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Reward for Performance and Contribution
1.1 Reward is an opportunity to recognise employees contribution towards an organisation.  An effective reward strategy meets the needs of the employee, the objectives of the business and contributes to the culture and performance within an organisation when applied openly, fairly and competitively.  (CIPD, 2025). In order for GreenFriendlyEco to address the increased turnover and stimulate positive change it is essential to consider what motivates employees.  Reward motivates, attracts and retains people. Intrinsic motivation can be found through job satisfaction, feeling that the job has a purpose and meaning, employees are challenged and interested in the work they carry out and appreciated by being given opportunities to develop their skills. Extrinsic motivation is achieved through financial reward and incentives, which include pay, bonuses and consequences for actions.  By considering a total reward package this will provide intrinsic and extrinsic motivation which contributes to addressing the negative performance and culture of the organisation and the need to decrease turnover. (Armstrong and Brown 2024, pp. 112–113)

In order to effectively reward employees it is essential to consider a reward strategy that benefits the organisation and employees objective whilst considering the total rewards that can be offered to an employee. (CIPD, 2025).
When considering reward strategies, important factors such as pay structure, progression, performance related pay, bonuses and incentives are considered as essential, a strategy outlining the organisations expectations, values and benchmarks transparently ensures fairness when achieved through transparent job evaluation and market pricing ensuring the rewards are competitive.  A competitive, fair and transparent reward strategy will contribute to attracting and retaining employees whilst building trust. (CIPD, 2025).
In order to address concerns over performance and culture, CIPD, 2025 recommends considering performance recognition, organisational culture, career development opportunities, business strategy, people management and work, life balance. Total reward recognises all aspects of the working life in addition to financial reward these benefits may include flexibility, meaningful work, recognition, transparency, supportive management, opportunities for development and progression, autonomy and consequences for actions.  When considering a suitable total rewards package it is important to align the package with the aims of the business and the needs of the employees.
By considering strategic rewards as well as total rewards and treating them with equal importance this will help meet employees intrinsic and extrinsic motivation, motivated employees will contribute to the achievement of the business, will be attracted to work for an employer and are less likely to leave which improves the organisational culture. 

1.2. Extrinsic rewards can be very effective in contributing to performance, however considering  GreenFriendlyEco want to improve organisation culture and performance this may not be a sustained approach.  Extrinsic rewards such as salary and bonuses do motivate staff but this is usually at the start of the salary award and when a bonus target is approaching. According to VQ solution, 2025 salary and bonus does not encourage long term engagement.  Whilst the potential to progress though promotion can also be a motivating reward this won’t always apply to everyone, this is only likely to motivate employees who have ambition to progress and if the promotion aligns with their career goals.

A job that aligns with the employees interests and values is intrinsically motivating.  If an employee is interested, challenged and immersed in their responsibilities they are likely to naturally be more productive.  If the job also meets their values it provides employees with a sense of purpose which contributes to feelings of commitment and job satisfaction.  Whilst some staff may aspire for the extrinsic reward of promotion, all staff are intrinsically motivated by the opportunity for personal growth.  When individuals feel a sense of accomplishment this contributes to increased job satisfaction and motivation to perform better resulting in the production of higher quality work. (VQ Solutions, 2025).
According to Hadjuk, 2017, individuals are initially motivated to contribute to an organisation by extrinsic factors, when looking to attract and retain staff the extrinsic rewards play a large factor.  However when looking to improve organisational culture and sustained performance, intrinsic rewards should be seen as an investment as employees want to be given opportunities to feel like they are making a positive impact on the business whilst being given personal growth opportunities and if these opportunities are embedded within the organisation and its management there will be sustained performance and culture throughout the organisation.  To support this, in 2022 MetLife Uk surveyed 1200 employees and employers, 72% of those surveyed said they would work harder if they were rewarded benefits that met their individual needs, 50% would sacrifice a percentage of their salary for benefits and rewards that met their needs and 39% stated they were considering leave their role due to the lack of consideration for employees wellbeing and mental health, proving intrinsic rewards must be a consideration if GreenFriendlyEco aim to decrease turnover and improve productivity and culture. (People Management, 2022). 


2.1 There are 2 variations in the pay systems employers may decide to use, a basic pay system where the pay doesn’t fluctuate depending on performance or length of service or an incentivised system when performance, results or skills acquisition can inform pay.  At present when considering ways to attract and retain staff and improve organisational culture GreenFriendlyEco may need to consider whether an incentivised system could contribute toward an improved overall rewards package, whilst also considering an appropriate pay structure. (Unison, 2023).
A pay structure intends to ensure transparency, fairness and lawfulness, brings consistency when managing pay rises and development and ensures the rewards strategy meets the needs of the business and the employee by meeting the values and objectives of the business through performance and behaviour.
Different types of pay structures include: 
Individual pay rates, this provides an hourly, weekly or annual rate for each job.
Spot rates, this informs the rate of pay for a job.
Spot salary, when a package is designed to attract a certain person with specific skills.
Amongst these pay structures there is little room for progression, there is no opportunity or incentive to motivate somebody towards a higher rate or more skilled job.
Narrow graded pay structure also known as pay spines, includes many narrow grades with jobs grouped together within each grade providing clarity and incentive to progress within each pay grade, meaning employees reach the top of their grade quickly
Broad banding includes fewer grades with more jobs within each grade, often there is no pay progression within each grade.
Job families group similar job roles, there are separate salary structures for each family.
For those pay structures that allow for pay progression the criteria can vary depending on the organisation culture aiming to be achieved, these could include length of service, performance related pay, team success, skills based progression.
When considering the most appropriate pay structure it is important to consider the objectives of the company, the talent that needs to be attracted and retained and the costs associated with each option.  When opting for a structure, business needs and affordability needs to be considered, the values and culture the organisation seeks and the needs of the employees.  When considering pay structures it is important to consider whether the structure will align with the market, which ensures rates of pay and grades reflect market rates and competitors or whether a more analytical approach is taken through job evaluation focusing on the  relationship between the skills required for each job. 
CIPD, 2025. 
2.1 A contingent reward is a performance related reward approach.  Employees are rewarded with bonus, promotions and recognition as a result of achieving performance related goals, these can be individual performance related, profit related or team contribution.  A contingent reward intends to drive performance through increased motivation. The benefits of contingent rewards are debated as it can also demotivate employees and contribute to a negative culture, this is usually dependent on the performance targets. (CIPD, 2025).
According to Burt, 2017 performance related pay can be  associated with overwork, burnout which causes work related staff and impacts mental health.  It can be seen as an incentive initially and does drive improved productivity however over a period of time employees can become resentful as they associate their stress with profit gaining for the organisation.  This explains why profit related pay does not improve motivation and team performance can improve motivation when everyone is contributing, however, both of these can cause a negative culture because employees could resent colleagues who don’t contribute to the team performance and resent the company if they are feeling exploited for working towards profit goals.
According to the CIPD, 2022 financial incentives do increase motivation which has a positive impact on performance but only when measured fairly.  If rewards of the expectations of how to achieve the rewards seem unfair or unmanageable this will have a negative impact on performance and motivation.  Whilst financial rewards may motivate employees it is important not to overlook the intrinsic motivation, if the only motivating factor is financial reward employees psychological needs will be overlooked and the contingent rewards will not serve a purpose.  
In order for contingent rewards to have a positive impact it is worth ensuring there is a balance between incentives and recognition, ensuring there is a fair process to recognise performance and implement financial reward.  To meet the employees intrinsic needs the CIPD, 2022 recommends performance goals are discussed and employees need to buy into the expected goals using communication to involve staff in goal setting to meet performance goals, this will ensure employees have autonomy and support managers and individuals the tasks that need to be completed to achieve targets meet the employees needs for enrichment, job complexity and interest.  
To ensure contingent rewards contribute to success and don’t have a negative impact on culture GreenFriendlyEco should ensure rewards reflect the ability to perform within a job or a team, are consistently linked and measured against robust performance criteria, making sure that rewards are administered fairly.  

2.3 According to Armstrong and Brown (2024, pp. 286–287) the most common benefit schemes that are being sought after by employees include pension schemes, financial security schemes, and flexible benefits that meet their personal needs. All of these benefits offer different benefits to the employer and employee and can support GreenFriendlyEco to attract and retain employees as well improving motivation and morale which will contribute to improved productivity and organisational culture. 
Pensions offer an income to employees after they retire, with political factors influencing retirement age and the cost of living causing concern over whether a state pension would provide a comfortable living this is a very attractive benefit to employees.  As well as long term financial security an organisation who offers a pension makes a statement about their long term interest in its employees and its intention to want to retain employees and build up their experience and retain their skills.  This does not provide employees with any short term benefits but provides employees with not only long term financial security but the reassurance of a stable employer who is invested in its employees future. (Armstrong and Brown, 2024, pp. 31-33)

Benefits that offer financial security include offering sick pay, redundancy pay, and life insurance.  By an employer offering financial security it not only provides employees with benefits that will provide them with security for unexpected events it also provides employees with the confidence that the employer is invested in their long term welfare which results in a employee loyalty and enhanced workplace morale.  Financial security can reduce employees financial stress as they may not be able to provide themselves with these financial benefits and also enhances employees work life balance as they do not need to spend time worrying over financial matters due to peace of mind.  In a competitive labour market this can lead to staff retention as despite there being competitive market rates these benefits may add value to an employee’s experience. (Humbold financial, 2025).
Flexible benefits schemes provide a range of benefits employees can engage in based on their personal needs, these can include gym memberships, health care, cycle to work plans, salary sacrifice schemes, counselling services and wellbeing benefits.  Flexible benefits provide employees with benefits, they promote a positive working relationship with employees which develops loyalty which in turn contributes to improved motivation resulting in higher engagement and productivity. (Newsome, 2024). 
2.4 Recognition schemes within an organisation can be formal and informal, these can include day to day recognition, public recognition and formal recognition,  Recognition schemes encourage  acknowledgment of people’s achievements which in turn will motivate them, they demonstrate that the employer values the employee and therefore will increase engagement, they provide informal rewards for performers who may not benefit from higher paid salary but are core contributors to the business, can provide consistent and frequent recognition which will help sustain engagement rather than having to wait until the end of the year for financial reward. (Armstrong, 2024).
Day to day recognition is when managers provide staff with feedback as part of their daily business, this is considered to be good management and is considered to be the most effective form of recognition.  It demonstrates appreciation.  Day to Day recognition promotes a positive workplace culture and can boost morale, it is important this is embedded into managers practice and is instilled as an expectation by the organisation as this is the most impactful way to sustain and boost staff engagement. 
Public recognition allows achievements to celebrated publicly through newsletters, staff meetings, noticeboards.  By public recognition being given by someone of authority or power this demonstrates to other employees what the organisation values and also demonstrated appreciation.  It is important to consider whether public recognition is appreciated depending on the ethos and culture of the organisation.
Formal recognition provides individuals or teams with recognition in the form of gifts, vouchers, experiences or cash.  When considering the perception of this reward it is important to have formal recognition criteria in place and the value placed on the work being recognised should be consistent to ensure fairness.
Regardless of the type of recognition it should be personalised ensuring individuals realise the recognition applies to them, needs to be genuine as opposed to a process to attempt to gain the benefits and this will diminish its value and importance, should be available to all and non-biased based on personal values and beliefs, ensuring it aligns with the companies values. ( Armstrong and Brown, 2024, pp.32-34)
 
3.1 Reward environment includes all the monetary, non-monetary and intrinsic rewards that an employer offers an employee. The reward environment intends to support the goals of the business by motivating employees to meet the goals through the recruitment and retention of appropriately skilled staff. (ACCA, 2025).
According to the CIPD, 2018 external factors which influence the reward environment include legal obligations, competition with other employers, cost of living, inflation, wages, tax and national insurance obligations, trade union demands and customer pressures.
Internal factors to be considered include the size of the business, business objectives the need to attract and retain staff and the specific skills required, the demands of employees, the culture of the organisation and the desired culture and the performance requirements from staff.
GreenFriendlyEco needs to consider how the internal and external factors can impact each other and this can shape the rewards packages and positively influence the organisation.  According the CIPD, 2018 the manufacturing industry is the sector who is least likely to promote work life balance and support health and wellbeing, they also recommend the need to use benefits to attract and retain employees in addition to meet the demands of existing employees.
It is likely that until now GreenFriendlyEco has been following a rewards approach that has not evolved since the business started in the 1970s, when considering how to retain skilled and non-skilled staff the external factor of competition from other employers and what they are offering to attract staff from GreenFriendlyEco needs to be looked at.
In order for staff to meet the expected standards of performance their standard working times needs to be considered.  CIPD, 2022 recommends using incentives and recognition rewards to increase productivity.  They also promote fairness, the current difference in pension schemes for senior staff Is likely to demotivate staff due to the culture being created when staff at different pay grades are receiving different rewards.  When considering the incentives that could be introduced to encourage productivity and retain staff , introducing a consistent pension available to all staff needs to be considered taking into account the the external financial factors of financial and legal demands needs, ensuring this is financially viable for the business, these costs to the business can also positively impact the external pressures by productively meeting  customer demands and the risk posed by competitors attracting GreenFriendlyEco employees. 

3.2 According to Amite,2023, benchmarking is an opportunity to offer competitive rewards and benefits which reduces the risk of losing employees to other employers, attracts new employees and motivates existing employees.  It ensures fairness and equity whilst effectively manging company costs and complying with employment law.
To ensure a benchmarking exercise is effective it is important to carry out internal and external benchmarking.  Internal consists of using existing data and gathering additional data, this data should include staff satisfaction surveys, reward and salary surveys, qualitative data providing information on salary, working hours, absenteeism, skills progression.  This information will provide an indication of feedback from staff and give an overall view of what the company offers and how engaged employees are.  
Once GreenFriendlyEco have gathered their internal data, to ensure the data is used effectively it is important to carry out external benchmarking, this will allow the feedback and data to be compared with external organisations.  Sources that can be used can include job adverts, company insight sites such as Glassdoor. Office for National Statistics provides average annual pay. 
Benchmarking is an opportunity to understand employees and their expectations and measure whether these are realistic and in line with the current labour market, allowing employers to appropriately improve recruitment, retention, compensation by responding appropriately and culture will be improved as employee experience and engagement will be enhanced. 
 (Van Vulpin, 2025)
3.3 Job evaluation is an opportunity to assess individual job roles objectively avoiding  discrimination. (Acas, 2014).
By carrying out a job evaluation process GreenFriendlyEco will be able to fairly allocate pay grades within a pay structure through comparison of pay rates against the internal and external job market. The implementation of a job evaluation will establish clear pay and grade structures and when market pricing is considered employers can allocate appropriate pay rates to attract and retain staff. (CIPD, 2025). 
According to the CIPD, 2025, analytical and non-analytical schemes are the two main types of job evaluation..
Analytical job evaluation schemes are an objective assessment considering each factor of the job being analysed and assessed through a points rating.  Factors are identified by the business based on the needs and responsibilities within the role, the more responsibility and demands the job has the points will be allocated, the higher the total points the higher the pay grade.  Factors considered to be important to most businesses include knowledge, responsibility, physical demands, communication requirements and initiative and autonomy to make decisions.
Non analytical job evaluations schemes are less time consuming and expensive however they are also less objective, employers often use criteria that they consider to be important such as job ranking and comparisons.
A formal job evaluation adopts a analytical or non-analytical approach but it has an agreed consistent process.  Informal job evaluation is carried out when assumptions about the job are made and there is no criteria used regardless of whether it is objective or subjective. (Human resources management handbook, 2021).
A formal job evaluation is an opportunity for GreenFriendlyEco to attract and retain staff and contribute to an improved positive culture that promotes transparency and ensures staff that the role is competitive within the job market. 
3.4 In order for GreenFriendlyEco to attract and retain staff and create a positive culture with motivated staff a reward scheme should be considered, however it is important that employment legislation should be considered and adhered to when doing so. Merritt, 2025.
The Equality Act 2010 ensures men and women receive the same pay for like work, for work rated as equivalent through job evaluation or for work that is considered to be of equal value with the same skill and ability requirements.  The Equality Act 2010 ensures  an employee is not at a disadvantage due to any protected characteristics. As a result of The Equality Act is important that these laws are met as a minimum and not through a rewards scheme.  Pay grades and structure can support employees to see how pay rewards are managed and help ensure the employer is meeting the Equality Act 2010. (CIPD, 2025).
The Working Time Regulations 1998 states employees cant work more than 48 hours per week with a right to rest for 11 hours per day with full time workers have a right to 28 days paid leave. This needs to be considered when meeting productivity needs, if overtime was offered this would still not allow workers to exceed the working time regulations, by introducing a reward system that motivated staff and increased productivity this would avoid the need for additional hours and comply with legislation  . (CIPD, 2025).
All workers over the age of 16 have the right to receive the national minimum wage, this ensures that workers receive a minimum payment based on their age which increases in increments until they are 21. This is the minimum wage that must be met prior to any rewards, it cannot be met through a rewards package.  Employers need to take this into consideration when structuring heir rewards.  Employers also need to consider this when considering the cost of the rewards package as not only the payment being made to employees needs to be considered but tax nd employers national insurance needs to be made, this needs to be calculated in order to understand the affordability of rewards. (CIPD, 2025).
When introducing a rewards package it must be seen as a reward to enhance the employees reimbursement for their efforts.  Employers need to ensure they are meeting with these legislations and all others and then offer attractive rewards in additions to meeting workers’ rights not in order to meet workers’ rights. 
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