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AC1.1 
[bookmark: _Int_j7Zgn6cT][bookmark: _Int_wVZH4UlG][bookmark: _Int_ONc0IH9m]The overall objective of having a reward system is to reward people fairly, equitably, and transparently for their value to the organisation, and to further achieve the organisation's strategic goals (Taylor and Woodhams, 2022, p.63). A reward may take the form of money or something else entirely. Currency value is attached to monetary rewards like commissions, profit-sharing, stock options, bonuses, and paid time off. Non-monetary benefits, such as paid time off, training, flexible work schedules, fully paid vacations, and fair treatment, are valued in no money (CIPD, 2022). One benefit of ECO Insulated UK for having rewards is that can make the organisation an employer of choice. 
[bookmark: _Int_SU2A9RuP]Fairness and Equity -the rewards should be distributed fairly, reflecting the value of employees’ contributions, and ensuring that there is no discrimination. Fairness fosters trust and engagement. 
[bookmark: _Int_7JzDIQ7Y][bookmark: _Int_EBprn3R6]Transparency -the reward system should be clear and well-communicated, so employees understand how rewards are determined and what is expected of them (Taylor and Woodhams, 2022, p.63.) 
[bookmark: _Int_nOh70Cpf]Organisational Goals- reward systems should align with the organisation’s objectives and values. This ensures that rewards drive behaviours and outcomes that contribute to the company’s success (Armstrong, 2022). 

[bookmark: _Int_RJoY7kAW][bookmark: _Int_nZ7rQJ8B]Performance management and organisational culture are anchored by reward systems. They offer a means of promoting engagement, accelerating continuous improvement, and lining up employee behaviour with strategic goals. When properly conceived and executed, they produce a win-win atmosphere where workers feel appreciated, and the company meets its objectives (Rudman, 2020). ADD IN NEGATIVE  
AC1.2 
[bookmark: _Int_gunT8Eyk]Both extrinsic and intrinsic rewards play a crucial role in improving employee contribution and sustaining organisational performance. However, their impact varies depending on the context, employee needs, and organisational goals and understanding the organisational culture and adapting strategies to align with it is crucial for achieving optimal results (Taylor and woodhams, 2022, p. 64.). 

(Waruni and Edirisooriya) 
Extrinsic rewards are tangible and external incentives provided to employees such as salary, bonuses, benefits, promotions, and recognition. Rewards like development programs influence motivation and performance (Kuvaas and Dysvik, 2009). 
[bookmark: _Int_GA3OOyYQ][bookmark: _Int_Kf6vb4yl]For instance, ECO Insulate U.K. sales team would perform better if bonuses were linked to revenue milestones when extrinsic rewards were used. 
[bookmark: _Int_Nb69RvQj][bookmark: _Int_Ie6vRm1j][bookmark: _Int_POI2cHpE]Offering competitive pay and benefits helps draw in top talent, guaranteeing that the organisation has the human resources it needs to maintain performance. When workers believe they are being compensated, retention is also improved (Vroom, 1946). Employee turnover at ECO Insulated U.K. will improve as a result of this. 
However, the drawback of receiving extrinsic rewards, employees may eventually grow accustomed to receiving extrinsic rewards, which lessens their motivational effect. 

(Waruni and Edirisooriya, 2014) 

Employee satisfaction and fulfilment from their work, such as a sense of purpose, autonomy, mastery, and personal development, are the source of intrinsic rewards, which are internal and intangible (CIPD, 2022a). 
[bookmark: _Int_Dt67q6mN]By bringing work into line with employees' interests and personal values, intrinsic rewards promote deeper engagement. Long-term high performance is more likely to be maintained by employees who have a sense of purpose. Employees are less likely to experience burnout and are more likely to stick with the organisation if they find their work meaningful (CIPD 2022b). According to Douglas McGregor's Theory Y, the typical person's innate interest in their work, drive for autonomy and responsibility, and ability to use creativity to solve business problems are all highlighted using intrinsic rewards (Lorsch and Morse, 1970). Establishing a culture of trust, empowerment, and support is often necessary to build intrinsic motivation, and it takes time. 
AC 2.2 
[bookmark: _Int_XhLLloDv][bookmark: _Int_YIVr4gO5][bookmark: _Int_8NxidBUh][bookmark: _Int_PZwUgoxp][bookmark: _Int_F70XR6Mh][bookmark: _Int_vm8W85os]An essential component of rewards management is pay structures. They offer a rational framework within which pay policies can be implemented when they are appropriately designed and work well in the organisation’s larger context. HR professionals can determine where jobs should be positioned in a hierarchy, define appropriate pay levels, and show how they can be advanced over time with the aid of grade and pay structures (Taylor and Woodhams, 2022, p. 78.). By having the right pay structure in place ECO Insulate UK will benefit as it will help to understand and reduce their employee turnover and the low morale of employees. 
CIPD 2024a, states that a pay structure is a set of bands, grades, or levels that connect related jobs in a series or hierarchy. It offers a structure for putting reward plans and guidelines into action. Some of the most common pay structures are: 
Broad-Graded Structure: This is where it combines multiple grades into broader bands by offering flexibility allowing greater variance in pay within a band. B-road graded Structures are common in organisations that promote skill development and lateral career progression (Taylor and Woodhams, 2022, p. 79). 
[bookmark: _Int_J0IyDNdR]Job Families: Job families refer to a system used by organisations to group jobs based on similar occupations, skills, or functions. They help streamline job categorisation, career progression, and compensation management. Typically, these job families are further divided into multiple levels or grades based on responsibility, skill requirements, and complexity (CIPD, 2024b). 
Even though broad-graded structures and career family structures are two distinct approaches to pay frameworks and the organisation of jobs within the organisation. They both aim to provide flexibility and transparency. 
[bookmark: _Int_TUEyydCb]One of the key differences between the two structures is that broad-graded focuses on flexibility throughout wide salary bands, while career family is defined progression within specific job families. Career family structures also have narrow ranges of grades within families and broad-graded have wide ranges within a band (Morris, 2023). 
These pay structures would be suitable for ECO Insulate UK as there are skilled and non-skilled employees. However, Eco Insulate UK must understand the differences between the many different structures it can work with and the structure that best aligns with its strategic goals and industry requirements. 















