5HR03 
Reward for performance and contribution

1. Explain the principles of reward and its importance to organisational culture and performance management. (AC 1.1)

Total reward is a strategic approach to designing and implementing reward policies and practices that align with both employee needs and organisational objectives, while ensuring long-term sustainability and competitive advantage. This strategy can include both tangible and intangible assets (CIPD,2024). Reward management is an integral part of promoting positive organisation culture, the feeling of being valued and enhancing performance of the workforce, reward can be seen as a financial benefit or non-financial with the need to meet all employees, stakeholders and the organisation (Taylor&Woodhams,2022).

A key principle of reward management is that employees are rewarded for their contributions, fairly, consistently and transparently. Organisations must ensure that fairness is considered with similar roles and responsibilities or distributed based on a clear transparent criteria in the interests of all stakeholders regardless of seniority (Taylor&Woodhams,2022).  Additionally, reward management can be divided into both intrinsic and extrinsic. Intrinsic reward is evident from conducting meaningful work and responsibilities itself, providing a sense of fulfilment and having the opportunities for advancement. Whereas extrinsic includes pay, status or even the working environment which enhances comprehensive motivation (Taylor&Woodhams,2022).

A structured reward system allows an organisation to attract and retain while enlisting their engagement while enhancing the skills and capabilities of the current workforce, focusing on this strategy reinforced values and behaviours, rewarding desired behaviours can create the desired culture which will align with the purpose (HR Team,2021). Eco-insulate must consider and recognise all aspects of the employee experience, to both financial and nonfinancial rewards, there has been a shift on the emphasis on more intangible rewards when individuals are considering future opportunities and the amount of commitment given (CIPD,2024). Employees are one of the organisations most valuable assets, Eco-insulate must acknowledge the value that their staff bring and reward them accordingly (Kunene,2020).

Recognising and rewarding individuals for exceptional work fosters a sense of value, serving as a powerful motivator that can enhance performance across all teams. Reward is a key determinant to achieve a positive psychological contract and lead to an enhanced culture and improved performance (Wilton,2013). Employee reward is one of the central pillars of supporting the employee relationship, the reward management strategy can come in a variety of forms, such as salary, pay incentives and benefits or non-cash forms such as company cars or paid holidays (Perkins et al.,2016).








1) Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance. (AC 1.2)


Reward plays a crucial role in motivating employees to sustain organisational performance through enhancing their contributions. Performance is driven by motivation that is accurately directed and sustained, reward strategies can be a control mechanism for shaping behaviour to achieve certain goals, reinforce wanted behaviours and values resulting in a desired culture through ‘buying’ employee compliance (Wilton,2013). This is evident through both extrinsic and intrinsic reward. 

Extrinsic reward is considered as tangible or transactional it’s evident in the form of salary, pay, benefits which is typically linked to the contributions performed by the individual. However, it can also include perks such as company cars, paid holiday and health care (Perkins et al., 2016). Extrinsic rewards are the more dominated typically however there has been a cultural shift in focus, money alone is not enough to motivate employees (Taylor&Woodhams,2022). This type of reward can have an immediate and powerful outcome, however, won’t have a lasting effect (Armstrong&Taylor,2014). Intrinsic rewards are the psychological benefits that occur from internal fulfilment consequent from the contributions of an employee’s own work (Hajduk, 2017). Those who demonstrate this behaviour are seen to be more committed and are more proactive in their approach, those individuals show loyalty and support a sustain culture that the organisation strives for (Armstrong&Taylor,2014).

Rewards and incentives can be explained by two theories, firstly is reinforcement theory, this is where individuals are more likely to repeat behaviour if the outcomes are favourable and less likely if the outcome is unfavourable. Secondary is self-determination theory, which is described into two processes. One being external motivation, which is when an individual completes a task to achieve a desired outcome, second is intrinsic motivation, this is where a task is carried out because of the sense of enjoyment and fulfilment it achieves rather than a physical reward (CIPD,2022A). Organisations who have not implemented a robust reward strategy may find employees display negative attitudes, dissatisfaction and frustration. This is likely to manifest lower productivity, lack of engagement, dysfunctional behaviour which inevitable contribute to high turnover rates (Wilton, 2013).

3. Explain the differences between types of grades and pay structures. (AC 2.1)

The purpose of a pay structures provides a framework within organisations so it’s clearly defined for wage progression, employees can identify if pay can be increased within or outside that specific pay structure. These pay structures can be an imbedded reward strategy and ensure it aligns with the desired mission, purpose and culture, additionally it can foster appropriate behaviours and performance required from employees (CIPD,2024D).

The most familiar type of pay structure is individual pay rates, this is where there is a single hourly/weekly pay rate or salary which is allocated to a job specification or person within an organisation. This structure has no clear progression however it’s designed to attract retain and motivate specific individuals. However, if an organisation was looking to incorporate the progression element for a pay structure, individual pay ranges may be preferred, this is a more sophisticated version and is implemented as an employer would attach a pay range to each job or individual (CIPD,2024D). A formal approach is a narrow-graded pay structure incorporates many grades which is normally exceeding 10 or more, includes roles of broadly equivalent worth positioned into a band. Organisations who implement this are likely to reach the top of the grade reasonably quickly due the grades being narrow this can lead to demands for upgrading and cause grade drift which can be seen as unjustified (CIPD,2024D).

A broad banding structure includes a small number of pay bands, anywhere between 4-5 bands. This structure allows flexibility as it places no limits on pay progression within each designated band, this structure is beneficial when organisations want to recognise an employee for their loyalty hard work and contributions. Additionally, it provided no ambiguity on when their next increment will occur, from an employee perspective it will likely motivate and increase their work ethic, despite this bands can be wide due to the small number that’s implemented, therefore an employee may move into a more challenging role without receiving any further incentives due to both roles being in the same category (Morris,2023).

If Eco-Insulate were to utilise grade and pay structures, it would benefit the organisation by bringing in order and clarity when managing increases in pay and further development for employees. Additionally, it ensures that they are consistent, fair and compliant with legislation to limit risk in situations such as pay discrimination (CIPD,2024D).

4.  Explain how contingent rewards can impact individual, team and organisational performance. (AC 2.2)

Contingent rewards are considered as incentives that are awarded based on specific goals associated with that job, the person displaying specific behaviours and the outputted performance. There is heavy influence on what is it we value the most and what will we be prepared to pay for, so organisations can adopt a variety of reward strategies such as performance related pay, competency related pay, contribution related pay, skill-based pay and service/tenure related pay (Taylor&Woodhams,2022).

Performance related rewards can be based on induvial or teams’ outcomes. Rewards based on individual performance such as bonuses or commission paid has a direct link improved work ethic while increasing motivation and consequently individual performance. This will inevitably demonstrate to the workforce that their hard work and contributions are valued and appreciated achieving a sense of fulfilment also. When the link between employee contributions and reward are not aligned incentives and recognition ate more likely to harm the overall performance of an individual (CIPD,2022). Organisations may adopt a strategy where it provides incentives on a team-based performance, these are utilised more in sales targeted environments. Implementing rewards on the performance of a team can be beneficial to encourage collaborative working and can mean that all individuals will be working to achieve am common goal or mission of their organisation. 

Additionally, team incentives encourage building positive working relationships and helps establish a sense of team identity, therefore if one team member fails it doesn’t mean that the whole team can’t succeed and achieve their set objectives (Munroe,2023). However, it’s important to note that those who are top performance may not feel valued if not rewarded individual also, and it’s easier for those underperforming to go unnoticed, therefore management play a crucial role in maintaining fairness and consistency (Taylor&Woodhams,2022). Any continency reward will have an impact on organisational performance implementing strategic both individual and team incentives can be aligned with the desired goals and objectives thus will retain sustainable competitive advantage.

Competency-based pay is seen to be more popular amongst employees as they are motivated to enhance their current skills and competencies into pay progression. Individually, this type of award encourages continuous development and rewards them for their efforts while guaranteeing career progression. (Perkins et al., 2016). This type of contingent reward provides a well-defined required behaviours within the role with a clear expectation on how to perform, as a result rewards them based on the behaviours and attitudes that are demonstrated (CIPD,2024H). This type of reward can directly motivate individuals’ performance and enhance their work ethic, this will directly benefit the organisations desired objectives as employees are ambitious to achieve required goals while getting compensated for it (Monica&Sarvamangala,2022). Additionally, if there is culture or collaboration and teamwork it will encourage knowledge sharing and develop the required competencies desired by the organisation, however this approach is considered as unmanageable and everyone is expected to behaviour in the same way, which doesn’t create a diverse workforce that encourages individuals to utilise their experiences skills an insight (CIPD,2024H).

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

Benefits that are implemented by an organisation can obtain the desired talent, retain those employed, rewarding them for their hard work and contributions while motivating employees to meet the desired needs of the company. There are many sectors of reward organisations can focus on, such as those that include monetary value, health and wellbeing, development programmes or the option of flexible working. Each type has their own unique merits, for example:

An employer should recognise that they have duty of to look after the health, safety and welfare of its employees. It has become critical for businesses to introduce initiatives that look to improve both physical, mental health and wellbeing (Taylor&Woodhams,2022B). Wellbeing benefits can be categorised into physical and psychological. Examples of physical can include, health insurance, paid sick leave, access to fitness facilities or an increased holiday allowance to focus on wellbeing. Whereas psychological wellbeing benefits can include, employee assistant programmes, access to free counselling or having mental health champions (Perkins et al., 2016).

Focusing and implementing wellbeing initiatives can prevent absenteeism and reduce stress by promoting healthier lifestyles. Employers who actively engage with staff to promote and show interest in this sector while providing support when staff experience difficulties in their domestic lives can build positive relationships among the workforce and demonstrate care and foster a sense of loyalty (Taylor&Woodhams,2022B). Having an organisation who promote good health and wellbeing can be a core enabler to improve productivity, morale, engagement and overall performance (CIPD,2024,B)

Implementing strategies that support flexibility can have both direct and indirect benefits to the business, direct benefits incorporate cost savings on office space, furniture and facilities by utilising technological advances such as remote working and hotdesking (CIPD,2025C). Indirect benefits can positively impact individuals by increased job satisfaction, it’s evident that organisations who offer flexible working demonstrate commitment and a higher sense of fulfilment. Additionally, it supports with reduced absence rates as it allows those who have a disability, any long-term health conditions or caring responsibilities to manage them effectively (CIPD,2025C). Furthermore, offering flexible working arrangements can be a great tool to entice greater diverse talent to the workforce, a study has found that 87% of people want to work flexibly by not offering this benefit can decrease your potential talent pool significantly (CIPD,2018).

Death in service is an additional employer provided benefits to consider, this is where a payment of normally two/four times of an employee’s salary as a lump sum if an employee dies while they are working for that organisation (Giles,2024). Whilst it’s not a mandatory benefit, it’s normally at no cost to the employee, and this can provide peace of mind to employees as their families will be financially secure if anything were to happen (Agbo,2023).

6. Explain the merits of different types of recognition schemes offered by organisations. (AC 2.4)

Organisations must see the value in offering additional incentives or utilise a variety of ways to recognise employees hard work and contributions that they bring to a business. There are many different views on what organisations should prioritise and implement, there is emphasis on fairness, or some argue reward and recognition should be set individually to attract and retain top talent, as we know financial incentives can be effective however nonfinancial forms can be extremely effective to motivate and improve individual and organisational performance (CIPD,2022).

Eco-insulate would benefit from investing time into public recognition through the business, it’s innate for humans to desire some form of recognition for their accomplishments, implementing ‘Employee or Team Appreciation Days’ as a recognition scheme can provide an opportunity to recognise performance within the organisation. This could include wellness focused incentives, team night out or being treated to lunch at work (CIPD,2020). Furthermore, encouraging staff to attend events outside the working day can create a stronger sense of belongingness and develop stronger relationships among the team (Howes,no date). Additionally, employee of the month is another great initiative of a form of public recognition, these accomplishments can be posted in a newsletter or the organisations social media platforms, demonstrating appreciation in a variety of ways promotes sense of pride while improving morale and motivation (Howes, no date).

Organisations can recognise high performers though means of compliments, gratitude, emails or public recognition in newsletters or being issued an award, additional nonmonetary awards such as gifts, tickets can be a type of recognition. These non-financial rewards are relational unconditional and unexpected so may have a significant impact when provided to employees (CIPD,2022B). Evidently, research has shown that recognition that is non-financial has a positive impact on intrinsic motivation and performance, in addition it can increase the interest and satisfaction of work which will inevitably affect commitment and engagement positively (CIPD,2022). Research has shown that positive engaged teams create a happy working environment, 82% are happier when recognised at work and those who are engaged are 87% less likely to leave (People Management,2023). 

Eco-Insulate must consider incorporating these nonfinancial rewards and tailor them effectively and imbed them into their rewards strategies to foster a positive culture, working environment and recognise that it will be a key driver to success (Howes, no date).

7. Assess the business context of the reward environment. (AC 3.1)

The context of the reward environment can be assessed internationally, nationally and through the corporate business context. Eco-Insulate have acknowledged that there is an issue with the current environment and culture, this can be adapted through strategies of reward, implemented to achieve a positive working environment to then support the organisations goals. There are a wide range of environmental factors that can influence the approach that Eco-Insulate towards what reward management strategy they will implement for their employees. It’s critical to consider a range of external and internal factors that may influence their chosen strategy (Wilton, 2013).

Eco-Insulate may face constraints with their choices when it comes to implementing a reward strategy it will always be underpinned by a legal framework, despite people practitioners stating that the strategy must align with the organisations mission and goals the starting point must always be what the allows or what it requires (Perkins et al., 2016). For example, certain areas such as equal pay for work of equal value, holidays, law covering discrimination in pay and conditions under the equality act can all affect reward. Organisations must comply with these standards to ensure they are not breaking the law to mitigate any risk and ensure fairness and consistency (Perkins et al., 2016).

Additionally, there are several national legal and contextual issues that can impact reward strategies, with Eco-Insulate operating within the United Kingdom they will be affected by factors such as the NMW, Equal pay now protected under the Equality Act 2010, the demand for skill workers and a fragmentation within the labour market (Taylor&Woodhams,2022). It’s important to note that the UK’s economy has deviated from industrial base to service base, so reward approaches have been adapted to fit appropriately. Due to the fragmentation within the labour market its produced flexibility for individuals with allowing part time contracts, a great proportion of woman and inevitable a more diverse workforce. Organisations have been able to take a strategic approach to this by individualising contracts and pay to support their continuous growth. Furthermore, many political factors are apparent within the nation context, most recent notable factors that affected organisations is the consequences of Brexit and Covid-19 (Taylor&Woodhams,2022).

Eco-Insulate would benefit from reviewing internal considerations that shape reward to ensure they align with the goals and objectives they desire to achieve. Analysing their current situation there are concerns surrounding performance, it would be beneficial to introduce performance related pay reward to drive employees to achieve desired results. Additionally, identifying demographic expectations can allow the organisation to invest in training/career growth providing the team with the right competencies and skills can enhance the culture positively, boost morale and the brand (The Economic Times,2023). This may be a resolution to improve retention, improve the skills of current workforce and reduce negativity. This strategy and analysis of internal factors needs to be undertaken while observing the labour market to ensure that Eco-Insulate is achieving sustainable competitiveness against competitors while ensuring salaries are affordable, fulfilling needs of stakeholders, achieving strategic goals while having a sustainable fair reward system (Taylor&Woodhams,2022).


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

Eco-Insulate can gain a further understanding by gathering and measuring benchmarking data to develop to provide actionable insights they can do this by collecting data via a variety of sources to ensure they are striving for continuous improvement within all functions of the business some of these include, 

Job evaluation is a great way to obtain internal and external data within Eco-Insulate and other jobs equivalent in organisations and sectors (CIPD,2024E). Job evaluation is a systematic process utilised to determine the significance or value of several jobs, it can asses’ jobs objectively while avoiding prejudice or discrimination. This process is utilised when an organisation needs to determine pay grades within pay structures, ensure this maintain a sense of fairness and consistency and to compare rates internally or externally (CIPD,2024E). This process can appear complex, time consuming and is subject to the human factor as the process of allocating job importance is often influenced by stereotypes (acas,2014). 

Internal benchmarking is the process of whereby Eco-Insulate can identify their current situation and attempts to learn from their own processes to determine best practice moving forward. For example, Eco-Insulate have stated that there is no incentive scheme in operation however there is an expected level of performance, it would be beneficial for them to identify production cycle time and downtime to produce performance incentives for staff to ensure they meet or exceed expectations this will lead to continuous improvements and increased efficiency (The Economic Times, no date).

The process of bench marking can also be utilised in recruitment and hiring processes. This can improve the current processes and help attract the right candidate with the required skill needed to improve the overall performance. Delving into current processes in place reviewing that they meet industry standards can help streamline the process to ensure Eco-Insulate remain competitive (Indeed,2024). The benefits of conducting any benchmarking and comparing current practices can provide a wealth of data driven which will support and benefit the organisation when making strategic decisions to enhance operational effectiveness. It can be a useful tool for risk management to ensure the organisation stays compliant to avoid legal disputes or reputational damage (Moss,2024).

9. Explain approaches to job evaluation. (AC 3.3)

Job evaluation is the procedure to assess the demands of a role with the intention to allocate jobs to a position within a pay structure, to complete the evaluation, it requires job analysis, job descriptions and how demands of the role (Perkins et al., 2016). Job Evaluation is applied to match jobs, when this occurs market pricing can take place, however it’s important to note that other approaches occur to compare jobs. There are tensions between market pricing and job evaluation. Job evaluation focuses on the importance of a job role which is internally focused whereas market pricing focuses externally on payrates comparing them to the wider labour market (CIPD,2024E).

An approach to job evaluation is an analytical method, this is where a job role is separately apprised on individual factors of compensatory characteristics, these include skill, effort responsibility and working conditions, when separated they are then evaluated based on a point score system. These characteristics are considered as factors which are then broken down into levels (ACAS,2014). Approaches within an analytical scheme include points rating and factor comparison. The point rating is a quantitative approach which evaluates the role against the factors and is then assigned a weight based on its importance, points are then allocated to a level that’s required for that job (CIPD,2024E). Whereas the factor comparison has a certain assessment however no points are provided, this is a less utilised method as the point rating enables more jobs to be ranked at a time (CIPD,2024E).

An analytical approach provides clear recognition due to the points value it utilises between the variety of jobs and can be differentiated while being difficult to manipulate. When a new job is created within the organisation they can be evaluated and placed into the existing hierarchy with ease. However, it can be difficult to weigh the factors correctly especially if there is a lack of skill from those conducting the evaluation. Furthermore, this task can be time consuming and the right resources and required and there is a risk of duplication of factors (acas,2014).

Non-Analytical is a method of a job evaluation, this includes reviewing the whole job role, without considering other components separately (acas,2014). Within the evaluation the main types that are analysed are job ranking, paired comparison ranking job classification and internal benchmarking (Perkins et al., 2016). This type of analysis typically will utilise simple job titles or job description to obtain a comparison. This evaluation is considered as simpler to complete, has a sense of flexibility whilst being cheaper to complete. Despite this, the method is prone to subjectivity and inconsistency. The primary challenge for analysts arises when attempting to differentiate between job content and individual performance within the role (Perkins et al., 2016). 

10. Explain the legislative requirements that impact reward practice. (AC 3.4) 
 
Eco-Insulate need to be aware of the several legislative requirements that impact reward practices within organisations to ensure fairness, consistency and ethical treatment of all employees. Key legislation factors include:
The Equal Pay Act 1970 states it’s unlawful to discriminate between men and woman, all genders must not be treated less favourable if they are employed within a role that is like work, work rated as equivalent or work of equal value. This legislation is now covered under the Equality Act 2010. Despite the term being called ‘equal pay’ it not only focuses on pay but addresses all terms and conditions within the contract of employment (Daniels,2022). It’s important to note that this applies to employees, workers, agency workers, apprentices, self-employed and those on full or parttime contracts (CIPD,2024F). 

The National Minimum Wage Act 1998 (NMW) provide the right for employees to receive a minimum rate of pay for the work conducted from their organisation, this legislation ensures that organisations are providing fair compensation relating to an employee’s age (Daniels,2022). Eco-Insulate must keep abreast when rates are reviewed to ensure they are in line with their reward policies to always ensure compliance, failure to comply with this legislation can result in financial implications, risk of tribunal cases or being exposed publicly by the government (Daniels,2022). Additionally, organisations need to forecast this additional expense when NMW rises, this will also affect additional skilled worker as the pay gap will narrow each time NMW rises (GOV.UK,2024).

Additionally, the Working Time Regulations 1998 is a requirement that relates to the minimum conditions relating to weekly working time, rest periods and annual leave entitlement within the United Kingdom. Despite this there is an option here employees have the option to optout of the 48hour working week (CIPD,2024G). Eco-Insulate have a responsible of the welfare of their employees, they need to ensure that reward policies take this into consideration especially when there is regular overtime that employees do not exceed the maximum hours unless they’ve opted out. Additionally, by law employees are entitled to 28 days paid statutory annual leave, which can include bank holidays. Annual leave entitlement must be incorporated within the reward strategy, to expand on this Eco-Insulate may enhance this type of reward by providing additional annual leave for length of service which demonstrates a sense of appreciation from employee’s hard work and contributions.



REFERENCES

acas (2014) Job evaluation: Considerations and risks booklet - acas, Job evaluation:  considerations and risks. Available at: https://www.acas.org.uk/sites/default/files/2021-03/job-evaluation-considerations-and-risks-advisory-booklet.pdf (Accessed: 25 January 2025). 

Agbo, K. (2023) Employee death-in-service benefits explained, Globacare. Available at: https://www.globacare.co.uk/guides/death-in-service-benefits#:~:text=As%20an%20employer%2C%20one%20of,secure%20should%20the%20worst%20happen. (Accessed: 17 January 2025). 
Armstrong, M. and Taylor, S. (2014) Armstrong’s Handbook of Human Resource Management Practice. London: Kogan Page. 

CIPD (2020) Five ideas for employee recognition, CIPD. Available at: https://www.cipd.org/uk/about/news/five-ideas-employee-recognition/ (Accessed: 25 January 2025). 

CIPD (2022) Incentives and recognition: An evidence review - CIPD. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/incentives-recognition-practice-summary_tcm18-105466.pdf (Accessed: 19 January 2025). 

CIPD (2022A) Incentives and recognition: An evidence review - CIPD, Incentives and Recognition - An evidence review. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/incentives-recognition-practice-summary_tcm18-105466.pdf (Accessed: 25 January 2025). 

CIPD (2022B) Employee recognition and non-financial rewards, Employee Recognition and Non-financial Rewards . Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/non-financial-recognition-scientific-summary_tcm18-105469.pdf (Accessed: 25 January 2025). 

CIPD (2024) Strategic & Total Reward: Factsheets, CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/strategic-total-factsheet/ (Accessed: 12 January 2025). 

CIPD (2024B) On this page, CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/well-being-factsheet/ (Accessed: 13 January 2025). 

CIPD (2024C) Flexible working practices: Factsheets, CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/flexible-working-factsheet/ (Accessed: 17 January 2025). 

CIPD (2024D) Pay structures and pay progression: Factsheets, CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/pay-structures-factsheet/ (Accessed: 17 January 2025). 
CIPD (2024E) Job Evaluation & Market Pricing, CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/market-pricing-factsheet/ (Accessed: 25 January 2025). 

CIPD (2024F) Information on equal pay, CIPD. Available at: https://www.cipd.org/uk/knowledge/employment-law/equal-pay/ (Accessed: 01 February 2025). 

CIPD (2024G) Working Time Regulations Resources, CIPD. Available at: https://www.cipd.org/uk/topics/working-time-regulations/ (Accessed: 01 February 2025). 

CIPD (2024H) Competence and competency frameworks: Factsheets, CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/competency-factsheet/#strengths (Accessed: 01 February 2025). 

Daniels, K. (2022) Introduction to employment law: Fundamentals for HR and business students. London, United Kingdom: Kogan Page Inc. 

Giles, N. (2024) Death in service vs Life Insurance, Legal & General. Available at: https://www.legalandgeneral.com/insurance/life-insurance/definitions/death-in-service-v-life-insurance/ (Accessed: 17 January 2025). 

GOV.UK (2024) How has the NLW affected pay differentials within firms?, Low Pay Commission. Available at: https://minimumwage.blog.gov.uk/2024/02/16/how-has-the-nlw-affected-pay-differentials-within-firms/ (Accessed: 01 February 2025). 
Hajduk, P. (2017) What’s the real value of reward?, What’s the real value of reward? Available at: https://www.peoplemanagement.co.uk/article/1743866/real-value-reward (Accessed: 02 February 2025). 
Howes, K. (no date) Examples of non-financial employee rewards: Reward gateway UK, Examples of Non-Financial Employee Rewards | Reward Gateway UK. Available at: https://www.rewardgateway.com/uk/blog/10-examples-of-non-financial-employee-rewards (Accessed: 25 January 2025). 
HR Team. (2021) Reward management: Best practice guide, Davidson Morris. Available at: https://www.davidsonmorris.com/reward-management/ (Accessed: 03 February 2024). 
Indeed (2024) Importance of recruitment benchmarking to the hiring process | Indeed.com canada, Indeed. Available at: https://ca.indeed.com/career-advice/career-development/recruitment-benchmarking (Accessed: 25 January 2025). 

Kunene, K. (2020) The importance of fairness in driving employee motivation. adhering to ethical commitments improves the employer-employee relationship., LinkedIn. Available at: https://www.linkedin.com/pulse/importance-fairness-driving-employee-motivation-adhering-kunene/ (Accessed: 12 January 2025). 


Monica, S. and Sarvamangala, R. (2022) ‘Competency based compensation system’, Journal of Management and Science, 12(1), pp. 42–46. doi:10.26524/jms.12.8. 

Morris, A. (2023) Different types of pay structures, DavidsonMorris. Available at: https://www.davidsonmorris.com/different-types-of-pay-structures/#elementor-toc__heading-anchor-1 (Accessed: 17 January 2025). 

Moss, G. (2024) HR benchmarking: A guide to getting started: PHR, HR Benchmarking: A guide to getting started | PHR. Available at: https://www.peoplehr.com/en-gb/resources/blog/hr-benchmarking/ (Accessed: 25 January 2025). 

Munroe, R. (2023) The Pros and cons of team incentives, LinkedIn. Available at: https://www.linkedin.com/pulse/pros-cons-team-incentives-regina-munroe/ (Accessed: 19 January 2025). 

People Management (2023) Why recognition and reward in 2023?, Home. Available at: https://www.peoplemanagement.co.uk/article/1816014/why-recognition-reward-2023 (Accessed: 25 January 2025). 

Perkins, S.J., White, G. and Jones, S. (2016) Reward management. London: Chartered Institute of Personnel and Development. 

Taylor, S. and Woodhams, C. (2022) Human Resource Management: People and organisations. New York, NY: Kogan Page Inc. 

Taylor, s. and Woodhams, C. (2022B) Studying Human Resource Management A Guide to the study, context and practice of hr. S.l.: KOGAN PAGE. 
The Economic Times (2023) Impact of leadership training on organisational culture, The Economic Times. Available at: https://economictimes.indiatimes.com/jobs/c-suite/impact-of-leadership-training-on-organisational-culture/articleshow/103308997.cms?from=mdr (Accessed: 02 February 2025). 
The Economic Times (no date) What is internal benchmarking? definition of internal benchmarking, internal benchmarking meaning, The Economic Times. Available at: https://economictimes.indiatimes.com/definition/internal-benchmarking?from=mdr (Accessed: 25 January 2025). 

Wilton, N. (2013) An introduction to human resource management. London: SAGE. 

