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Try to tailor your answers to Eco-Insulate UK
Eco-Insulate UK is a medium sized private sector organisation
							
Principles of reward. (AC 1.1) – 386 words
Eco-Insulate could introduce a total reward package which includes extrinsic rewards (tangible benefits) and intrinsic rewards (psychological benefits) (Hajduk, 2017) as there is more resource flexibility for the organisation due to it being in the private sector (Taylor & Woodhams, 2022). A total reward approach and could help Eco-Insulate attract, retain and motivate employees by linking the employees’ needs with the organisation’s priorities (CIPD, 2024a). 
They should develop a reward strategy where they can include a statement of proposed rewards, the reasons for the proposal and an implementation plan (CIPD, 2024a). 
CIPD, 2024a states that total reward packages cover all aspects of work that employees value aside from just pay and benefits packages and can include flexible working to support a better work/life balance, being treated fairly and recognising good performance. 
The reward system’s overall objective is to ensure that people are rewarded fairly for their contribution to the organisation’s strategics goals, and they can be recognised by financial and non-financial means (Taylor & Woodhams, 2022).
To ensure the total reward package meets the needs of the organisation and the employee, Eco-Insulate should consider the different elements of reward and decide what they feel is an appropriate mix of financial and non-financial rewards, base and variable pay and fixed and flexible benefits (CIPD, 2024).
When deciding where to work, people pay special attention to the intangible rewards, and this is also important when showing the level of commitment employees give to their job. Total reward aims to give all employees a voice and it strengthens the psychological contract if employees have an input on how the package is configured, therefore, in return, the employer receives greater engagement from their employees and increase business performance (Taylor & Woodhams, 2022). 
On top of base pay, Eco-Insulate could implement some indirect financial compensation such as bonuses and performance-related pay and benefits like enhanced sick pay, childcare vouchers or concierge services. Non-financial rewards can include broader recognition, development opportunities and job autonomy (Taylor & Woodhams, 2022).
However, Eco-Insulate should be careful when implementing a reward package as when implemented incorrectly they can demotivate employees and create an unhealthy workplace environment. Other risks can include rewarding bad behaviours by promoting staff when they are getting results but in a way that affects other people (Mattice, 2024).

Extrinsic and intrinsic rewards. (AC 1.2) – 328 Words
Extrinsic rewards have been the dominator in reward schemes for generations and will always be an important part of a rewards package as extrinsic rewards are tangible and cover pay, benefits and bonuses. But employees can be demotivated if they believe their pay is unfair (Hajduk, 2017). People mainly focus on extrinsic rewards with pay being the most important but if organisations pay employees enough to take pay ‘off the table’ and ensure that pay and benefits are fair, then employees can move their focus over to the Intrinsic rewards (Hajduk, 2017). Extrinsic rewards are the external motivators that affect pay and benefits and Eco-Insulate could engage employees by offering a better holiday package.
Intrinsic rewards can increase self-esteem if employees are recognised for a positive contribution to the organisations success or for outstanding work done. They can have a positive impact on work-life balance such as flexible working arrangements and enhanced maternity, paternity and adoption leave (Taylor & Woodhams, 2022). They can also motivate employees to really thrive and excel in their role by following their own development path and making a positive impact (Hajduk, 2017). They come from the work itself and can bring a sense of meaningfulness, challenge and future opportunities if wanting to advance (Taylor & Woodhams, 2022). Eco-Insulate could offer training packages to promote career progression or introduce recognition schemes to engage staff.
Eco-Insulate should use a combination of extrinsic and intrinsic rewards to motivate employees whilst also understanding there isn’t a one size fits all approach, people are motivated by different things, and it can depend largely on organisational context and culture (Taylor & Woodhams, 2022). 
A total reward package could help Eco-Insulate retain and motivate their employees by not only meeting the employee needs but also the organisations priorities and by providing employees with a total reward statement they will understand the overall value of the total reward package and not just financial (CIPD, 2024a).

Grade and pay structures. (AC 2.1) – 476 words
Grade structures are hierarchies of grades, bands or levels where jobs are placed if they are comparable in size, and they can be single structures, or it can be split into job families where the work is similar but carried out at different levels (Armstong, 2010). There are several different grade structures which include Narrow and Broad graded, Career and Job family, Broad banded, Combined and Pay spines.
Broad-graded structures are being used more in organisations now due to flatter structures. Where a narrow-graded structure can have more than ten grades, a broad-banded structure generally has six to nine (Armstrong, 2010). 
Career families can define career progression routes as well as pay structures and are used when a particular function such as IT or HR are related by similar skills, basic knowledge and work carried out, but the level of responsibility and competency can differ. Employees can fully understand what they need to know or be able to do to advance their career (Armstrong, 2010). The difference between career families and job families is that career families have a common grade and pay structure whereas a job family have their own pay that looks at different levels of market rates.
Pay structures are there to bring clarity to pay rises and career development, encourage behaviours in line with the organisations goals and culture and ensure fairness and lawfulness in relation to pay discrimination (CIPD, 2024b) 
A pay structure is when a grade structure has a pay range or scale attached to each grade, band or level. Reference points and pay zones can be placed within bands in some broad-banded structures to define the rates of pay (Armstrong, 2010). 
Pay structures can encourage good behaviours and performance by giving a framework for pay progression (CIPD, 2024b).
Pay structures are mostly used in large or public sector organisations (CIPD,2024b). As Eco-Insulate are a medium sized organisation, they should consider the needs of the organisation and its employees when deciding on grade and pay structures and ensure they are appropriate to their culture (Armstrong, 2010). 
Spot rates could be used when there is no graded structure for jobs (Armstrong, 2010) but there is no prescribed scope for progression (Armstrong, 2023). There aren’t any pay ranges or salary brackets, but Eco-Insulate could provide cash bonuses on top of base pay. Spot salaries can be allocated to a person rather than a job and there can be opportunities to move to a higher spot rate if skill and competence increases (Armstrong, 2023).
In summary, the difference between grade and pay structures are that grade structures are made up of grade, bands or levels where comparable jobs can be placed and pay structures define the level of pay for jobs or groups of jobs by the value to the organisation (Taylor & Woodhams, 2022). 

Contingent rewards. (AC 2.2) – 332 words
Taylor & Woodhams (2022) state that contingent reward revolves around two basic questions: what do organisations value and what are they willing to pay for it. Financial reward and recognition should be linked to performance standards so that employees can see that their efforts have been recognised and that their contributions are important but if this isn’t clear, and employees are rewarded just for completing a task, it could harm performance (CIPD, 2022).
There are several different contingent rewards that Eco-Insulate could adopt and they include performance-related pay, competence-related pay, skill-based pay, contribution-related pay and service-related pay (Taylor & Woodhams, 2022). 
Performance-related pay links the progression of salary with an assessment of performance usually linked with pre-agreed objectives (CIPD, 2024c). The key is to motivate employees by linking their performance with their pay and if it encourages employees to meet their targets then this should in turn improve the organisations performance (CIPD, 2024c). It can educate the employees and the team in what the organisation is looking to achieve and how they will be rewarded if successful. Performance-related pay can impact team performance as higher performing employees will be rewarded and recognised more than their lower performing colleagues. Whilst it can motivate high performing employees, it could de-motivate the organisations core performers so how pay is distributed should be carefully considered (CIPD, 2024c). Employees at Eco-Insulate could perform better if pay and rewards were linked to both individual and team performance rather than just focusing on one or the other (CIPD, 2022a). 
Service-related pay usually used in the public sector rewards employees for their length of service and are increments given to employees relating to service within the grade. Although initially perceived to be fair, they don’t consider the actual performance of the employee and there is no initiative to increase individual performance (Armstrong & Taylor, 2023). This could have a negative effect on team performance if people are paid more just based on the length of service.


Explain the merits of different types of benefits offered by organisations. (AC 2.3)

Explain the merits of different types of recognition schemes offered by organisations. (AC 2.4)
Employees are three times more engaged when they feel supported by managers, study shows (peoplemanagement.co.uk)

· Formal and informal recognition
· Day-to-day recognition
· Public recognition
· Cash awards
· Non-cash awards (gifts, vouchers, tickets)
· The Importance of Employee Recognition: Low Cost, High Impact (gallup.com)
· Why recognition and reward in 2023? (peoplemanagement.co.uk)


Assess the business context of the reward environment. (AC 3.1)
· The international context
· The national context
· The corporate (business) context

Internal factors – fairness and relativities, job evaluation systems and grading structures – Armstrong & Taylor (2023)
External factors – market rates of pay, enable the employer to recruit and retain – Armstrong & Taylor (2023)

Evaluate the most appropriate ways in which benchmarking data can be gathered and   measured to develop insight. (AC 3.2)

Explain approaches to job evaluation. (AC 3.3)
Job evaluation: considerations and risks booklet (acas.org.uk)
· Job evaluation is a systematic process for defining the relative worth or size of jobs within an organisation.
Job Evaluation & Market Pricing | CIPD
Pay levels - job evaluation is important for setting pay rates in the public sector. By contrast, market pricing can be more influential in the private sector. Where market rates are used, employers need to decide where to pitch in-house rates (for example, at the median or the upper quartile). CIPD, 2024 - Job Evaluation & Market Pricing | CIPD


Explain the legislative requirements that impact reward practice. (AC 3.4) 
NMW & NLW
· Equal Pay Act 1970, now incorporated into the Equality Act 2010
· HR Magazine - Co-op workers succeed in first stage of equal pay battle 
· Legislation cannot be ignored, approaches to reward should be non-discriminatory and meet statutory minimums in relation to rewards given to employee and reporting requirements. 
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