
Moreover, the training of the employees has been regarded as the requirement. On the other hand, the organizations, at present, have been making use of it as a way of expressing the care they possess for the employees. The provision the adequate training to the employees assists in enhancing employees’ productivity which will lead to an increase in the organizational profitability and it also helps in attaining competitive advantage. The employees also want their employers to understand that they also have a personal life. For this, the organization can also apply the flexible working hours for the employees to reward and retain them. This will also assist the employees in maintaining a balance between personal life and work. It has also been found that many of the employees prioritize flexible working hours as a reward as compared to the increase in bonuses and pay. This also results in an increase in employee productivity along with an increase in employee engagement.  
Identify and explain the importance of equity, fairness, consistency and transparency in terms of how they should underpin reward policies and practices. You may illustrate your understanding of these key principles by referring to topical reward matters.
The equity focus on the significance of individuals attaches to the fairness perception in how managers deal with the employees. It is the environment in which fair treatment is delivered to all the workers. The productive relationship is built through equity among managers and employees. Staffs are motivated to efficiently accomplish the objectives and goals .  The employee’s retention is encouraged in an organization by equity.  Therefore, Marks & Spencer usually focus on the equity for the purpose to follow the anti-discrimination law. According to law, the organization does not discriminate against the "protected characteristics", such as disability, marriage, religion, race, age, civil partnership, belief and gender reassignment . The Equality Act 2010 outlaws the discernment in access to services, private goods, education and public services . For example, if workers complete the work in the working hours and other workers makes late sitting; however, perform the equal work; the employers of Marks & Spencer reward them equally.
In an organization, fairness refers to the atmosphere where employees are valued according to their performance and they acquire equal opportunities and benefits instead of their gender, sex and age . Marks & Spencer in this regard ensures fairness through Merit-based reward practices. For example, the company sets the remuneration of the workers according to their responsibilities and practices. Moreover, the organization need to retain and recruit top talent to stay effective and focused. The reward strategies and philosophies which underpin the practices and strategies by which the strategies execution is done with the HR strategies and policies contribute effectively for endorsement fairness and equitableness.
Transparency is the attitude among employees and employers which should be open in the company. It is the on-going process which comes up with the consistent results in the company and associated with the employee’s behavior . The reliability and credibility among workers are made and they feel convenient in sharing their perspectives, ideas and views in an organization. Marks & Spencer ensures that employers communicate effectively and openly with the workers. For example, they share the equal and same knowledge with all the workers and spread transparency by practicing openness in the process of communication. The knowledge and information which is transmitted in the company are understood and accepted quickly and easily in the company where transparency is accepted . However, the collaboration is made effective and easy by the transparent environment which allows the workers to have access to equal chances for receiving rewards and growth.
Assess the contribution of both extrinsic and intrinsic rewards for improving employee contribution and sustained organisation performance. Refer to academic research and the literature in this area and illustrate with examples of good practice.
Ozutku (2012), in the study, discussed the specific rewards practice that is used by the organization are either better than others or not while comparing the employees' results on the quality management . This study divided the practice of reward into two main classes such as intrinsic and extrinsic rewards. The reward practices types that are used by the company tend to perform a significant role in the employee's motivation.
The intrinsic rewards are those which are intangible in shape such as conscious satisfaction, recognition of award and achievement sense . These rewards deliver the understanding and knowledge to the workers which tell them that they might have done efficient and exceptional. It includes the employee’s appreciation and enhances motivation. These rewards are established within an employee’s performance and behavior.  The workers are rewarded by their performance by the intrinsic rewarding system; however, it is the continuous system of rewarding in the company . 
For example; Marks & Spencer utilize the appraisals of performance to record the employee’s performance and then it appreciates the workers on the performance appraisal’s basis.  The intrinsic rewards tend to extract from the content of the task and it encompasses of rudiments such as self-direction, creativity, opportunities, interesting and challenging work and variety to utilize skills and abilities of ones and adequate feedback concerned to the effectiveness of the efforts of the individual .
The tangible system of rewarding which includes the physical rewards is referred to the extrinsic reward . It might include certifications, bonus cheques, badges, cash prizes, and trophies. Mostly, the monetary rewards are comprised of the extrinsic system of rewarding. Workers are rewarded with tangible rewards for their effective performance; however, it is the most likely rewarding system by the workers. It inspires the workers to perform effectively to accomplish the objectives of an organization and generates competition between workers .  Extrinsic rewarding is the episodic system which usually linked with the individual projects of the company.  However, workers are rewarded after the project accomplishment. 
For example, Marks & Spencer set rewards for the workers with every project. After the project accomplishment, the company rewards the workers according to the function played by them in order to accomplish the project objectives. It enhances the performance efficiency and the projects are completed in the set time frame . It has been analyzed that when workers are efficiently delivered with the accurate reward they performed effectively and become motivated. However, the study reported that intrinsic reward program tends to own more latent to impact the employees result to perform for the sustained organizational performance in comparison to the extrinsic rewards . 
Explain how reward policy initiatives and practices are implemented in your chosen organisation (450 words)
For the execution of a reward system within Marks & Spencer, a process is first carried out which includes evaluation, performance appraisal and accomplishment rating. It has been found that owing to unfair and unreasonable evaluation within the reward system employees’ morale is downgraded. The appraisals become subjective because managers give personal preference to certain individuals which totally deviates from the concept of objective and fair evaluation.
Therefore, keeping in mind the menace that is brought by unfair and biased evaluation; Marks & Spencer follows total reward system strategy because this strategy addresses different types of complexities in the organization. This system brings together each aspect of the reward system such as financial aspects i.e. benefits, bonuses and basic pay to connect them with non-financial aspects across the organization. This strategy is useful because it acknowledges the limitations incorporating only financial reward system. Total reward system identifies different areas that need to be addressed such as budgetary constraints at the times of economic downturn.
Marks & Spencer has set an appropriate strategy to implement its Total Reward System through Total Reward Strategy Development Map. It is based on the accurate analysis of the present culture and climate of the organization. The organization aims to understand its diverse range of employees on the basis of demographical characteristics such as marital status, gender, educational background and age.
In addition to that, for the development and implementation purpose of the reward system and policy, the organization takes into account three main factors. The first factor is to find an alignment within the market, the number and level of rewards and access to the market data which is sued to identify the needs and rules of the market. These needs are role-specific and valuable in the perspective of the market. This offers annual schemes to the workers which includes bonuses based on the performance of each employee. Second, this also offers a commission-based reward to the workers and this commission is linked to the performance of the organization. Third, it offers schemes that are long term such as cash-based or share-based schemes. These schemes are offered typically to only the senior employees and all of these schemes that are linked to employee profit lie in the category of the organization.     
3. Demonstrate your understanding of the role of line managers in making reward decisions. ln, this section you should: 
 Explain the various ways line managers contribute to reward decision making
The contribution of the line managers in decision making is vital but the number of literature on this topic is limited. Line managers have a huge contribution in several areas especially in rewarding the employees. On the next hand, the line managers have a separate role according to the characteristics of reward. They make different decisions for different rewarding strategies . 
Financial Rewards
The merit pay is one of the areas in which the line manager plays a key role. The decisions of merit pay are made on the basis of the performance ratings of an employee. However, there can be a differences in the performance-related operation technique. For instance, the increase in the pay of the employee can be merged and encompassed with personal-pay depending on the performance level of the employee . Additionally, the pay can also be added to the personal pay in the form of a bonus. In the overall cases, the line manager is responsible to analyze and identify the performances of the employees. Then, the rewarding in the financial shape can be done on the basis of analysis and assessment of the employees’ performance by the line manager. The line managers are responsible to develop the clear justifications on which the employee is being rewarded with financial benefits . 
A line manager is responsible to reward an employee on the basis that is justified and that can also avoid the judgments of other employees . On the next hand, the distinguishing is often considered as challenging by the line managers and the outcome possession is also often lacked when they are not allowed to make the decisions regarding any financial operation. The financial rewards by special bonuses can be provided by the line managers for the acquired work and skills by the employee. Therefore, line managers can best provide rewards to the employees on the basis of their performance rating but if they are given access to make financial decisions . 
Non-financial Rewards
The process of providing the opportunities for growth and proving themselves are considered as the non-financial rewards. The non-financial rewards are considered to be flexible and best for the development of the employees . Additionally, extra advantage is also attained by the line managers such as responding rapidly often personally. For instance, an innovative seasonal program was being operated by the marks and Spencer and they provided the high benefits and opportunities to the employees especially those with good/high levels of performances. The general wellbeing of the employees was provided. The selection of the employees was done by the line managers, ensuring that the employees who are deserving, attain the best opportunities and their skillset are being used by the organisation to their full potential . 
Conclusion
It is concluded that the reward decisions are impacted by different factors. The Steeple analysis is therefore done in the paper to analyse the factors that affect the decisions of the organization regarding the rewards. Additionally, there are some ways that are identified in the paper that assist in presenting and gathering the reward intelligence. It has been evaluated that the line managers of an organization play a huge role in the decision making regarding rewarding the employees. 
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