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[bookmark: _Int_bc9cq6VV]GA Pensions’ board seeks to address the fragmented reward strategies impacting employee satisfaction and business outcomes. As the appointed rewards advisor, the following responses outline the contextual and varied approaches to reward, emphasising their impact on organisational and psychological factors. Additionally, they provide clarity on the role of people professionals in supporting line managers to make strategic reward decisions. 

Evaluate the principles of reward and its importance to organisational culture and performance management. (AC 1.1) 
According to Cotton (2023a), compensation and rewards hold a significant role in employee management. These elements play a crucial role in attracting, retaining, and motivating employees. A range of options for recognising and rewarding employees exists, each with distinct advantages and challenges. To achieve the most effective compensation plans, they must harmonise with employee needs, company objectives, and ethical and fairness standards.
Cotton (2023b) introduces the total reward approach, which comprehensively addresses internal and external incentives. Internal rewards, including recognition and personal growth opportunities, boost employee satisfaction and drive. Conversely, external rewards such as financial incentives, benefits, and bonuses, are indispensable for the attraction and retention of talent. By integrating both dimensions, companies can establish a balanced and motivating compensation system. A strategic approach guarantees the alignment of every compensation element with the company’s overarching strategy, acknowledging initiatives, conduct, and values that strengthen the achievement of strategic objectives. 
A report by World at Work (2011) focuses on the importance of fairness in rewarding employees. This fairness revolves around transparent communication, equitable decision-making, employee recognition, and achievement involvement. To enhance fairness in rewards, organisations should continuously assess pay competitiveness, provide clear explanations for decisions, establish transparent performance standards, recognise both individual and team contributions, offer diverse forms of rewards, and proactively seek employee input. Cultivating this fairness contributes to a positive work environment, nurturing trust, loyalty, commitment, and heightened productivity. 
Korn Ferry (2020) offers insight into external equity, which ensures fair compensation relative to similar roles in other organisations. Factors such as market competition, company size, location, and the cost of living influence this equity. 
Emphasising the importance of also complying with legislation, Acas (2022) highlights the Equality Act 2010. This act legally obligates employers to refrain from paying employees less or offering them inferior terms and conditions that could place them at a disadvantage based on any ‘protected characteristic.’
[bookmark: _Int_nynGsklu]Faragher (2023) underscores the importance of reward when it comes to good work, which is pivotal for maintaining employee well-being, with many employees contemplating changing jobs in pursuit of better pay of benefits. 

Explain how policy initiatives and practices are implemented. (AC 1.2) 
Armstrong and Brown (2019) outline how reward policies establish guidelines for decision-making, serving as the foundation for the administration of a reward system. They differ from guiding principles, which typically convey a broader philosophy, and from reward strategies, which outline intention for developing the reward system without specifying operational details. 
As highlighted by Green (2017), ensuring fairness in the execution of policy initiatives and practices is essential for sustaining a constructive and efficient workplace. Employees consistently evaluate the openness and equity of business changes, their participation in decision-making, and the correlation between compensation and their contributions. Unjust or inconsistent decision-making can diminish trust, with studies proposing that stress resulting from irregular fairness might exceed that caused by consistent unfairness, affecting both job satisfaction and well-being. 
Armstrong and Brown (2019) emphasise the significance of Eliot Jaques’ 1961 ‘felt-fair’ principle, which contends that pay systems are deemed fair based on perception. This principle assumes an innate standard for fair payment, shared unconscious knowledge of this standard among the workforce, alignment of pay with the level of work and individual capacity, and the avoidance of underpayment compared to peers. This concept is widely used in reward management, serving as a final determinant in job grading, potentially superseding analytical job evaluation outcome. However, reliance on this principle may perpetuate existing biases in assessing job values. 
Greene (2020) highlights the difficulties of harmonising internal equity and external competitiveness in reward systems. Internal equity is essential for employee contentment and legal adherence, while external competitiveness is critical for attracting and retaining talent. Organisations must carefully navigate the balance between internal equity and external competitiveness to design effective and lasting reward strategies. 
[bookmark: _Int_w2W5T9SJ]According to Parfitt (2022), line managers in reward management have shifted from mere task overseers to crucial figures. Considering potential resignations and economic uncertainties, managers are now tasked with proactively motivating and support team well-being, with modern leaders requiring emotional intelligence to impact team emotions. In essence, line managers play a vital role in navigating the evolving reward management landscape, involving engagement, well-being promotion, and the effective implementation of incentives. 

Explain how people and organisational performance can impact on the approach to reward. (AC 1.3) 
According to Mind Tools (2023), performance can be defined as the benchmark for employees’ fulfilment of their roles at the individual and team levels, aligning with personal and organisational objectives. It is evaluated through key performance indications (KPIs), feedback, and appraisals. A well-defined measurement system is vital for equitable rewards, linking them to actual accomplishment and effort. 
Jansen (2022) believes that generously rewarding high-performing individuals and teams not only acknowledges their accomplishments but also provides a strong incentive for them to sustain their exceptional performance. Recognising and rewarding effectiveness plays a pivotal role in driving a high-performance culture. 
Woolf (2022) notes that external factors and competition influence reward strategies, emphasising the growing significance of environmental, social and governance (ESG) factors. For instance, environmental concerns often centre on measurable outputs like CO2 emissions. The global push for “building back better” has driven organisations to realign their reward and benefits strategies with ESG principles. Other key areas of focus include mental health, diversity and inclusion, and building a workplace community. ESG information is being increasingly linked to performance, with organisations embracing equitable, fair, and sustainable models outperforming those just meeting legal obligations. 
Cotton (2023c) highlights the budget allocated for the merit component of awards, a key factor in performance-related pay trends, is closely linked to the financial performance of an organisation. In times of lower pay award levels, the scope for any merit-based pay element tends to be constrained, reflecting the direct influence of the organisation's financial health on reward budget. 
Rockwood (2022) outlines how investment in employee skill development and competence is vital for an organisation's success. Traditional incentives like pay and benefits are important but may not be enough. Learning and development (L&D) programmes have become a compelling benefit, with younger workers valuing skills training as one of their top benefits. Comprehensive employee development aligns with a commitment to employee growth, inclusivity, and diversity. Providing a clear path for advancement and growth is essential in a competitive job market to retain and attract talent. 

Compare two different types of benefits offered by organisations and the merits of each. (AC 1.4) 
Performance-related pay and flexible working are two distinct types of benefits offered by organisations to attract, retain and motivate employees. Cotton (2023c) defines performance-related pay (PRP) as a compensation approach that aligns salary advancement with an evaluation of an employee's individual performance, typically measured against predefined objectives. In most cases PRP increases are integrated into an employee’s base salary, although occasionally they may take the form of non-consolidated cash bonuses. 
According to Mosca (2021), PRP offers several noteworthy advantages for businesses. Firstly, it boosts employee engagement by providing a meaningful challenge, enhancing productivity, and increasing company profits. Secondly, it allows employees to earn more based on their performance without straining the company’s bottom line, as their increased earnings are directly tied to generating more revenue. Moreover, PRP helps reduce employee turnover by rewarding effort with earning potential. With this approach, micromanagement fades, nurturing a more relaxed work atmosphere. In conclusion, PRP yields advantages for both employees and organisations, elevating both motivation and performance. 
Alternately, flexible working, which entails grading individuals the freedom to determine their work location, schedule, and hours, is experiencing a growth in popularity. However, the availability of high-quality flexible job opportunities significantly lags the demand (McCartney, 2023).
The International Labour Organization (2023) highlights the advantages of flexible working for economies, businesses, and employees by boosting productivity and improving work-life balance. Their study finds that reducing working hours and adopting flexible work schedules, like those adopted during the COVID-19 pandemic, benefit not only individual well-being but also business performance and job retention. 
In summary, Ballard (2021) emphasises the preference for flexible working has eclipsed salary as the primary employee benefit, underscoring shifting priorities in the modern workplace. As a result, reevaluating benefit structures may be a prudent move for organisations seeking to maintain their competitive edge and continue to attract top talent. 

Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance. (AC 1.5) 
Reward in the context of an employee’s job includes all the returns they receive. Tangible rewards, known as extrinsic rewards, comprise elements like salary, bonuses, and benefits. On the other hand, intrinsic reward refers to the psychological satisfaction that employees experience when they make a meaningful impact through their work. Organisations should view rewards as investments, shifting employee engagement from basic satisfiers like pay and benefits to intrinsic rewards that genuinely motivate and inspire excellence (Hajduk, 2017).
Barrett (2019) emphasises that measuring the impact of rewards on employee contribution is critical. While quantifiable metrics work well for extrinsic rewards, intrinsic ones like recognition and meaningful work are challenging to measure due to their subjective nature. To assess reward systems comprehensively, organisations need to combine quantitative and qualitative metrics. 
Bowman (2016) explains equity theory, which centres on workplace fairness, prompting individuals to balance their contributions and rewards compared to peers, motivating them to restore equity when they perceive imbalance. In contrast, expectancy theory underscores an individual’s task motivation, driven by their belief in achieving a specific outcome and its appeal. This theory hinges on three key components: expectancy (effort to performance belief), instrumentality (performance to outcome belief), and valence (anticipated outcome’s value). It emphasises that peak motivation stems from employees believing that their efforts lead to successful performance and, consequently, desirable rewards. 
According to a CIPD report (2022), teamwork is vital for performance and organisational success. While evidence suggests team incentives are superior to individual ones, a balanced approach is crucial. Equitably recognising individual contributions within teams is more effective than uniform distribution. Acknowledging collective achievements promotes positive team behaviours but recognising individual efforts is equally crucial. 
A journal by Honig (2021) posits that intrinsic orientation and management support are intertwined. Cultivating intrinsic motivation in a supporting environment is crucial. It reveals that aligning rewards with individual values predicts higher creativity and performance, and management support moderates these connections. 
As noted by Hamlin (2019), both intrinsic and extrinsic rewards are pivotal in motivating employees and improving organisational performance. Recognition programs that acknowledge contributions enhance productivity, especially for younger generations who value intrinsic motivators like meaningful work and regular praise. Content employees boost morale, reduce turnover, and contribute to increased productivity, highlighting the importance of well-aligned reward systems.

Assess the business context of the reward environment. (AC 2.1) 
Assessing the business context of the reward environment necessitates consideration of numerous factors. According to the CIPD (2021a), economic performance is a pivotal element, especially during downturns, leading organisations to adopt a more cautious approach to reward management.
Brown (2023) emphasises the critical need to adapt reward models to evolving industrial trends. Traditional approaches, notably amid challenges like the pandemic and the cost-of-living crisis, fall short. A shift toward fairer, more compassionate reward strategies is deemed essential for sustained workforce engagement and performance. The dynamic nature of industrial trends mandates an agile and forward-thinking approach to reward management, prioritising the collective well-being and motivations of employees.
A CIPD report (2023) underscores how labour market dynamics, including the cost of living, significantly influence an organisation's reward package competitiveness. Recognising potential financial strains on employees, organisations should strategically evaluate and adapt their reward strategies to address external pressures. Offering financial well-being support not only acknowledges the challenges of the cost of living but also actively helps mitigate these challenges for employees.
Campbell (2018) clarifies how legislation, such as gender pay gap reporting, highlights disparities and compels pay equity discussions beyond gender lines. The Equality Act 2010 mandates equal pay for equal work and calls for non-discriminatory rewards. Organisations must prevent variations tied to protected characteristics, using audits and evaluations. Neglecting this leads to both legal and reputational risks, emphasising the need for fair, inclusive reward management. 
Peters (2023) outlines that the psychological contract plays a significant role in shaping employee attitudes and behaviours, including their expectations related to rewards. Reward management strategies should align with the evolving nature of the psychological contract, considering factors such as fairness, support, and individualised expectations in the employment relationship. 
Collective bargaining, as highlighted by Cave (2022) significantly impacts business reward systems, especially during a perceived increase in employment instability. This collaborative approach not only addresses current challenges like falling wages but also enhances dialogue between employers and workers. The strong connection between such engagement and organisational performance emphasises the pivotal role of collective bargaining in shaping rewards. 

Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to develop insight. (AC 2.2) 
According to Farrand (2023), benchmarking is a key tool, complimenting but not replacing a well-defined pay strategy. In today’s competitive talent landscape, operating without a clear pay strategy is untenable. Benchmarking provides an overview of evolving pay trends. 
Cotton (2023d) highlights that organisations utilise four primary sources for pay benchmarking. Published survey data from pay surveys and similar organisations offer insights but pose challenges in data comparison. Pay clubs share exclusive pay information among members, while specialised surveys by individual organisations offer limited access. Consultants’ pay databases employ job evaluation schemes, enabling uniform pay comparisons across organisations. 
Haines (2022) emphasises that the significance of trustworthy data cannot be overstated, especially in a swiftly changing job market shaped by evolving candidate priorities and escalating salaries. To make well-informed decisions about pay and rewards, organisations must reconsider how they collect data. While many rely on outdated generic salary surveys, a more precise approach involves tailored benchmarking studies and managing data internally. Exploring various benchmarking options, integrating different tools, recruitment data, and industry insights enriches data quality, empowering more informed decision-making for effective pay and reward strategies in today’s competitive talent landscape.
In Vulpen’s (2023) analysis, internal benchmarking within the recruitment process particularly focused on the acceptance rate of job offers, evaluates the proportion of candidates who have effectively accepted a job offer compared to those who have been presented an offer. A diminished acceptance rate indicates potential issues related to compensation.
Lardner (2023) believes that benchmarking inflation data is crucial for organisations in their decision-making on pay. While inflation plays a role, the primary emphasis should be on evaluating whether current salaries align with market standards before considering adjustments for inflation. Gaining a comprehensive understanding of market position empowers informed decision making. This data-driven approach advocates for transparency and fairness in salary decisions. 

Explain how organisations use insight to develop reward packages and approaches. (AC 2.3)  
According to Dunne (2021), in the ever-changing realm of employee engagement, organisations are increasingly realising the crucial role that data-driven insights play in shaping effective compensation packages. Without an understanding of this data, accurately assessing the genuine value of reward becomes challenging. A strategic application of insight is essential for customising compensation packages that resonate with employees, promoting satisfaction, and enhancing the organisation’s ability to attract and retain top talent. 
Salary benchmarking is a crucial tool for determining equitable compensation within organisations. This strategy, utilising market data, proves effective in harmonising position-level salaries across organisations. Research highlights a twofold increase in the probability of setting the “right” salary within a narrow median band for firms employing benchmarking tools. To leverage salary benchmarking effectively, organisations can explore diverse data sources such as government reports, consulting firms, and payroll service companies. The emphasis on staying informed about labour market trends and focusing on key metrics when using benchmarking tools ensures organisations make well-informed and competitive compensation decisions, contributing to the broader movement towards pay transparency (Cullen et al., 2023).
Korn Ferry (2017) outline how utilising job evaluation insights is crucial for establishing equitable pay structures in organisations, as it involves the application of a consistent and transparent methodology to gauge the relative size and impact of various roles. The Korn Ferry approach to job evaluation relies on an integrated model that evaluates three key factors: knowledge, problem-solving abilities, and accountability. This methodology enables organisations to harmonise their pay structures with their business strategy, culture, and values, as well as with external market benchmarks. Additionally, job evaluation insights play a vital role in helping organisations identify skill gaps, outline career paths, and pinpoint opportunities for talent development. Despite this, only 18% of organisations have proactive processes in place to effectively maintain appropriate job evaluation.
Unison (2019) emphasise that while job evaluation procedures aim to minimise unjustifiable inequalities in pay scales, they do not guarantee immunity from equal pay issues. In such instances, the utilisation of equal pay audits becomes a valuable tool. These audits serve the purpose of reviewing job evaluation procedures, ensuring that pay systems remain free from any unintended inequalities. 
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Explain the legislative requirements that impact reward practice. (AC 2.4) 
Legislative requirements hold significant importance in influencing the structure of reward systems, ensuring fairness, transparency, and compliance within organisations. Cotton (2023d) outlines how the core of preventing gender or other protected characteristic-based discrimination lies in essential legislation on equal pay and rewards. Under the provisions of the Equality Act 2010, organisations are mandated to adhere to legislation ensuring equal compensation for comparable work. Adhering to these regulations not only cultivates a positive workplace culture but also reduces legal risks linked to discriminatory practices. 
According to Acas (2023), employers are required by law to renumerate their employees with a specified minimum amount, dependant on age and employment status. Individuals aged 23 or older are entitled to receive the National Living Wage, whereas those under 23 or engaged as apprentices must be compensated at least the National Minimum Wage. Employers should be mindful that the government annually reviews minimum wage rates, with updates typically implemented in April. 
Suff (2023) underscores the accountability imposed on employers by the UK’s Working Time Regulations 1998 to ensure the well-being of their workforce by proactively addressing extended working hours. Key provisions include restrictions on weekly working hours, mandatory rest periods, and a day off each week. Additionally, employees possess the legal entitlement to paid statutory annual leave, requiring employers to exercise careful consideration when calculation holiday entitlement, particularly when considering elements such as commission and overtime in their pay, as well as for individuals who have experienced extended sick leave or are on maternity leave. 
As of 2017, regulations stipulate those organisations in the public, private, and voluntary sectors with a workforce of 250 or more individuals are required to annually disclose reports on their gender pay disparities. Openly sharing information about the gender pay gap and the proactive steps taken to rectify it instils trust in the compensation and reward procedures (Wild, 2023).
As outlined by Webber (2020), executive pay reporting legislation necessitates that all UK-listed companies employing over 250 individuals divulge the relationship between their CEO’s compensation and the lower, median, and upper quartile salaries of their workforce. The underlying notion is that even a modest reduction in the salaries of top earners could potentially enhance overall pay equity.

Assess different approaches to performance management. (AC 3.1) 
According to Gifford (2022), performance management seeks to maximise employee value by maintaining and enhancing their performance in line with organisational objectives. It comprises a holistic set of practices, not a singular activity. Performance reviews involve managers assessing and discussing employee performance to leverage objectives and enhance motivation, serving as opportunities for learning and improvement. Recent shifts include less emphasis on annual appraisals, a move towards regular reviews, and a focus on high-quality conversations. The change also involves less emphasis on process-oriented methods, like forced ranking, and a greater focus on understanding current challenges and opportunities.
One method, 360-degree feedback, as highlighted by Taylor (2011), provides a comprehensive view of employee performance from customers, colleagues, direct reports, and managers. Drawbacks include planning and execution pitfalls, isolated feedback focus, and the risk of bias. Incorrect implementation may harm morale, lead to feedback rejection, and compromise result accuracy due to varied rating interpretations. Successful implementation demands senior management support and a robust organisational culture of communication and trust. 
The CPD Certification Service (2023) emphasises the vital role of CPD (Continuing Professional Development) in elevating employees’ skills and capabilities. It creates a proficient and adaptable workforce through activities such as, training, educational events, qualification pursuit, and learning new job aspects.
Hayden (2023) asserts that coaching and mentoring are widely used approaches for employee development, aiming to enhance skills and performance. Coaching emphasises non-directive development for optimal work performance, while mentoring involves a longer-term relationship with an experienced colleague sharing knowledge. Concerning coaching, challenges arise in achieving effective delivery by line manager, requiring structured support and supervision. HR and L&D teams play a crucial role in ensuring proper coach or mentor selection and evaluation. It is also important to note that coaching is not a universal solution and may be used without sufficient consideration. An evidence-based approach can enhance its effectiveness for both individuals and organisations.
Personio (2023) stresses how performance management and rewards are closely intertwined, forming a crucial aspect of a productive workforce. In the final phase of a performance cycle, employees are recognised and rewarded for their accomplishments. Linking rewards, such as salary increases, bonuses, or promotions, to performance significantly enhances employee engagement and satisfaction. This highlights the importance of aligning performance management with tangible incentives for both individual and organisational success. 

Review the role of people practice in supporting line managers to make consistent and appropriate reward judgements. (AC 3.2) 
As underscored by Greedy (2020), enhancing the effectiveness of line managers requires careful consideration. People professionals assume a pivotal role in supporting line mangers to develop and refine these skills through comprehensive training, reinforced by ongoing support and mentoring. Moreover, people professionals contribute to organisational clarity by clearly defining sought-after line management skills and behaviours, including the establishment of equitable reward systems.
According to the CIPD (2021b), people professionals play a critical role in ensuring organisational transparency by facilitating a collective understanding of fairness. This shared understanding serves as a valuable reference for senior management when evaluating various reward options, ensuring a uniform approach to decision-making. This definition of fairness should be employed to communicate reward actions to employees, investors, and other stakeholders, aiding them in understanding the organisation’s approach and the reasons behind it. George (2023) adds that people professionals additionally oversee policies covering these diverse aspects, such as job grading and the criteria for rewarding performance.
Lewis (2020) contends that in response to an evolving legislative landscape surrounding rewards, organisations grapple with compliance challenges, including gender pay gap reports and CEO pay ratio reporting. People professionals pay a pivotal role in supporting line managers to navigate these legislative requirements. They also play a key role in defining what transparent communication looks like and justifying reward decisions to build trust over time. 
Thomas (2011) underscores the vital role of people professionals in supporting line managers’ ownership of reward decisions amidst evolving employee motivations. Transparent communication on reward is crucial amid economic challenges, ensuring perceived fairness and equity. Line managers must have control over decisions, including the ability to allocate compensation budgets and access relevant information. This involves utilising performance metrics and benchmarking to inform and guide the decision-making process.

Explain how line managers make reward judgements based on organisational approaches to reward. (AC 3.3)  
Quilliam (2023) emphasises how line managers play a central role in the execution of organisational policies. This involves a thoughtful approach to implementing reward policies, contributing to the overall success of both the managers and the teams that they lead. 
Ordever (2020) outlines how organisational values and purpose are guiding principles, and their absence weakens an organisation's foundation. Line managers play a key role in aligning the organisation’s reward policy with these values. The focus is on translating values into actionable behaviours, recognising and rewarding behaviours aligned with the organisation’s purpose, treating behaviours equally with traditional metrics, and selecting reward partners sharing similar values. The seamless integration of purpose and values into the company culture, including its reward policy, is essential for cultivating an ethically driven and focused organisation with a robust foundation. 
According to Thomas (2021), effective communication of reward information requires that line managers shape decisions with access to pertinent business metrics. This empowers them to make informed, evidence-based decisions aligned with internal and external benchmarks. 
As highlighted by Barton (2017), line managers hold a pivotal role in shaping decisions regarding financial rewards. While people professionals commonly establish the organisational approach, line managers, given their familiarity with individual performance, significantly influence how employees interpret reward decisions. The transparency in pay outcomes is crafted by the honesty and openness that line managers bring to the decisions of individuals’ achievements and their corresponding impact on rewards. Line manager advocacy is deemed essential in providing employees with a clear understanding of expectations for enhanced performance and associated rewards.
Brown and Purcell (2007) assert that line managers also wield considerable influence in shaping employee motivation and commitment by orchestrating the implementation of non-financial rewards. This influence is particularly evident in the application of rewards such as flexible working arrangements and access to training. Notably, these non-monetary incentives prove especially valuable in organisations where line managers have limited discretion within rigid formal pay structures. 
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