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[bookmark: _Hlk152003135]Introduction
This report for GA Pensions has been designed to provide information and considerations on reward strategies.
AC-1.1
The fundamental principles of rewards are the driving force behind performance management and shapes organisational culture. Rewards are essential for motivating employees, coordinating their efforts with organisational objectives, and fostering a positive working culture (Waite et al, 2021, p. 181). It is vital to consider what one employee values and appreciates may not necessarily be the same for another.
Incentives and compensation, including competitive salaries, bonuses, and benefits, are crucial for attracting and retaining top talent, extending beyond monetary value; they serve as pillars of trust towards the psychological contract. Fair compensation practices promote loyalty and commitment, while disparities can harm trust and create a toxic culture. Competitive packages are essential for retaining high-performing individuals who greatly impact an organisation's success (Leonard, 2019).
Total reward encompasses the complete set of both monetary and non-monetary elements that employees receive in return for their contributions to an organisation (Cotton, 2023a).
Non-monetary rewards, like flexible schedules, recognition programs, and skill development opportunities, go beyond money and signify a commitment to employee well-being and work-life balance. Prioritising work-life balance enhances job satisfaction and reduces burnout, fostering a healthier organisational culture. Initiatives like flexible work arrangements and wellness programs reinforce the organisation's dedication to its employees.
Career development, including training, promotions, mentorship, and skill-building, fosters commitment and loyalty, enhancing organisational culture. Support for employee growth encourages retention and positive contributions. Career development cultivates a culture of learning and ambition, yielding improved performance and a growth-oriented culture. According to Morris (2023), a study showed 63% of employees consider the absence of career advancement opportunities as a motivating factor for resigning.
Recognition and appreciation are essential for employee motivation and organisational culture. They boost morale, job satisfaction, and create a positive environment where employees feel valued, motivated, and emotionally invested in their work, fostering a team spirit and a culture that celebrates hard work (Hastwell, 2023).

AC-1.2
The process begins with developing a well-defined policy or practice for GA Pensions (GAP). This involves research, stakeholder input, and creating a document outlining objectives, alignment with organisational values, and mission. It then requires approval from relevant stakeholders, becoming an integral part of the organisational framework. Effective communication ensures that all affected employees understand the policy's purpose and may involve training programs. Adequate resources are allocated for implementation, including financial, human, and technological support. Establishing feedback mechanisms is crucial to encouraging open dialogue. Regular monitoring and evaluation assess the policy's effectiveness and identify necessary adjustments. Policies are periodically reviewed and updated to align with changing needs and regulations. Maintaining accurate records for accountability and sharing results with stakeholders to build trust and demonstrate commitment to compliance and ethical standards (Indeed, 2022).
When designing a new policy, GAP should consider the principles of fairness, equity, and consistency in the workplace. "Fair" implies that the policy should ensure impartial treatment of employees in terms of rewards and recognition, avoiding discrimination or favouritism. It entails basing rewards on objective performance criteria to emphasise merit over personal characteristics. "Equitable" suggests that the policy should be flexible enough to accommodate varying employee needs and performance circumstances, ensuring that everyone has a fair chance to be acknowledged and rewarded based on their unique contributions. "Consistency" should be a key factor, with the policy promoting uniform and predictable application of its provisions to build a stable and trustworthy work environment that prevents perceived bias. Integrating these principles into policy design can help create a motivating, and engaging workplace that fosters employee satisfaction and performance improvement (Dowd, 2021).
The 'felt-fair' principle, introduced by J.R. Jacques in 1961, asserts that a pay system's fairness is determined by employees' subjective perception. In essence, a pay system is fair if employees feel it is fair. This principle underscores the significance of factors like transparency, consistency, and equitable reward distribution in shaping employees' perceptions of fairness in compensation. GAP should not only focus on the technical aspects of their pay systems but also prioritise how these systems are perceived by employees in order to maintain a just and harmonious work environment (Georgescu, 2016).
Balancing external competitiveness and internal equality in compensation is challenging. External competitiveness can strain budgets and lead to pay disparities, while internal equality might limit talent attraction and performance differentiation. Striking a balance requires a strategic approach. GAP could use a mix of both to attract and retain talent, while ensuring fairness and financial sustainability (Greene, 2018).

AC-1.3
Performance encompasses the execution of tasks and activities to attain distinct goals. It can be quantified through numerical data, qualitatively assessed in terms of quality and impact, evaluated through 360-degree feedback, self-assessment or appraisals, and observed behaviourally. The selection of the measurement method is contingent upon the particular context and objectives (CIPD, 2022).
Recognising and rewarding individual employees or teams that consistently excel and contribute to an organisation's success is essential. Organisations frequently implement performance-based reward systems to motivate and retain high-performing individuals. Conversely, when individual or team performance falls short, it may require performance improvement plans and tailored training interventions, influencing the distribution of rewards. Underperforming employees may receive reduced rewards until their performance improves (Cotton, Gifford and Young, 2022). 
Employee motivation is crucial for an organisation's performance, and the link between reward schemes and motivation is a topic of debate. Maslow's hierarchy suggests lower-paid employees seek monetary rewards for basic needs, while higher earners value intrinsic factors like recognition and growth. Herzberg's theory emphasises intrinsic job elements like achievement and responsibility as more effective motivators than external rewards. Monetary incentives alone may not suffice; recognition, promotion, and employee involvement in decision-making are equally vital for motivation (Ryan, 2022).
Alignment between the approach to reward and the organisation's goals and values is crucial. For example, organisations that prioritise innovation may reward employees who contribute innovative ideas or projects that align with these values (Croner-i, 2019). 
In the competitive landscape, people and organisational performance greatly shape the approach to rewards. To attract and retain top talent, organisations can offer competitive packages, including high salaries, appealing benefits, and performance-based incentives. They may introduce performance-linked rewards to encourage excellence and a high-performance culture. Regular benchmarking is essential to ensure reward structures remain competitive, and promoting innovation is crucial for gaining a competitive edge (Armstrong and Brown, 2019, P.129).
The financial status of departments and the organisation significantly influences the approach to rewards. Tight budgets may limit monetary rewards, while strong financial health enables competitive compensation packages. Variable compensation fluctuates with departmental performance, and non-monetary rewards gain importance with limited resources. Performance-based reward systems vary with financial strength. 

AC-1.4
An enhanced organisation pension plan offers numerous advantages for both employers and employees. One of its primary benefits is the assurance of financial security for retirees. This is particularly valuable as it ensures that retirees can maintain their desired standard of living without solely depending on personal savings or government pensions. The presence of a reliable income source significantly reduces the stress and concerns associated with retirement planning, thus enhancing the overall well-being of retired employees. Enhancing the pension plan can be a valuable strategy for both attracting and retaining top talent. Companies that offer competitive retirement benefits tend to draw a larger pool of potential employees, gaining a clear advantage in the job market. Robust pension plans play a substantial role in strengthening employee retention, as current staff members are more likely to remain with the organisation. This can result in lower turnover rates and reduced recruitment expenses, ultimately fostering a stable and experienced workforce marked by strong loyalty to the organisation (REBA, 2023).
Educational and training benefits are a valuable asset for both employees and employers. They provide employees with opportunities to enhance their skills and knowledge, directly benefiting their job performance and making them more valuable to the organisation. Beyond skill development, these programs offer a clear path for career advancement within the organisation, allowing employees to take on more challenging roles, which often leads to increased job satisfaction and motivation. When organisations invest in their employees' professional growth, it fosters a sense of commitment, reducing turnover rates. This commitment results in a competitive edge, as well-trained employees keep the organisation up-to-date with industry trends and technological advancements, ultimately boosting overall performance and customer satisfaction (Hall, 2023). 
When it comes to rewards, people's tastes vary, which reflects their own priorities and values. Money is a priority for some people, yet flexibility and recognition are valued by others. Cultural background, professional aspirations, and personal values all affect these preferences. To satisfy the various requirements and motivations of employees, customised reward programmes that take these variations into account must be developed (Tyler, 2022).
To make sure that rewards are effectively meeting the changing requirements and preferences of their workforce, employers should regularly assess how well their rewards are being used. By customising and adjusting their reward programmes on a regular basis, organisations may increase employee engagement and satisfaction (Clarke, 2021).

A.C-1.5
Extrinsic rewards are external, tangible incentives. Financial pay, bonuses, promotions, benefits, or any other type of recognition or tangible gain obtained as a result of an individual's performance or behaviour may be included. The internal, intangible incentives that arise within a person are known as intrinsic rewards. They originate from the innate contentment, pleasure, or gratification that an individual feels when engaged in a particular task or activity. Examples include feeling like you have accomplished something, developing personally, having autonomy, or enjoying the work itself (Hajduk, 2017).
The use of both extrinsic and intrinsic rewards in the workplace is crucial for a well-rounded and effective approach to motivation. Short-term goals like hitting performance targets or deadlines can be effectively motivated by extrinsic rewards, which provide immediate gratification. Conversely, long-lasting, sustained motivation is provided by intrinsic incentives. When workers find intrinsic worth, a sense of purpose, or fulfilment in their work, they are more dedicated to the organisation than they are to short-term profits (Frings, 2018). Maintaining a strong level of motivation while meeting short- and long-term objectives requires striking a balance between the two kinds of incentives. However, Edward Deci describes that the overjustification effect as a psychological phenomenon where the introduction of external rewards or incentives can actually reduce a person's intrinsic motivation to engage in a particular activity or behaviour (Cherry, 2022).
Directly connecting behaviours and accomplishments to rewards is a strategic method that improves clarity, motivation, alignment with organisational goals, responsibility, performance, recognition, and productivity. This clear relationship ensures that employees understand what is expected of them, pushing them to excel and match their efforts with the organisation's goals, promoting accountability, and enhancing overall performance and job satisfaction (Cotton, Gifford and Young, 2022).
Victor Vroom's Expectancy Theory explores human motivation through three vital components: effort, performance, and outcome. Effort is the belief that effort leads to performance, performance represents the link between performance and rewards, and outcome assesses the desirability of those rewards. According to this theory, individuals are most motivated when they believe their effort will lead to effective performance, ultimately resulting in desirable outcomes (Mind Tools, 2023).
A.C-2.1
The benefits that an organisation can offer its staff are heavily influenced by its financial health. Competitive pay, performance-based bonuses, and generous perks like health insurance and retirement plans are all appropriate in financially sound companies. Whereas an organisation with limited financial resources face limitations in providing competitive and comprehensive rewards to its employees (Armstrong and Brown, 2019, P.164). In situations where financial constraints limit an organisation's ability to offer monetary rewards, a non-monetary approach becomes essential. This may involve introducing initiatives like flexible work options, team-building activities, and social events to enhance employee satisfaction. For instance, Google provides employees with the opportunity to bring their dogs to work (McHugh-Johnson, 2020), while the Welsh Parliament offers complimentary fitness classes in the workplace (Welsh Parliament, 2023).
Profit-driven private organisations are more adaptable in allocating resources for performance-based, competitive rewards. However, external organisation conditions have a significant impact on operations and strategic decisions which encompass a variety of external elements beyond an organisation's control. This includes economic variables such as growth and interest rates, technological advancements influencing industries, legal shifts influencing organisation practises, societal and cultural trends shaping consumer preferences, political insecurity causing uncertainty and more recently the cost-of-living crisis (Croner-I, 2023). Salaries and benefits in the private sector can be quickly altered to reflect external conditions, showing the sector's adaptation to the ever-changing environment. On the other hand, it is difficult for government-funded public organisations to execute reward programmes as quickly as their private counterparts due to financial limitations and administrative hurdles. For example, there was much controversy around Boris Johnson's proposal to give NHS employees a 1% wage increase. Many people were unhappy, particularly the unions that represent healthcare workers. They believed that the sacrifices and hard effort done throughout the COVID-19 crisis were not sufficiently acknowledged by this raise. Opponents contended that economic uncertainty forced the government to tighten its spending (Campbell and Walker, 2021).

A.C-2.2
Benchmarking is the process of evaluating an organisation's performance or methods against leaders or peers in the industry in order to determine best practises, areas for development, and potential for innovation. It is important to establish the objectives and purpose prior to initiating benchmarking such as to increase efficiency or salaries and total reward package (Indeed, 2023). 
Information can be gathered through a variety of methods such as research, interviews, and informal interactions. Analyse industry reports for quantitative insights, hold informal discussions for open comments, and conduct formal interviews or questionnaires for specific data. This multidimensional approach provides a comprehensive knowledge by combining quantitative and qualitative (Boucher, 2023). 
Informal conversations are useful for benchmarking because they provide candid observations and unspoken information that is difficult to gain through official means. These informal talks promote the development of relationships and the open sharing of strategies. Nonetheless, given their subjectivity, it is critical to strike a balance between less formal data gathering techniques and informal insights. This provides a comprehensive strategy that blends the formal procedural standardisation with the qualitative benefits of transparent communication. Cross-referencing information and recording outcomes improve the comprehensiveness and accuracy of the benchmarking task (Balamurugan, 2018).
An alternative approach to data gathering involves using secondary data from sources like news stories, papers, websites, and marketing materials. This method is cost-effective, time-efficient, and easily accessible. However, the reliability of secondary data needs careful consideration. It is crucial to assess its dependability, timeliness, and accuracy to establish a trustworthy foundation for well-informed decision-making (Sarfin, 2022). Invalid or inconsistent data can distort comparisons and lead to misguided strategic decisions. To ensure accuracy, it is essential to verify that information comes from reliable sources. Outdated data may not accurately reflect the current situation. Nevertheless, there is a significant challenge with the time it takes for internally collected data to reach the public domain, potentially causing it to become obsolete (Bendor-Samual, 2020).

A.C-2.3
Engaging in benchmarking can bring attention to issues, such as when the rate of wage increase surpasses the inflation rate, resulting in pay drift. It becomes more complex when variables like length of service and overtime are taken into account. Organisations face difficulties as a result of the rapid wage increase, which is being fuelled by a competitive labour market and the need for skilled workers. This trend is furthered by overtime since more hours work equals greater total compensation costs. Although recognising long-serving employees is a good idea, if discrepancies are observed, it may give rise to equal pay disputes (Peoplehum, 20223).
Benchmarking may also reveal situations where it is challenging to compete or raise wages to remain competitive. Companies with limited rewards need a diversified strategy. To increase job satisfaction, this entails placing a strong emphasis on non-monetary rewards and making investments in professional growth. A better work-life balance can be achieved by introducing flexible working hours and fostering a positive workplace culture. Prioritising employee well-being and providing tangible appreciation through performance-based rewards are important strategies (Cotton, 2023).
Another consideration would be to implement a job evaluation programme. It thoroughly examines each position, taking into account duties and talents, in order to determine its relative worth within the organisation. By doing this, it may produce equity by ensuring that tasks that are similar are paid similarly. The outcomes of this assessment also have a direct bearing on pay ranges and structures for each function. This procedure can align with a performance management strategy since it rewards high-performing positions appropriately. Establishing fairness and transparency is crucial in fostering employee happiness as they can observe how their responsibilities are evaluated and how their compensation is commensurate with the job's worth (Waite et al, 2021, p. 190). 

Conclusion 
This report displays the importance of utilising industry research in designing and implementing a comprehensive reward strategy. It emphasises that effective reward systems can be applied, even with limited budgets.
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[bookmark: _Hlk152003156]A.C-2.4
Adhering to legal requirements is crucial while developing and executing a reward framework. Organisations must ensure that they are paying at least the national living wage or the national minimum wage when determining remuneration. The minimum wage varies according on age, with the youngest worker receiving at least £5.28 per hour and those over 23 making at least £10.42. Organisations are allowed to pay more than the minimum but not less. It is critical that incentives operate as a salary sacrifice prevent the employee from getting the NMW. Pret A Manger was found to have violated this regulation, which workers give up a portion of their salary in return for childcare vouchers, which ultimately reduced their salary to below the NMW (Hattersley, 2021).

Organisations must ensure they comply with the laws pertaining to equal pay. Pay should be equitable for workers doing similar or equal jobs irrespective of gender, colour, or other protected characteristics. Organisations that are committed to ethical practices should conduct pay audits to proactively correct any inadvertent disparities. The Equal Pay Law includes contractual terms and conditions such as holiday entitlement and compensation, overtime pay, and sick pay in addition to basic pay (ACAS, 2022). Recently, supermarkets have been at the centre of several lengthy equal pay allegations in the media. A claim was brought against Asda in 2014, involving approximately 55,000 shop floor workers. Should Asda lose the litigation, it may result in a payout of £1.2 billion in historical wages and incur additional annual compensation costs of £400 million (Asthana, 2023).

Employment law regulates holiday entitlement, providing equitable treatment for employees. Annually, full-time workers are usually entitled to 28 days of paid leave, which includes public holidays. Public holidays may be incorporated by employers into the total entitlement. A prorated payment is given to part-timers according to their actual hours worked. Holiday entitlements start to accrue on the first day of work. Employers can offer more than the statutory minimum but no less. Employers risk legal ramifications if they violate these requirements (CIPD, 2023).

A.C-3.1

According to Gifford (2022), performance management is a process designed to improve the individual and collective performance of employees inline with the organisational objectives.
There are several approaches and tools used for performance management. The 360-degree feedback approach provides a detailed view of employee performance by gathering feedback from colleagues, clients and managers. The technique fosters self-awareness by providing staff members with a complete awareness of their achievements and opportunities for growth. Its development approach encourages and values ongoing development whilst opening doors for skill improvement. Including others in the process fosters collaboration and teamwork, which can improve the dynamics within the organisation. However, 360-degree feedback has drawbacks, such as the possibility of bias despite efforts to maintain anonymity, which could affect the accuracy of the results. Due to the process's arduous nature, a substantial time and resource commitment is required. Honesty may be hampered by conflicts of interest, and the calibre of employee input may be impacted by skill differences. Furthermore, it is possible for feedback to favour likeability over objective performance, which may reduce the impact of helpful criticism (Heathfield, 2022).
Performance management's Balanced Scorecard (BSC) provides a comprehensive measuring framework that considers internal operations, customer, financial, and learning/growth perspectives. By integrating performance metrics to organisational objectives, it promotes strategic alignment and encourages participation from all areas of the organisation. The BSC cultivates a culture of continuous organisational improvement by placing a strong emphasis on learning, growth, and innovation (Marr, 2021). The BSC approach has limitations despite its advantages. One of the main challenges is the complexity of implementation, which calls for careful departmental collaboration and preparation. Metric subjectivity adds the possibility of inaccuracy, especially in the customer and learning/growth perspectives. Overemphasising quantitative measures runs the risk of disregarding important qualitative elements. The BSC' is perceived as a long-term strategy tool so may limit how effective it is in solving short-term performance concerns (Jackson, 2023).
It is essential for organisations to exercise caution when implementing any performance management approach to prevent the appearance that it is a simple check-box activity. In other words, it is viewed as little more than a mundane or administrative duty that needs to be completed with little real involvement or influence. In these situations, performance management may be perceived as a means of achieving minimum criteria, completing paperwork, and crossing things off a to-do list.

A.C-3.2
People professionals (PP) play a critical role in supporting line managers in making consistent and appropriate reward judgements, which is critical for encouraging fairness, motivation, and overall organisational performance.
It is vital for PP to ensure legal compliance in reward management. Understanding and complying to employment regulations towards remuneration is required. Noncompliance can result in serious consequences such as litigation, settlements, and reputational harm to the organisation. PP operate as a proactive bridge between the organisation and legal requirements, creating and maintaining policies that are legally compliant. Audits and evaluations should be undertaken on a regular basis to identify and correct potential areas of noncompliance. Maintaining ethical standards is essential for building a workplace culture based on integrity and fairness, promoting trust and transparency (Advanced PR, 2023).
Due to a variety of reasons, including the horns/halo effect, leniency bias or an identity bias, managers may unintentionally apply bias into rewards decisions. Issues with performance attribution, ignorance, and an organisation's culture that does not actively support diversity may exacerbate bias. Biased decisions can also be a result of poor training, limited information, time limits, and outside pressures. Through data audits, PP can proactively detect and rectify potential biases or discrepancies in reward practises through effective engagement with management. Ensuring that rewards comply with organisational policies involves conducting a thorough evaluation, including an in-depth review of performance measures, remuneration structures, and recognition methods. This process helps highlight any biases in the reward system. PP can implement corrective actions, such as extra training or policy revision, to address recognised flaws and enhance fairness and openness (Betterworks, 2021).
Due to their provision of crucial reward insight data, PP are key to decision-making. This information can analyse employee engagement, supports performance reviews, and guides reward initiatives aligning with organisational goals. To evaluate the ROI, reward uptake analysis is essential. High uptake signifies employee engagement and satisfaction. In contrast, low uptake indicates areas that need adjustment. Although, according to research conducted by Mercer, 69% of businesses reported that it would take over a week to determine which reward incurred the highest cost (Mercer, 2023).

A.C-3.3
Line managers must ensure that their judgments regarding rewards align with the organisational approach. Line managers need to be well-versed in all organisational policies, including those pertaining to incentive schemes, benefits packages, and overall pay scales. For their judgements to be in line with the larger organisational environment, this information is essential (George, 2023). For example, line managers who have a thorough understanding of rewards policies and processes can avoid situations like the 60% of employees who, according to the 2019 CIPD reward Management report, never received an explanation about their compensation. Effective training gives line managers self-confidence so they can handle incentives in a professional manner (Howlett, 2019).
By getting to know their staff members personally, line managers are better able to design benefits and incentives that cater to each employee's needs while staying within the parameters of the organisation. This strategy entails identifying a range of needs, taking work-life balance and career objectives into account, and going beyond just financial compensation to add non-monetary benefits. Line managers are critical in developing strategic plans that are thoughtful, personalised and increase motivation and job satisfaction while also fostering a great workplace culture (Skilbeck, 2019).
The ability of a line manager to effectively administer rewards depends on the degree of approval authority they possess. They have to decide what they can approve on their own and when they need approval from senior management. By being aware of these limitations, typical reward issues can be resolved quickly and in a way that maintains compliance and strategic objectives. Asking for permission when needed emphasises responsibility and openness, which promotes a cooperative culture. Maintaining a harmonious work environment and streamlining the reward management process are achieved by striking a balance between autonomy and following established processes (Marriott, 2019).
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