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This report is being presented to the GA Pensions Board to provide an understanding of the context and approaches to reward and how these influence a range of organisational and psychological factors.  People professionals have a role to play in supporting line-managers to make reward decisions and it is anticipated that this report will provide information in terms of reward strategy across the company.  

1. EVALUATE THE PRINCIPLES OF REWARD AND ITS IMPORTANCE TO ORGANISATIONAL CULTURE AND PERFORMANCE MANAGEMENT. (AC 1.1)  
There are many principles of reward, including fairness, consistency, transparency and a balance of intrinsic and extrinsic rewards (Armstrong and Taylor, 2023).
Total reward approach is defined as a planned approach to attract, retain and engage employees through offering intrinsic and extrinsic rewards.  It goes beyond the conventional compensation and benefits packages, incorporating all aspects of the employee experience; financial, benefits, work-life balance, development and recognition (HRM Handbook, 2021).  Intrinsic and extrinsic rewards are required to motivate staff (HRM Handbook, 2021).
Rewards, whether financial or non-financial, are extremely important when attracting, recruiting, and retaining employees.  Successful reward packages benefit employees, the company, customers, and culture/performance of the organisation (Cotton, 2023b).   
	Reward management is a means of rewarding employees via inter-related reward practices and strategies, by ensuring employees are valued and their contributions to the organisation’s goals and performance are recognised (Armstrong & Taylor, 2023).  Reward can be an employee motivator and can have a significant bearing on the organisation performance in terms of attracting and retaining high-quality employees (Armstrong and Taylor, 2023).
Some major companies are well-known for their staff reward and its links to a positive culture.  Google started a trend of providing high-quality, free corporate catering to its staff and has been part of Google’s culture and a way of recruiting/retaining top talent (Dean, 2021).  Happy workers are productive workers (Gottsegen, 2023).  Given the current cost of living crisis, benefits including free catering promote good organisation culture and performance, making employees feel valued and appreciated, especially during hard times (BBC Newsround, 2022).  Such rewards indicate to employees that the organisation is invested in their health and happiness and encourages breaks (Fractl, 2023).  Employees wish to feel internally motivated, which supports the psychological contract, leading to a better organisational culture (Armstrong and Taylor, 2023). 
Generous reward packages are seen as a significant motivator for employees (Parris, 2022).  


2. EXPLAIN HOW POLICY INITIATIVES AND PRACTICES ARE IMPLEMENTED. (AC 1.2)
Strategic reward involves a long-time approach to how an organisation’s reward policies/practices are embedded to support the needs of the organisation and its employees (Cotton, 2023a).  Reward policy establishes standards for decision-making, providing a framework for implementing and managing reward systems (Armstrong and Taylor, 2023). 
It is important to note there are many variables and factors to be considered when implementing reward policy initiatives/practices.  The demographics of employees should also be considered, to ensure initiatives/practices are fair, consistent and equitable (Taylor and Woodhams, 2022).  The involvement of line-managers is key when implementing processes, ranging from collaboration and involvement to requirement and imposition (Taylor and Woodhams, 2022).  
Reward strategy is the enactment of reward initiatives/practices to support and expand the organisation’s objectives (Cotton, 2023b).  
According to Lizzi Benton, founder of Liberty Mind, “changing employee benefits shouldn’t be a top-down command and control situation and instead should be a collaborative effort between members of staff at all levels” (Howlett, 2023).  It’s important to avoid an “us” and “them” culture when implementing policy initiatives/practices. For successful implementation, there should be a collaboration between stakeholders at all levels for policy initiatives/practices to be fully embedded and worthwhile (Howlett, 2023). Obtaining ideas and feedback from employees/stakeholders provides an interpretation of what benefits will be utilised (Howlett, 2023).   To implement reward policy initiatives and practices, leaders must initially confront a scope of questions, including the design of the reward system, what it will include, how it will be funded and how it will operate (SHRM Foundation, 2007).  
The NHS, for example, has adopted champions amongst its workforce who act as benefits buddies, promoting the rewards and benefits. Adopting something similar would provide employees with an evidenced commitment from the Board and managers of GA Pensions that they matter and are being listened to. This in turn results in better performance, productivity and staff retention (HDdUHB 2023).
It is important to ensure that any implemented changes are fair, equitable and consistent and there is a clear record of how decisions have been made.  The implementation stage can determine success or failure of the reward initiatives/practices (e-reward, 2002).  


3. EXPLAIN HOW PEOPLE AND ORGANISATIONAL PERFORMANCE CAN IMPACT ON THE APPROACH TO REWARD. (AC 1.3)
“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 organizational, departmental and team goals is recognized and rewards” (Armstrong and Taylor, 2014).
Measurement of performance can be measured in financial and non-financial terms.  As described by Julian Richer, founder of successful business Richer Sounds, the focus of measurement should be people rather than profits. It’s easy to forget that everyone is different and tthere are varying external and personal factors which impact upon individuals in different ways, therefore some approaches can be perceived negatively (Armstrong and Taylor, 2023).   
Effective performance is how an individual, team or organisation achieves their goals/objectives effectively whilst using available resources.  It encompasses quality of work, innovation, adaptability, productivity and overall performance, which all impact positively upon the approach to reward (Educba, 2023).
The approach an organisation can undertake in terms of reward can be impacted upon by many factors, including its people, organisational performance/objectives, legislation, external pressures/competition and historical expectations (Cotton, 2023a).  GA Pensions can base their approach to reward by adopting a certain way; providing innovative reward packages, e.g., flexible working options, pay and benefits packages to enhance employee recruitment and retention to meet business objectives (Cotton, 2023a).  This in turn can have a positive impact on the organisation performance.  
According to Maslow’s hierarchy of needs, humans are motivated by a five-tier model of human needs (McLeod, 2023). Employees can be motivated in different ways, there is no one size fits all.  Some are motivated by financial reward; therefore, reward can be linked to individual and organisational performance.   Individuals and teams who perform over and above are often recognised by being rewarded with incentives.  By linking reward to performance objectives, ensures that employees are motivated, resulting in improved performance, productivity and profit (McLeod, 2023).    
An example of how performance can impact on the approach to reward is the approach used by McDonald’s.  McDonald’s has a robust culture of measurement, producing impressive evidence indicating how reward increases employee engagement and business performance.  Reward arrangements are regularly reviewed and amended if they are not delivering in terms of performance and engagement (Armstrong and Taylor, 2023).  This approach could be adopted by GA Pensions to ensure rewards remain fit for purpose, are affordable to the organisation given the fluctuation of the economy, and whether rewards are being utilised.
Reward management encourages employee engagement and productivity by recognising and rewarding employees.  Employees feeling valued enhances wellbeing and retains talented, skilled staff (Morris, 2021). This is the approach GA Pensions should be taking to achieve fairness and equality.  


4. COMPARE TWO DIFFERENT TYPES OF BENEFITS OFFERED BY ORGANISATIONS AND THE MERITS OF EACH. (AC 1.4)

Benefits offered to employees by organisations are non-cash provisions which are part of the reward package (Cotton, 2023a). Whilst benefits can be a financial cost for the organisation, they’re usually offered to help the organisation achieve its goals and purposes by motivating employees to achieve these (Cotton, 2023a). 

[bookmark: _Hlk149921276]Healthcare – Benefits can include employee assistance plans, occupational sick pay, eyecare vouchers, free vaccinations and physical fitness programmes (CIPD, 2023c).  Given the current pressures on the NHS, including waiting times, there are merits associated with healthcare benefits and given that health affects everyone, this benefit is considered fair for all employees (CIPD, 2023c).  It protects the welfare of the employee, and often their families, resulting in enhanced performance (CIPD, 2023c).  It’s a benefit to both the employee and employer in terms of reduced waiting times, thus reducing the length of sick leave and improving individual wellbeing.  

Recognition – Recognition is an extremely powerful motivator and can be recognised in the workplace via various ways, including employee of the month, team-based events, etc (Cotton, 2023a). This kind of reward is valued by employees and can form part of a strategic approach to reward and benefit.  It acts as a motivator to employees, resulting in the achievement of the business objectives (Cotton, 2023a).  The merits of this type of reward creates achievement for employees by being recognised for their work and effort.   Psychology evidence states that recognition is the principal source of positive reinforcement, the process of modifying behaviour for a more positive result (Tenney, 2023).  Recognising employee achievements has a profound impact on employee motivation (Tenney, 2023).  Recognition contributes to employee motivation as it acknowledges hard work and achievements, showing employees they are valued and their hard work has an impact.  Recognition fosters morale, motivation, trust, performance and employee retention (Tenney, 2023).

Whilst both examples are different, each is important in various ways to different employees and therefore there are merits of each in terms of benefits to the individual and the organisation in that they increase employee engagement, motivation, commitment and employee attraction (Cotton, 2023a).


5. ASSESS THE CONTRIBUTION OF EXTRINSIC AND INTRINSIC REWARDS TO IMPROVING EMPLOYEE CONTRIBUTION AND SUSTAINED ORGANISATIONAL PERFORMANCE. (AC 1.5)
High and sustained levels of organisational performance can be achieved by motivating people.  Typically, the aim of a rewards system is to develop a strong performance culture (Wales, n.d.).  
According to Herzberg et al (1957), the “two-factor model” is based on two groups of factors affecting job satisfaction: 1. those that are intrinsic to the work; and 2. those extrinsic to the job, which include pay and conditions (Armstrong and Taylor, 2023).  
Extrinsic rewards are tangible and visible rewards provided to employees for their achievement.  They typically have a monetary value, including increase in salary, promotion, cash reward or bonus (The Economic times, 2019).  Extrinsic motivation happens when things are undertaken to or for people as a way of motivation (Armstrong and Taylor, 2023).    Extrinsic financial reward is important to most individuals and can be a motivating factor in terms of behaviour and contributing to and sustaining organisational performance (The Economic times, 2019).  Rewards are extrinsic as they’re external to undertaking the work and are typically not controlled by the employee (Bravo, 2019).  
Intrinsic rewards differ from extrinsic rewards as they are often psychological, resulting in a feeling of pride and fulfilment for certain achievements in the workplace (Indeed Editorial Team, 2021).  They can be created by allowing employees to self-manage more and to add value to their work by problem solving, improvising and being innovative (Bravo, 2019).  Intrinsic motivation comes from within the individual and is therefore personally rewarding, providing a degree of autonomy and opportunities to utilise and develop skills/abilities (Armstrong and Taylor, 2023).  It is not driven by an external factor or reward like extrinsic is (Indeed Editorial Team, 2021).  When an intrinsic reward is achieved, a positive emotional reaction is created (Indeed Editorial Team, 2021).  This results in improved employee contribution and sustains organisational performance (Indeed Editorial Team, 2021). 
Whilst both kinds of rewards differ, to get the best out of employees in terms of motivation and results, a combination of both intrinsic and extrinsic rewards is required.  Intrinsic rewards should simultaneously focus on the goals and objectives of the organisation, together with the work-life balance of employees, therefore embedding positive behaviours through these rewards (Bravo, 2019). 



6. ASSESS THE BUSINESS CONTEXT OF THE REWARD ENVIRONMENT (AC 2.1)
To be successful, organisations are required to adapt to the ever changing internal and external business environment.  
The enactment of any reward system is driven by the influence and impact it has on the organisation.  As defined by Michael Armstrong and Stephen Taylor (2020), reward management consists in a multifaceted means, developed on a clear strategy, philosophy and guidelines (Dinu, 2021).  
It is important that the reward environment rewards the values and behaviours of employees, resulting in enhanced performance, leading to increased business productivity (Cotton, 2023a). Superior rewards should be identified and provided which can contribute to enhanced organisational performance.  Reward is about developing strategies to allow employees to be rewarded in line with the business context and culture, whilst also being relative to the external market environment (CIPD, 2023c). 
External factors are often a key influence of the reward environment; including ensuring that reward and benefits packages are in line with the pertinent legislation, cost of living, inflation rates, labour force trends, and globalisation (CIPD, 2023c).  Businesses are often required to change their reward environment in line with the aforementioned factors and it’s important GA Pensions recognise the need for change, based on the business context of the organisation. Internal factors also shape the context of the reward environment, including the culture, psychological contract, equity, and aims/objectives of the organisation (CIPD, 2023c).   
For a reward environment to be successful within the business context, it is important for GA Pensions to collect detailed and useful information which can be undertaken via a SWOT or PESTLE analysis (Dinu, 2021).  Intelligence via surveys, exit interviews, statistics, etc., should also be gathered from stakeholders to sustain the reward environment appropriate to the organisation and the context of the business (Dinu, 2021). 
Whilst abiding by legal compliance, private sector organisations, such as GA Pensions, are heavily reliant on the labour market and can therefore be more flexible in terms of salaries.  The Board therefore has a duty to themselves, their investors and employees to take steps to retain employees by listening to them and ensuring reward is sustainable and amenable for all (Elliott 2021). 



7. EVALUATE THE MOST APPROPRIATE WAYS IN WHICH BENCHMARKING DATA CAN BE GATHERED AND MEASURED TO DEVELOP INSIGHT. (AC 2.2)
Benchmarking is a powerful tool for improving business processes (Taylor and Woodhams, 2022).  There are many ways which benchmarking data can be gathered/measured to develop insight.  These include internal surveys as well as external sources of data, e.g. the CIPD annual reward management strategy, industry benchmarking reports, and commercially produced salary surveys (Taylor and Woodhams, 2022).  By using surveys as a form of benchmarking data, it allows organisations to identify trends in certain areas, allowing appropriate reward strategies to be developed, improved and adapted (Taylor and Woodhams, 2022). 
The CIPD undertakes an annual survey of UK reward professionals (CIPD, 2022b).  According to the latest survey undertaken in October 2021, whilst some employers are making a valued difference to the financial wellbeing of their staff, others are below the expectations of employees (CIPD, 2022b).  The report evidences that organisations are spending substantial time and money on reward and benefits packages.  It is therefore important that there is clear communication for employees to understand and appreciate what is being offered.  According to a YouGov survey commissioned by the CIPD in 2022, only 57% of 2,557 employees said their employer had informed them of the benefits available (CIPD, 2022b).  If employees aren’t aware of what’s being provided, why, or how to access benefits/rewards, they won’t fully appreciate the benefits on offer. This could have an impact on their decision to stay and perform (CIPD, 2022b).  
The GA Pensions people professionals must support the Board and line-managers in terms of gathering this data by exploring matters via payroll data, surveys, workshops, forums, turnover of staff, unemployment rates, current reward usage, etc. to gauge staff thoughts in terms of existing packages and changes staff would like to see (Taylor and Woodhams, 2022).   GA Pensions is then in a more prominent position to ensure rewards that may be undervalued are replaced by ones that add value.
It is important that GA Pensions defines what requires benchmarking and why, and it must be reliable, valid, applicable and have the skills to measure data.  The data should be used to identify gaps and opportunities for improvement across the organisation, together with ensuring that the reward packages are comparable with other organisations to retain/attract employees (Taylor and Woodhams, 2022).  



8. EXPLAIN HOW ORGANISATIONS USE INSIGHT TO DEVELOP REWARD PACKAGES AND APPROACHES. (AC 2.3)
When developing reward packages and approaches, organisations use insight in various ways.  It’s important to remember that not all decisions which influence strategic reward choices understand current external factors which, in current times, include a changing level of unemployment, costs of living crisis and increased inflation (Taylor and Woodhams, 2022).  It’s important to establish them on insight from benchmarking data, whilst considering the most appropriate tailored packages and approaches to meet the needs of GA Pensions as an organisation and employer, whilst taking account of culture/values, expectations and environmental factors (Taylor and Woodhams, 2022).
Tesco launched a financial wellbeing strategy in 2018, regularly launching new initiatives for employees with regular communications (CIPD, 2023b).  Recognising the impact the cost-of-living crisis had on employees, some of the initiatives launched include Extra Hours Marketplace, sharing deals and discounts site, pay advance, enhanced cycle-to-work and total reward statements (CIPD, 2023b).  As a diverse company, Tesco ensured that their strategy was inclusive and developed bespoke products that were accessible to all (CIPD, 2023b).  In terms of using insight to develop the reward packages and approaches, Tesco has a communication strategy in place recognising that not one size fits all.  The company used its insight (data/information) to develop appropriate reward packages (CIPD, 2023b).  The company has several Wellbeing Champions based across each location, empowering them to ensure peers receive key messages and are supported (CIPD, 2023b).   
If there is evidence that GA Pensions is not competitive with, for example, salaries and bandings, insight can allow the development of more intrinsic packages, etc. 
There is an obvious opportunity to use insight to challenge traditional reward packages and readjust for an evolving environment.  According to PWC, the top five actions are (PWC, n.d.):  
Have a strong HR Team and line managers to embed reward packages and approaches.
 [image: How HR team helps the employees - Seven Consultancy - Medium]
Gather the data in place, including reward take-up, employee engagement, location of where things are not delivering value.
[image: Data Visualization: Dos and Don’ts – Talking To Day]

Use insight from employees in terms of employee experience and how this aligns with the future strategy of GA Pensions.
[image: Top tips for happier employees]






Use groups of employees to pilot reward ideas that can provide valuable insight to shape future strategy.
[image: Translating Employee Benefit Communications: Total Rewards and More ...]

Engage employees in terms of how these link to the whole employee proposition and experience.
[image: Black Male Hand Holding Megaphone 1234713 Vector Art at Vecteezy]





9. EXPLAIN THE LEGISLATIVE REQUIREMENTS THAT IMPACT REWARD PRACTICE.  (AC 2.4)
Employers are required to meet strict legal requirements as part of pay and reward policies/practice (Morris, 2021). Like other organisations, GA Pensions is required by law to treat employees fairly in terms of people management policies and practices, including reward (Cotton, 2022a).
The Equal Pay Act (1970), which now forms part of the Equality Act 2010 gives women and men the right to be paid the same as the opposite sex when undertaking broadly similar roles, work rated the same by analytical job evaluation study, and work of equal value (Cotton, 2022a).   The Act prohibits discrimination based on certain characteristics, including age, disability, gender, religion and race, during the recruitment process, promotion process, and the way salaries/rewards are allocated (Government of UK, 2013). 
The National Minimum Wage (1998) applies to employees and workers over 16 years of age and has deterred the reliance on market forces when determining wages.  Organisations are now required to pay at least the national minimum wage to employees, the rates of which differ according to age (Armstrong and Taylor, 2023). 
Since April 2017, by law, companies with over 250 employees are legally obliged to report gender pay figures each year (Armstrong and Taylor, 2023). New pay ratio regulations also came into force in 2019 to try and improve transparency on executive pay packages by reporting the ratio of chief executive officer pay to the median, lower and upper quartile pay of their UK employees (Armstrong and Taylor, 2023).  Disclosures ensure that justification is provided by organisations in relation to the pay for top bosses and account for how these salaries relate to wider employee pay (Gov.uk, 2019). 
Employment legislation also requires organisations to provide certain workplace benefits, which include pension schemes and paid leave (Morris, 2021). 
The impact of abiding by legislative requirements that impact reward practice is critical to the organisation to avoid legal claims (Armstrong and Taylor, 2023).  There have been high profile cases of female investment bankers winning legal cases due to bonuses being far less than those paid to male colleagues (Ryan, n.d.).
The people professionals within GA Pensions are key to ensuring that policies/procedures are up-to-date and that line managers are aware of their role in terms of legislation, to ensure the impact of reward is a fair and equitable environment/ process.


10. ASSESS DIFFERENT APPROACHES TO PERFORMANCE MANAGEMENT (AC 3.1)
Performance management aims to maintain and improve the performance of employees in line with the organisation’s objectives (CIPD, 2022b). Organisational value is often created by its employees’, therefore managing performance is critical to the organisation’s success (CIPD, 2022b).  
Reward and performance management systems/tools have become more readily available as technology has developed (CIPD, 2022b).  Performance management systems are key to indicating how performance related pay and training and development needs are identified (e-reward, 2002).  They ensure a commitment from the organisation and line-manager, resulting in stronger relationships between employees and managers (e-reward, 2002).  
One approach to measuring performance is via key performance indicators (KPI’s).  They provide a quantifiable measure of performance over time. As explained by David Swanagon (Swanagon Analytics), every organisation should have a fragment of the Chief Executive’s objectives cascaded into their KPI’s to add value to the organisation.  A disadvantage is that KPI’s don’t always show actionable information instantaneously and they can also create a culture of competition/pressure amongst employees (CIPD, 2022b).  
Another approach is key objectives/planning objectives which can be set on an individual, team and organisational basis.  Regular performance discussions should be in place to help people perform, resulting in improved reward for the individual and organisation (CIPD, 2022b). Individual objectives should cascade down from corporate to individual level, ensuring they’re assessed in terms of their value to the performance of GA Pensions as a whole (CIPD, 2022b). A drawback is they can become complacent and biased (CIPD, 2022b).  
It's important to have a culture whereby everyone has responsibility for their performance, with regular discussions and ways sought to improve individual capability and organisational processes (CIPD, 2022b).  This should be a continuous process, rather than an annual occurrence.   According to Posthuma and Campion, performance management only works when line-managers want it to and have skills to make it work, acting as performance leaders (Armstrong and Taylor, 2023).   It’s important that GA Pensions people professionals ensure that line-managers are aware of processes for managing underperformance, including training opportunities.  It’s equally important and advantageous that line-managers know their staff and can manage their performance in an effective way for the individual and organisation (Armstrong and Taylor, 2023).


11. REVIEW THE ROLE OF PEOPLE PRACTICE IN SUPPORTING LINE MANAGERS TO MAKE CONSISTENT AND APPROPRIATE REWARD JUDGEMENTS.  (AC 3.2)
Research has indicated that line-managers are the fundamental node when implementing practices (Miller, 2017). It’s therefore important that line-managers have the required tools and resources when making consistent and appropriate reward judgements and people professionals have a key role in providing this (NHS Employers, 2020).  Support by these colleagues is key to ensuring that line-managers make consistent, legal, transparent, equitable and appropriate reward judgements, including providing adequate training for line-managers, e.g. how to have difficult conversations (NHS Employers, 2020). 
Support can be provided via training/consultation, ensuring that line-managers are aware of what reward judgements they can make in a fair and unbiased way (Armstrong and Taylor, 2023).  If line-managers are unaware of the reward systems/processes in operation, there is potential for a lack of consistency (Armstrong and Taylor, 2023). 
People professionals are often able to link employee performance with reward decisions.  The analysis of data provides an opportunity to be able to pinpoint where specific reward practices are having an impact (Armstrong and Taylor, 2023). Regularly reviewing the reward package and updating it to meet the evolving needs of staff is important (NHS Employers, 2020).  They also have a role in seeking regular feedback from line-managers in terms of what they think are appropriate and attractive packages for employees and ensure that managers are effectively managing and promoting reward within their team (NHS Employers, 2020). 
A research report commissioned by the CIPD regarding the role of line-managers in reward management illustrated the importance of line-manager behaviour and the supporting HR infrastructure: “Poorly designed or inadequate HR policies can be ‘rescued’ by good management behaviour in much the same way as ‘good’ HR practices can be negated by poor front-line manager behaviour or weak leadership” (e-reward, 2002). 



12. EXPLAIN HOW LINE MANAGERS MAKE REWARD JUDGEMENTS BASED ON ORGANISATIONAL APPROACHES TO REWARD.  (AC 3.3)
Line-managers play an imperative role in reward management, given they have most contact with employees and usually have responsibility when making pay decisions within set frameworks (Taylor and Woodhams, 2022).  Research undertaken on behalf of the CIPD established that many organisational approaches to reward are undertaken without taking account of the line-manager’s important role (e-reward, 2002).  
It's important to be transparent, consistent, ethical and fair when making any reward judgements (Taylor and Woodhams, 2022).  Training and consultation relating to reward management is key and support by people professionals within the organisation is important (Taylor and Woodhams, 2022).  If line-managers aren’t aware of the reward systems, policies, performance data, organisational values, beliefs and processes in operation, there will be a lack of consistency across the organisation (Taylor and Woodhams, 2022).  GA Pensions line-managers should be aware of how much freedom they have in terms of the use of reward related policies when making judgements (Taylor and Woodhams, 2022).  
Line-managers have a fundamental role when enhancing intrinsic rewards, through arranging duties and tasks that ensure the required work is undertaken, whilst also ensuring employees have a sense of purpose through job satisfaction and personal development (Taylor and Woodhams, 2022).
Recognising the importance of work-life balance and working conditions in today’s world, it’s important for GA Pensions to make a head start in terms of the Flexible Working Bill coming into force in 2024, ensuring roles are more flexible and attractive to current employees/potential new employees, and for line-managers to be armed in terms of their scope when making decisions (Hollinrake, 2023).  
Appraisals are often a key part of the reward offer.  Line-managers require regular support, training and appraisals themselves to confidently make reward judgements based on the aims, objectives, values, purpose and beliefs of GA Pensions (NHS Employers, 2020).  
In conclusion, it’s important to monitor and evaluate reward packages, ensuring there’s a good level of two-way communication between employees and line-managers and appropriate information/support available.
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