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	Executive Summary

	This report is to review GA Pensions reward strategies and give an understanding of how reward for performance and contribution can be instrumental in achieving wider organisational goals.
The GA Board has requested the People Practice team explore the principles of reward and its importance to organisational culture and performance management, how policy initiatives and practises are implemented and how people and organisational performance can impact on the approach to reward. 
The People Practise Team have researched current business trends and practises, coupled with proven research to provide support to GA Board in understanding the context and approaches to reward and how these might influence a range of organisational and psychological factors.
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	Introduction:

	These current years, post-covid represent a significant time of organisational change and employers must decide whether to continue with failing strategies that cause dissatisfaction and poor performance amongst employees, which in turn affect the business or advance with a newer, fairer, flexible reward strategy that are inclusive to all employees in the organisation.
Before looking at the types of benefits that we can offer to employees we must first look at the principles of reward and its importance to organisational culture and performance management. ‘Reward management is concerned with the strategies, policies and practices required to ensure that the value of people and the contribution they make to achieving organisational, departmental and team goals is recognised and rewarded’. (Armstrong and Taylor 2014, p370).
When we talk of reward, our primary thoughts lean towards a monetary form which can be a contentious issue in any organisation as employees will have clear images on what they feel they are worth, so it is important to ensure policies around remuneration are delivered clearly and effectively to keep employees engaged. Financial rewards such as pay and bonuses and other benefits that are more tangible such as place of work are ‘extrinsic’ rewards, but not all rewards are of a monetary value, rewards can be of a psychological nature or ‘intrinsic’, whereby an employee will have job satisfaction, a sense of choice and potential development opportunities within their role (Taylor and Woodhams 2022, p64).

Although pay is an important part of remuneration, the Covid pandemic got employees focusing on more than just their salaries and realising the importance of other benefits such as fixed hours, thus the introduction of The Workers (Predictable Terms and Conditions) Act 2023 which brought into force new laws to unable employees to have more say over their working patterns. The pandemic has also highlighted a focus on work life balance with more opportunities to work from home, and a shift in the attitude towards wellbeing of employees (AC 1.1)

	Findings, Analysis and Discussion:

	When implementing reward policies and practises the business sector, industry and organisation need to be considered and an objective set that will ‘support the achievement of business goals by developing a performance culture and stimulating high performance, attract and retain the high quality people the organisation needs, motivate and win the engagement of employees, reward people according to the value they create, delver value on the investment in rewards to both employer and employees and align reward practises with employee needs’ (Armstrong and Taylor 2020, as cited in Taylor and Woodhams 2022, p67).

However, when considering these factors we also need to be mindful of other factors that may influence the introduction of reward management systems, such as the current labour market in the area and making sure the organisation is competitive, but that salaries do not impact on shareholders or are not compliant with legislation for example in the UK, all business are governed by the introduction of the National Minimum Wage and Equal Pay. Consideration should also be given to the employer and employee expectations, as often employees expectations can be influenced externally by families or friends who may work in similar positions and compare salaries and benefits.

Further to this we would need to look at other elements that come into play that are not within an organisations control, such as environmental factors and the huge focus on climate change and most organisations signing up to be carbon neutral by 2030. Snow (2021, cited in Taylor and Woodhams 2022, p69), outlined the pressures on reward management, such as inflation and the cost-of-living crisis.
‘Reward is increasingly vocal; it sends clear messages about what organisations value, what they choose to reward, and not reward, and how this reflects the culture and goals. Reward gets to the heart of the matter, including what employees care about, such as being valued and their career progression, as well as the usual pay and benefits. A few clicks away and potential hires and existing employees can share their experience, which is critical when attracting and engaging the best people in a global marketplace." Sylvia Doyle, Director, Reward First® People Consulting (AC1.2)
Often reward is linked to performance, but performance cannot be determined by a single measure, there are a number of factors that need to be taken into account. Performance Management involves dialect between a manager and team member to establish a set of relevant objectives and key performance indicators (KPI’s) linked to a role profile for the employees’ job and reviewing those objectives regularly holding the employee to account if not completed and setting new goals where appropriate. 

Performance related pay is determined by an organisation but primarily it is awarded based on a consolidated pay progression with payments recorded as levels or scale points within a grade that employees will meet objectives to achieve the pay rise. Historically this can be seen as demoralising and unfair as often in organisations some employees with naturally be placed at the bottom of rankings in order to satisfy a ‘distribution curve’ and also it seems to reward newer members of staff who are able to achieve pay increase whilst those that have reach the maximum receive little or no reward.
According to the Maslow Hierarchy of needs, employees are motivated in different ways dependant on the nature of their role within the organisation. Performance related pay may not be vital and appealing to those that are in the ‘self-actualisation’ stage of their employee lifecycle, whereas for those in the ‘Psychological Needs’ stage, a pay reward would be considered acceptable (AC 1.3)
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When looking at benefits that can be introduced into the organisation as part of a reward strategy, there are many that can be considered. 
Some organisations such as Admiral, utilise a share ownership scheme as an incentive to employees and from an organisation perspective these schemes are attractive due to tax incentives. The schemes are not linked to performance but sometimes are given as retention bonus for employees who remain within the organisation for a length of time, thus enabling the organisation to retain workforce skills. The issue with employee share ownership schemes is that employees who have overachieved during the year will be award the same as an employee who has not reached their objectives and therefore is seen as unfair especially if the return on the shares is very low.

With the up and coming demands for organisations and it’s employees to be ‘greener’, some organisations offer company car schemes to enable employees to purchase new cars on loan for a fixed monthly fee which covers the vehicle rental, tax, insurance and maintenance. Whilst the employee has access to the car, the contract is a lease, and the vehicle is returned after a period of time. In my experience these schemes are aimed at higher paid workers as the cost of new vehicles are so high due to inflation, that the monthly payments would take lower paid workers below the minimum wage threshold and therefore would not be eligible. (AC 1.4)
In looking at the reward strategy for the organisation, by considering further ‘extrinsic’ rewards such as performance related pay or bonuses we can seek to improve individual and company performance, however this will only be successful if employees are financially driven, for those that are not we would need to consider introducing ‘intrinsic’ rewards such as investment in Learning and Development. By investing in the training and professional development of individuals within the organisation will give them a sense of purpose and commitment to the organisation, thus they will invest back through performance.
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