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Reward for performance and contribution 
The report outlines strategies for the board at GA Pensions to use to analyse reward strategies effectively, addressing ways to improve the fragmented implementation and employee dissatisfaction within the organisation. It highlights the role of the people professional and their strategies to understand the context and approaches to reward, as well as the role of people professionals in supporting line managers in making reward decisions.
The principles of reward and the importance to organisational culture and performance management (AC 1.1)
Reward refers to financial incentives offered to employees, including salary, insurances, and flexible working options, ranging from regular pay to variable compensation like overtime and bonuses (Taylor and Woodhams, 2022b). Strategic or total planning focuses on long-term business and personnel needs, involving intangible labour components (CIPD, 2022).
Extrinsic incentives like pay, bonuses, and perks are material, while intrinsic rewards are psychological benefits employees experience due to meaningful job contributions (Hajduk, 2017). 
The UK has implemented measures to ensure fairness in corporate governance, including fairness in people management policies such as how employees are rewarded and is mandated by law (CIPD, 2022a). HR information systems and data analytics offer consistency and transparency, ensuring equal treatment for all employees with flexibility for goal achievement (CIPD, 2022a). 
An organisation should implement a reward-related concept that fosters rewarding experiences for both the company and its personnel. Incentive strategies should be tailored to employees' preferences, including informal awards. Benefits should align with organisational aims, recognising contributions and accomplishments (CIPD, 2021a).
The ideal compensation package for a company should align with its culture, be reliable, and consider financial and human resources (CIPD, 2023e). The external environment, including politics, government, economy, sector, and labour market, significantly influences reward decisions and should be considered when building a reward strategy (Tatenda and Moment, 2014). Rewarding exceptional work boosts productivity, job satisfaction, loyalty, and teamwork. It establishes role models and promotes talent retention, ultimately contributing to business growth through increased dedication and commitment (Indeed Editorial Team, 2022).
UK firms must adhere to regulatory obligations for equal pay, including the National Minimum Wage, gender pay gap and CEO pay ratio. Employees 16 and older must receive the National Minimum Wage, while those 25 and older must receive the National Living Wage which is expected to be lowered to 21 by 2024 (Taylor and Woodhams, 2022). When setting rewards and assisting line managers in making reward decisions, people professionals on the board of GA Pensions must be aware of the regulatory context and corporate governance standards, including the requirement for large UK companies to publish and explain their chief executive pay ratios (CIPD, 2023).
The rewards strategy supports business goals, attracts and retains top talent, and motivates employees. Rewards should promote smart working, communication, and base pay. Adherence to ideal principles fosters a performance-based culture, ensuring fairness (CIPD.org, 2021a).
It is more crucial than ever that employees look for salary and benefits given the 65% chance of a recession. Despite financial constraints, firms must provide unique compensation and perks to distinguish in the labour market. Businesses should start rewarding employees with bonuses, temporary incentives, and feedback throughout the year instead of outdated annual performance reviews that are time-consuming and ineffective (Jansen, 2022). Therefore, the management of GA pensions should align themselves with the benefits of rewards and its importance in changing culture and improving performance.
How policy initiatives and practices are implemented (AC 1.2)
Reward strategy involves creating and implementing policies that align with an organisation's goals and values, promoting employee engagement and enhancing organisational success (CIPD, 2022b).
It entails creating and executing incentive practices and policies that complement the objectives of the business and produce a highly motivated and efficient workforce. Organisational pay and incentive structures frequently neglect a defined objective, opening the door to bias and unfair compensation hazards. A well-defined and effectively communicated plan can significantly benefit both the workers and the organisation (rbl-andy, 2022).
Compensation programmes aim for performance-based pay and fairness, selecting candidates based on merit and market comparison. Internal equity considers performance disparities, while external equity ensures remuneration fairness in the market (Bucalo, 2018).  A performance-based policy based on pay ability, inflation, and market rate changes should be used to assess pay awards every year to ensure fairness and efficiency (CIPD, 2022i). Policy development should consider pay levels, based on job evaluation for government entities and market pricing for the private sector, as they are essential elements (CIPD, 2022c).
For employee retention, engagement, and performance, it's essential that rewards are perceived as fair. Unfair treatment, according to research, can foster an environment of mistrust, hamper performance and promote unionisation. According to the Hay Group unfair treatment might even cause workers to leave their employers (Ceplenski, 2013). To prevent employee unhappiness, rewards strategists must face the reality of employment disparity with people often comparing their incentives to those of their peers (Greene, 2020). Assimilation is a crucial aspect of business human resources, involving the swift integration of new employees into the organisation's culture and enhancing their relationships with coworkers and clients (Kokemuller, 2019).
Process implementation involves implementing a new or improved process to achieve a goal, involving planning, design, testing, executing, and evaluating it, through collaboration and coordination with other departments (LinkedIn, 2023). The successful implementation of a project requires strong governance, a well-organised team, strong leadership, careful planning, project management, and stakeholder involvement through participation and communication (Government Communication service, 2016). 
The pay policy should be competitive, considering employee performance, bonuses, and incentives, while complying with legal requirements like minimum wage rates and discrimination statutes. This knowledge can help GA pensions management better understand and implement these policies.
Impact of people and organisational performance on approach to reward (AC 1.3) 
Organisations can be influenced by employee performance through a rewards system, with line managers and people professionals playing a crucial role in enhancing motivation, providing necessary skills, resources, support, and accountability.  It establishes objectives for individuals and organisations that are in line with the mission and strategy of the business, enhances performance, and holds people accountable to their actions through accolades, career advancement, and contract termination (CIPD, 2022b).
Effective performance management involves coaching, feedback, and management assistance to enhance employee performance, going beyond annual reviews to ensure continuous improvement (Towler, 2019). Leaders employ various rewards and incentives to motivate employees, attracting and retaining them for personal and organisational goals, and thereby ensuring organisational success (Mandiz, 2014). The fundamental goal of salary and benefits is to change employee behaviour by making them desire to work for a company, remain with them, and perform well (CIPD, 2023). The labour market has an impact on the different monetary and non-monetary rewards that are used to attract, keep, and engage people in the workforce (Cave, 2022). 
The decision-making process for reward approaches, such as salary, perks, and incentives, has historically been impacted by people's behaviour.  Salary is primary for employee attraction and retention, however, additional incentives are now crucial (Cholteeva, 2023).A meta-analysis of employee reward programmes indicated a 27% increase in performance when the top performers got awards, demonstrating the effectiveness of competitive incentive schemes in improving employee performance (Fatima, 2021). However, Individuals at different points in their careers may make decisions about their professional development, admittance into organisations, and career options may be influenced by financial considerations whereas some may be willing to work for lower rates due to strong organisational goals (Achor et al., 2018). 
Finally, some employers may decide to use performance-based rewards to encourage workers to meet their own goals, which will eventually enable the company to reach its financial goals (Symonds, 2022). This information should support managers at GA pensions in linking performance and reward and how they can be used together to drive organisational performance. 
[bookmark: _gjdgxs]Types of benefits and merits offered by organisations  (AC 1.4)
In today's competitive job market, organisations must consider various employee benefits beyond just compensation to engage and attract job seekers who expect comprehensive rewards (Verlinden, 2019). These include:
Pensions 
A pension is a monthly monetary award provided by the government or a private organisation to individuals who are unable to work due to old age or health issues (Cambridge Dictionary, 2022). In the event of a member's passing, it may also potentially be inherited by dependents (Rutherford, 2021). To maintain value for money, worker pensions must undergo frequent review. Effective employee communication is essential for raising awareness and adhering to regulations (CIPD, 2023b). With effect from April 6, 2019, automatic enrolment requires companies to automatically enrol qualified employees into a workplace pension plan with a minimum contribution of 8% (CIPD, 2023b).
Holidays and Time off 
Although employers are obligated by law to give a certain amount of paid leave per year, many go above and beyond. Maternity, paternity, adoption, parental, and bereavement leave are all statutory entitlements. Other optional paid time off options include volunteer work, kid's school-related activities, and animal bereavement (CIPD, n.d.). CIPD highlights the benefits of this approach, including fostering a sense of belonging among employees and enabling them to refresh for improved performance (CIPD, 2022m). 
Healthcare and Risk Benefits 
Employee assistance programmes, vouchers for eye treatment, occupational sick pay, and physical fitness programmes are examples of healthcare and benefits (CIPD, n.d.). Benefits may differ according to grade, position, or location however, on their first day of permanent employment, coworkers who have life insurance get up to four times their yearly income for active pension plan members as compensation for their families (Morrisons, 2022). These methods aid in guaranteeing that worker wellbeing is preserved to improve performance.
Thus, employee perks are crucial for organisations to meet employee and job candidate expectations.  GA Pensions management must comprehend the influence of rewards on their team and effectively communicate these concepts to their colleagues regarding performance and rewards.
The contribution of extrinsic and intrinsic rewards for improving employee contribution and sustained organisational performance (AC 1.5)
Employee rewards, both extrinsic and intrinsic, are crucial for motivation and performance, with extrinsic incentives like pay and bonuses being external to work completion and are controlled by performance  (Indeed Editorial Team, 2023). Extrinsic motivation can positively  impact performance and well-being  (LinkedIn, 2023b). It's crucial for boosting employee engagement in the beginning as high employee motivation boosts happiness and productivity, leading to reduced absenteeism, attrition rates, and cost savings for businesses (Indeed Editorial Team, 2023). Intrinsic incentives are qualitative, such as challenging job assignments or organisational advancement (The Economic Times, 2019).
To evaluate a company's performance, organisations should use quantitative indicators like KPIs, HR reports, and survey results. These metrics provide an overview of the company's performance including HR statistics on attendance and absence rates and can be compared to industry benchmarks. Qualitative data is also gathered by observing uninspired behaviours at work, such as job indifference, decreased productivity, disagreements, and lack of initiative, and obtaining an objective viewpoint through surveys (Work human Editorial Team, 2023).
Extrinsic rewards initially motivate workers to improve performance and contribute to the company, but over time, they may not significantly impact performance. For instance, a pay review would only temporarily encourage coworkers, as the supermarket, Morrisons demonstrated, when colleagues' salary was raised to £10.20 but demotivation set in when the National Minimum Wage was adjusted to £10.42 leaving colleagues frustrated (Granger, 2018). They promote culturally compatible behaviours without establishing norms, allowing organisations to boost performance without altering company culture.
Intrinsic rewards are psychological benefits employees receive for meaningful job contributions, promoting self-management, ingenuity, and problem-solving abilities (Taylor and Woodhams, 2022a). These rewards increase engagement and loyalty but are difficult to evaluate or correlate with organisational goals (LinkedIn, 2023).  Although not all awards are created equal, some might lead to employee unhappiness and equality concerns due to differing levels of motivation and individual behaviours. GA pensions should comprehend the context and reward approaches, and how they may impact various organisational and psychological factors.
The business context of the reward environment. (AC 2.1)
The business context influences the implementation of a reward environment.  It follows that while implementing a new reward system, the company should consider the effects of the economic and environmental perspective on business goals.  For example, some organisations believe rewarding employees for performance-enhancing actions is necessary. The CIPD defines the psychological contract as the responsibilities that both employers and workers have to one another as it affects turnover rates, employee dedication, engagement, and well-being. Bonuses are also frequently used by businesses as recognition tools, which can temporarily boost motivation and engagement (CIPD, 2022c). Employers may maintain their competitiveness by giving market-leading pay and benefits through bench-marking with the external labour market. This allows the focus to move to culture, environment, and personal development since it takes salary off the agenda (Hajduk, 2017).
Secondly, the reward system should fit within the HR strategies, people management, and development practices within the organisation as this will help retention and build talent (CIPD.org, 2021a). Furthermore, a reward environment created by the organisation should create value to the current and future employees to promote business growth in a sustainable manner (CIPD.org, 2021a). With regard to internal elements that have an influence on the company viewpoint, its major objective is to examine sector comparisons and industry trends in order to retain and draw in the finest personnel. Due to probable costs resulting from discussions with rivals, the corporation must perform a cost vs benefit analysis (Stobierski, 2019). 
In accordance to the Equality Act of 2010, employers must comply with legal pay requirements such as equal pay, national living wage, and minimum wage, and ensure equal treatment of workers in regard to compensation based on characteristics, including age, race, and sexual orientation, to boost employee loyalty and recruitment (Scott, 2018).
Lastly, communication is essential when it comes to incentive systems since it encourages performance and improves business impact (Peters, 2022). GA Pensions should evaluate their business context in relation to the incentive system using the information above.
Methods for gathering and measuring benchmarking data to gain insight (AC 2.2)
Benchmarking is a crucial competitive intelligence tool that helps companies compare their performance to competitors, market trends and threats such as compensation packages (LinkedIn, n.d.). HR professionals can use reward data from sources like the CIPD's annual study on pay positioning, retirement strategies, and bonuses for performance (Taylor and Woodhams, 2022).Employers can use this quantitative analysis to enhance performance by comparing their pay rates to similar organisations through benchmarking studies and commercial pay surveys in the both private and public sectors  (Taylor and Woodhams, 2022). The 2022 CIPD management study revealed that while some UK employers are financially stable, others struggle with rising living costs, highlighting the need for immediate action to combat workplace poverty (CIPD, 2022d).
Salary benchmarking data helps retain top leaders and attract top talent by providing clear comparisons to the market (Symonds, 2022a). Glass-door provides salary benchmarking data to attract top talent by providing clear comparisons to the market, while offering job advertisements, ratings, wage reports, and perks reviews to preserve sensitive pay data (Brovkin, 2021). Mind's Workplace Wellbeing Index is a wellness benchmarking tool that recognizes and promotes workplace wellness, highlighting the efforts of employers in promoting mental health (MInd, 2019).
The efficacy of reward benchmarking is determined by a number of variables, including employee productivity, sales growth, turnover rate, profit level, workforce composition, customer happiness, and reward budget expenses (CIPD, 2023c). The presentation of reward data to stakeholders should be tailored to each group's needs, ensuring they can access detailed benchmark data, industry comparisons, and relevant information from HR professionals (Taylor and Woodhams, 2022). These metrics serve as the foundation for benchmarking and are used to evaluate the impact of the incentive system. They can help HR managers see trends and, as a result, modify their compensation management strategies and decisions (Taylor and Woodhams, 2022). In order to get insight, GA Pensions should assess the best methods for benchmarking data with their company using the information above.
Organisational reward packages and approaches based on insight (AC 2.3) 

Reward strategies ensure employees are rewarded in line with the corporate context and culture, while also considering the external market environment (CIPD, 2023b). Armstrong and Taylor (2020) emphasise the importance of reward management in supporting business goals, attracting and retaining high-quality employees, motivating and engaging them, delivering value on investment rewards, and aligning reward packages with employee needs.  The development of an organisational reward package can be achieved by using benchmark data from CIPD.  Financial and non- financial incentives should be taken into account in the suggested compensation plan because they are still crucial to the labour market.
Pay structures provide a framework for wage progression, enabling employees to increase their pay through appropriate behaviour and performance. The CIPD 2019 survey revealed that 60% of employers employ a pay structure (CIPD, 2022b). The goal of modern pay structures is to encourage improved performance, however, they also limit payroll expenses, requiring cost-controlling strategies like target points, pay band zones, and cash incentives to restrict advancement for exceptional circumstances.
Job evaluation and market pricing are crucial for ensuring fair and competitive pay, requiring regular reviews to reflect changes in roles, work, and business needs. According to ACAS, it is a methodical approach used to assess the significance of distinct tasks and is employed to:
· Determine pay grades in pay structures,
· Ensure equitable pay practices.
· To assess the internal or external employment market's wage rates (CIPD, 2022a).
Market pricing is a process used by employers to determine their market rate and monitor changes, aiming to establish suitable compensation ranges for attracting and retaining employees (CIPD, 2022a). HR and people management executives utilise the job levelling system to clearly define work functions, create career paths, and form job hierarchies within an organisation (Barr, 2022). Recruitment communication should highlight competitive remuneration and non-financial benefits, while incorporating work-life balance practices like flexible work, shared parental leave, and learning opportunities  (CIPD, 2019).
Reward benchmarking offers numerous benefits such as cost control, justification and defence of reward decisions, ensuring pay fairness, tracking market changes, and managing employee expectations (Cecil-Hutton, 2021). The data above should be used by GA Pensions to create insight-based corporate incentive plans and strategies.

Legislative requirements that impact reward practice  (AC 2.4)

The Equality Act 2010 guarantees equal pay for all employees, irrespective of protected characteristics like age, race, or sexual orientation, and prevents discrimination based on religion, sex, or belief (CIPD, 2022f). This legislation applies to pensions, holidays, overtime, redundancy, sick pay, and benefits (CIPD, 2022a). It assures that, unless any wage inequalities can be explained, that men and women in the same occupation completing comparable work will earn equal compensation (ACAS, 2020). Employers must ensure transparency in pay structures, conduct audits, and create action plans to address inequities. The National Minimum Wage, applicable to all eligible workers, plays a significant role in determining pay and reward (GOV.UK, 2023). It ensures workers receive at least the minimum wage per hour, while those aged 23 and over and not in their first apprenticeship year, are legally entitled to the National Living Wage of £10.42 per hour and employers must ensure compliance (Acas, 2023).
UK employers must pay minimum wage and disclose gender pay discrepancies annually, with full-time female employees experiencing an 8.3% pay gap in April 2022 (CIPD, 2023a). This includes pay disparities between men and women according to age, area, full-time versus part-time employment, and occupation (OONS, 2022). To maintain equity across all industries, companies employing more than 250 people are also required to disclose their CEO salary ratios (GOV.OK, 2019). This is to guarantee wage parity and equitable reporting for all sectors and industries. 
Additionally, companies are required to give staff members a minimum of 5.6 weeks of paid annual leave, guarantee regular pay while staff members are on holiday, and clearly explain their holiday entitlements (CIPD, 2022a). Thus, the legal requirements on rewards significantly influence organisational decisions, as they must be strictly followed to ensure their effectiveness. GA Pensions should make use of the aforementioned information to make sure that the legal obligations pertaining to incentive practices are being fulfilled.
Different approaches to performance management. (AC 3.1)
Performance management is a comprehensive strategy to enhance employee value and align organisation's objectives (Gifford, 2022).  It involves motivating, supporting, establishing goals, rewarding performance, and linking performance to career progression. The goal of performance management is to increase employee commitment to the organisation's goals and objectives by establishing goals, encouraging team performance, holding people accountable through rewards, and tying performance to contract termination and career advancement (Pulakos, 2014). It takes the form of different approaches by obtaining knowledgeable and seasoned workers through efficient hiring, screening, and retention procedures. HR managers should collaborate with line managers to enhance workplace performance by providing necessary tools and training to enhance employee hiring and performance (Taylor and Woodhams, 2022).
The term CPD describes the ongoing education that professionals do to advance their knowledge and abilities throughout the course of their careers. It involves a  lifetime commitment to learning, improving abilities, and keeping up with industry advancements and is known as continuing professional development. It also includes a variety of activities like training programmes, seminars, and on-the-job training (The CPD Certification Service, 2020).
In order to enhance decision-making, problem-solving, skill development, and career advancement, coaching is essential for leaders. Many people learn this ability on their own, but other people receive official training. The GROW Model is a useful coaching framework for honing this ability. It consists of five steps: Goal, Reality, Obstacles, and Way Forward. It is similar to organising a trip: deciding on a destination, considering available possibilities, and forging a determination to go beyond challenges are the first steps (Mind Tools, 2022). The GROW Model suggests coaches act as facilitators, helping clients make informed decisions, while leaders may help subordinates reach beneficial decisions for the group and themselves (LinkedIn, n.d.).
Effective goal-setting, evaluation techniques, and performance assessment bias are all covered by the CIPD. It highlights how crucial feedback is for creating goals. Performance evaluations, 360-degree feedback, and incentive schemes are examples of performance measuring techniques. Employers can incentivise employees through a variety of remuneration plans, such as commission and bonuses (CIPD, 2023d). 
However, performance management has drawbacks including biases, inconsistent messages, time consumption, and discouragement. Managers should allocate time for performance reviews and maintain accurate documentation to prevent biases. Furthermore, a bad experience might demoralise employees, thus it's critical to provide a fulfilling workplace.  A cohesive message requires accurate staff behaviour documentation, and biases must be avoided by competent management and a well-organised, impartial approach (Younis, 2018).
The CIPD criticises the SMART approach for performance appraisal objectives stating that it's only reasonable when tasks are specific and measurable and thus suggest behavioural objectives for complex tasks (Taylor and Woodhams, 2022). Social behaviour and input from staff can provide valuable insights for organisational success. GA Pensions should utilise Taylor and Woodhams (2022) data to evaluate performance management techniques, emphasising personal growth and learning over company output.
The role of people practise in assisting line managers in making consistent and appropriate reward decisions (AC 3.2)
The CIPD emphasises line managers' crucial role in balancing support and challenge, reducing stress, and promoting wellbeing, thereby fostering employee engagement and well-being (CIPD, 2023b). The people profession plays a critical role in ensuring that line managers are managed successfully, assisted in gaining skills, self-confidence, and understanding their function within the organisation, all of which are necessary for good people management (CIPD, 2023b). They should also provide line managers with the latest technology and training, while HR policies should guide performance reviews. In defining essential personnel and fostering the line manager's ownership of both intrinsic and extrinsic rewards, line managers should make choices that will enhance employee retention and draw in future talent (Hana, 2022).
Line managers require tools that enable effective reward judgement. Thus, it is important to equip line managers with the requisite resources to enable efficient communication with their staff (Thomas, 2011). Research by CIPD shows that incentive plans often overlook line managers' crucial role in strategy development and implementation. Despite evidence that compensation and employee happiness are positively correlated, many HR professionals undervalue the communication and decision-making abilities of their line managers (E-Reward, 2018).
A senior management climate that rewards people management responsibilities is crucial for productivity and accountability. Investing in team training and leveraging existing line manager-employee relationships can create a pleasant work environment which raises morale and engagement (Paul, 2019). Hay Group's research indicates successful reward programs are effective when well-implemented, not just designed. Thus, organisations should leverage existing line manager-employee relationships to implement these programs (Go2HR, 2023). Armstrong and Brown (2006) suggest HR strategies to enhance managers' commitment and capability in reward management ensure fairness, equity, and consistency in decision-making such as pay reviews. They must also ensure line managers understand reward strategy, policy, and practice (Armstrong and Brown, 2006). HR professionals must balance reward satisfaction with stakeholder satisfaction, and GA Pensions should evaluate employee practices to determine fair and consistent rewards.
Organisational approaches to reward that support line manager judgements (AC 3.3)
Line managers use HR policies, starting with performance reviews, to determine rewards in line with the organisation's ethics, values, and beliefs (Hana, 2022). Line managers play a crucial role in balancing the company's demands with employee compensation, ensuring a fair and equitable system that supports strategic goals, motivation, and retention (Taylor and Woodhams, 2022). The first step involves conducting annual or periodic appraisals with staff to assess their abilities and evaluate their performance. Line managers can use 360-degree feedback and modern working methods to assess employee performance, aiding in the evaluation of their reward management approach (CIPD, 2022d).
When making decisions on organisational methods to reward, line managers are assisted by the use of evidence-based judgements. This approach involves managing reward systems based on facts, understanding, and grounded theory, gathering internal data on the effectiveness of reward practices and strategies (Armstrong and Brown, 2006). Evidence-Based Reward Management looks at pay and reward system shortcomings inside organisations, emphasising the negative effects and emphasising HR's responsibility in creating incentives that work to increase performance. Line managers can use this information to make judgements on reward approaches (Armstrong, 2010).
Line managers play a crucial role in managing performance-related pay systems, setting criteria, and conducting evaluations. They identify exceptional, mediocre, and poor performance, and offer unconventional rewards like remote work, flexible lunch breaks, and improved working conditions. However, identifying exceptional performance can be challenging and requires confidence, maturity, and equity in the awards system (Taylor and Woodhams, 2022). 
Finally, businesses have expressed concerns about the behaviour of line managers in a total reward system, believing that if managers don't believe in total reward, the organisation is unlikely to succeed thus it is crucial to engage managers for organisational success (Taylor and Woodhams, 2022). The information provided aims to assist GA Pension's line managers in making effective decisions about rewards based on organisational approaches to reward. 
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