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(AC 1.1)


Principles of reward management being employees rewarded for contribution in fair, consistent and transparent ways offering intrinsic and extrinsic rewards.

Its vital rewards offered are considered and balanced maintaining psychological contract, otherwise communication can breakdown if rewards are unfair or bias.

Total reward offers intrinsic and extrinsic rewards providing balance, employees feel valued, improving performance, engagement, and culture (Taylor and Woodham, 2022)

Implementing strategic reward policies and practices which are financially viable, meeting strategic objectives within external market trends, integrating rewards within the businesses objectives and rewarding good work help retain staff, increasing culture and performance.

The total reward approach is more than salary benefits, rather making employees feel valued and supported, offering flexible working opportunities, private healthcare, gym memberships, shopping incentives can positively impact culture change and empower employees (CIPD 2025a).

40% employees value flexibility, location, belonging at work, purpose, feeling appreciated over salary, 65% companies don’t offer rewards for performance. Eco-Insulate UK would benefit by offering total rewards to assist employee culture and performance. (HR Review 2022)

Strategic and total reward are ways to attract, retain and engage employees, implementing fair, transparent rewards can promote employer of choice retaining engagement and motivation.  ASDA offers employees 10% off certain insurances, GP services and more. Recognising need to value staff, their engagement programme introduced E-vouchers, rewarding staff immediately for good work, installing culture of appreciation, trust and consistency (ASDA 2025) (ASDA no date)

McDonalds believe driving employees forward with clear and consistent goals, offering incentives and benefits helps retain staff. They remain competitive in the market, reviewing salary and benefits periodically, offering private healthcare, enhanced wellbeing programmes and more. (McDonalds 2025)

Not one reward package fits all, what works for one company may not suit another. McDonald’s and Asda are large companies but show how Eco- Insulate UK could offer some rewards less costly which are effective, like engagement programs and private healthcare.  It’s important to structure rewards employees want, having voice on incentives to see greatest benefits, with effective benefits in place improving performance preventing unethical behaviours.

Eco-Insulate UK need to consider budgets costs within strategy, analysing before and after rewards introduced to measure positives and negatives to improve retention, culture and performance (Armstrong, M AND Taylor, S 2023)


 (AC 1.2)

Extrinsic rewards are tangible benefits like pay, bonuses, promotions organisations offer employees to assist in improving employee contribution and productivity, benefitting organisational performance as employees driven by money can motivate and engage staff. 

Performance related bonuses can also drive employees meeting targets for financial gain which increases contribution and performance. However, according to People Management, extrinsic rewards can also act as a demotivator, if employees view pay as unfair this can cause conflict and dissatisfaction damaging employee and organisational relationships, retention as well as reputation. Even though extrinsic factors will always be important, organisations need to incorporate extrinsic and intrinsic rewards for balanced, fair workforce ensuring pay is competitive and fair and incorporating intrinsic rewards for overall engagement, aligning with the organisations goals (People Management 2017).

Intrinsic rewards come from individuals’ personal satisfaction, aspirations, personal growth, taking pride in work as an intangible reward, focusing on career opportunities and recognition which instils job satisfaction, drive and motivation, employees feeling valued which will increase employee contribution improving performance and motivation.

According to CIPD, employees having satisfying experiences within work are more likely to develop psychological attachment, where employees feel listened to and valued putting extra effort to achieve goals and sustain performance (CIPD 2021).

People are driven by different motivational factors so it can be challenging to implement intrinsic rewards as not one fits all (CIPD 2015a).

The Charity sector shows how focus has changed, often driven by intrinsic rewards and opportunities to undertake meaningful work, now recognise how extrinsic factors such as pay still remains key driver to attract and retain talent offering a more diverse and driven workforce (Charity job 2025).


Overall Eco-Insulate UK would benefit from incorporating both extrinsic rewards to drive performance, motivation and positive behaviours increasing motivation and overall performance and intrinsic rewards to boost job satisfaction and personal development so employees further engage with the organisation improving employee contribution and drive performance in line with organisational goals.












 (AC 2.1)


Grade structure are sequence grades, bands or levels where jobs grouped together and placed. 

Pay structure gives framework for wage progression aligning organisational mission, vision, purpose and culture, helping employees receive better clarity, preventing pay discrimination. (CIPD 2015) (Armstrong, M. and Taylor, S 2023)

Organisations use formal and informal grade and pay structures.

Pay structure are pay ranges / brackets attached to each band or level defined by span or width of pay ranges within each grade, measured in percentage lowest to highest reviewed on performance, competency, contribution or time served. An employee under same pay band, but one more experienced may be placed in same band but upper bracket due to experience but set within same banding for the role. CIPD 2024

Narrow grade structures suitable 10 or more job grades, with progression linked to performance, this structure is easier to control. However, is reactive to change and not clearly defined like broad – graded structures where sequence is smaller: grades 6-9, broad pay ranges of 40%-50% compared with 20%-40% with Narrow Grades and progression linked to contribution and other thresholds meaning broader grades are more defined and clearer allowing better control. The downside. compared to narrow -graded structure are costs and more scope for pay progression which could prove difficult to control as seen with PB (BP no date) (Woodhams and Taylor 2022)

Informal structures like spot rates have no pay ranges or groups, based on competency and contribution, moving higher as skills increase, focusing on individuals than job roles, beneficial if employees have broad range of skills and training but disadvantageous if others find learning and developing skills difficult, this method may prove beneficial within small/medium organisations rather than within the public sector, due to volume of employees.

Individual job grades are informal, more structured than spot rates. Pay is defined either side of a rate, mid-point of the range fixed by reference to market rates or job evaluation, competency or contribution, not performance related like formal structures. 

41% employers do not have graded structures for roles which causes issues if individuals are paid erratically, undertaking same jobs without explanation or evidence (Armstrong, M. And Taylor, S 2023)

Individual payrates, often found in smaller organisations, provide freedom to increase salaries without banding restrictions. Eco-Insulate UK could benefit both approaches, grade and pay structures, consideration needed on how pay is rewarded. If based on performance , graded structures would be suitable for autonomy, where employees pay increase linked to level performance, increasing standards, raising moral and culture which is currently lacking. If the organisation wanted more freedom regarding pay scales, informal methods might prove beneficial, allowing Eco-Insulate UK to set boundaries and incentives,  increasing skills and contribution, its important to be clear and transparent with methods chosen preventing miscommunication which could further aggravate negative culture and performance.

Many healthcare and hospitals utilise broad banding graded structures giving more scope for newly qualified staff to move from lower to higher end of grades as they gain more experience, where smaller/medium sized organisations often use individual pay rates proving beneficial where specialist employees focus on job roles within sectors and departments (Paydata no date).


 (AC 2.2)

Contingent rewards are motivational based rewards, additional to basic pay for achieving specific goals or performance outcomes, way to reward achievements and promote positive behaviours linking rewards to objectives. For success, managers need to be consistent, fair and clear within its approach providing clarity and stability free from bias (Armstrong and Taylor, 2023).

Contingent rewards could be performance related pay, where performance is assessed and incentives offered for meeting certain goals, this method proving rewarding to individuals giving incentives to do well for financial gain. However, when working within teams having the incentive to do better, competing with others can drive individuals proving motivational, however, could be demotivating if individuals are not keeping up, leading to stress, pressure or substandard work as individuals rush to finish. This method might be suitable for Eco-Insulate UK driving employees, however, be mindful of the negative culture currently instilled (CIPD 2024a).

Virgin use performance-related pay, offering competitive base salary with added performance – based bonuses designed to reward employees who consistently meet or exceed performance goals, linking incentives to performance. They feel this structure encourages result-driven culture, motivating employees to succeed which would prove beneficial for Eco-insulate UK(Top Resources 2023).

Performance related pay is prevalent within private sector. However, covering mainly managerial staff, few employers extending to manual or lower-grade workers, Eco Insulate UK needs to consider restrains of this method and possibly rollout throughout the organisation as individuals could feel disgruntled if the structure was only available to senior staff (CIPD 2019).

Another contingent pay method could be Skill based pay rewards, pay relating to skills and encourages rewards for these skills. This method can be motivating when skills are obtained  and pay rewards in place, pay structure is clear, easy to manage based on skills rather than performance, within a team setting. However, it could cause unrest when individuals struggle with training or obtaining skills, this would need assessing by individual teams and sections at Eco-Insulate Uk to look at capabilities/ skills within teams. This method could prove expensive if pay is based on skills as employees may not utilise these skills in current roles but still paid contingent reward so there’s a cost element.

Both processes require careful consideration by Eco-insulate UK, ensuring methods implemented increases moral and positive so to not further exaggerate already negative culture and performance.



 (AC 2.3)

Eco-Insulate UK could offer employees variety of benefits which are considered and appropriate, increasing productivity and culture resulting in happier workforces. 

Many organisations offer private healthcare as a benefit. Health insurance provides employees physical and mental healthcare, such as access online doctor, surgery options as well as health cash plans and much more (CIPD 2023)

Rhyal Engineering, medium sized private sector organisation offers staff health insurance proving  successful with employees engaging with the programme, research has shown high proportion of employees engaging with the benefits, the aim to attract, motivate and encourage positivity and loyalty within the organisation, benefitted the organisation as a whole (Westfield Health no date).

Flexible working allows employees flexibility over where and when they work. Eco Insulate UK could look at adjusting start and finish times, compressed hours or job shares working around the production industry.

Research suggest building flexible workforces, employees feel better supported helping attitudes and retention issues, building inclusion assisting Eco-insulate build flexible workforces to cover measure day works, costs implications need to be considered as there could be higher recruitment costs if more employees are required (CIPD 2025b)

Greggs is an example where flexible working was introduced within head office, stating since Covid there’s been a change in attitudes with people requiring  more flexibility and work life balance, HSBC also advised cutting 40% of its office space and offering more flexible working policy. Flexible working as a day one right introduced in 2024 showing how much value there is in the concept. Introducing flexible working within these organisations has assisted in building loyalty and retention, keeping up with competitors, with employee valuing the organisation for recognising work life balance (Greggs 2021).

All employees who meet relevant criteria can have statutory maternity pay, by offering an enhanced package can increase employee morale and develop reputation as being a supportive employer (CIPD 2025c).

According to HR, over half UK employers provide enhance maternity and paternity pay. With  employer feedback advising better engagement, employee wellbeing and recruitment and retention outweighing additional costs incurred. With more work life balance focus and increased parents taking shared parental leave, this would help Eco-Insulate UK strike balance for their workforce showing as caring compassionate company who is invested in their employees as well as building positive and committed workforce (HR 2021).
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Recognition schemes are different types of non-monetary rewards given to employees to acknowledge and recognise efforts, behaviours or achievements within the organisation which is in line with strategy, cultures and ethos. It’s believed people compare themselves with others and recognition can help drive others to do well and boose self-esteem, improve engagement and reinforce positive behaviours being recognised with the organisation, helping improve Eco-insulate UK culture and reduce turnover as employees feel supported, happy with less cost to organisations that monetary values (CIPD 2022a).

Recognition schemes are easy cost-effective methods which would substantially help Eco-Insulate UK build moral and culture. There are many types of recognition schemes both formal and informal, which would benefit the business, such as day-day, public recognition, gifts, vouchers and more.

According to 2019 survey by the world of work, they reported 87% of organisations have staff recognition programmes in place, ranging from Employee of the Month, to bonus or gifts stating that recognising employees benefits both individuals and the organisation, reducing turnover, helps retain talent, aiding succession planning and productivity. It also assists with employers branding, becoming an employer of choice which will benefit Eco-Insulate UK (CIPD 2020).

Informal recognition such as day-to-day recognition, acknowledging an employee’s contribution and showing appreciation of hard work, simple gestures such as thanks, verbal praise, email with formal recognition consisting of employee of the month, nomination programmes, promotions.

Virgin and O2 have recognition programmes in place called ‘Sparkle’ wanting to recognise employees going above and beyond, they are recognised for the values the organisation hold suggesting this enables employees to think creatively,build healthy competition, builds moral and ultimately performance. Every month feedback is captured from peers which turns into sparkle points and gift opportunities for individuals nominated. This recognition scheme could prove beneficial for Eco-Insulate UK as it’s structured scheme draws from employee feedback , it could be costly depending on gifts offered but as demonstrated by Virgin, has helped build motivation and culture within their organisation (Sparkle 2025)

Recognition such as recognising an employee’s good work on the employees internet, publicly acknowledging their achievements using organisations website where this can be shared by  employees on their platforms, recognised by stakeholders, could be a champion page where employees are recognised monthly or a video why the  individual has been selected, this proving low cost and effective way Eco-insulate UK to promote and recognise their employees, helping build moral within the organisation, in addition holding regular employee appreciation days would help motivation and increase productivity (CIPD 2020)








 (AC 3.1)

Both internal and external factors can affect what rewards organisations offer and cost implications of offering certain rewards and ensuring these are in line with the organisations strategy and are sustainable and achievable. Rewards also need to be reviewed to ensure they are up to date and what employees want to keep employees motivated and engaged (CIPD 2025d).

An external factor which has affected many organisations is the recent employer NI increase from 13.5% to 15% and the increase of the NMW  increase in April 2025 to £12.21 which means organisations will be struggling to offer high benefits to employees given the additional expenses the organisation will experience from this external legislative change.

Eco -Therm UK could be effected by these changes significantly, where manual labour workers, if based on NMW would see an increase of £0.77 per hour along with the NI increases effecting the business costing forecast impacting what benefits they are able to offer, had this change not occurred. Employees will also struggle to understand  the change as they are not directly impacted in their wages, which could affect morale and productivity if the impact of the change is not communicated effectively.

CIPD suggest from a recent survey that 19% of employers are planning to reduce costs on training and areas where employers see positive productivity with pay increases stagnant at 3%  for the next 12 month, it is expected organisations will struggle with the increase , expected 24% organisations plan to scale down plans for investing and recruitment, showing how external factors can affect the reward organisations can offer affecting employees and the organisation.  (CIPD 2025e) (Taylor and Woodhams 2022)

Another factor which can affect the context of rewards is increase of exporting steel. Within Rhyal Engineering, a medium sized public sector organisation, like Eco-Insulate UK,  costs have increased meaning Rhyal budget has had to increase, this has created a barrier in addressing the external change, which could prevent Rhyal being competitive within the market.

The impact this has had on the rewards has been, pay rises have been reduced to allow for the extra costs , less perks are offered , such as a reduction in the well plan offered, data was reviewed and areas which are not being utilised have been reduced, to lower the cost of this benefit to the organisation.

 Rhyal have also reviewed their working patterns and offered employees  9 day fortnight working instead of 5 days a week working, this was introduced for two reasons, to reduce wage costs over the two week period in line with internal constraints, but also offers the benefit of flexible working pattern to help retain employees, offering work life balance to help keep employees engaged and motivated (Rhyal engineering 2025) 
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Eco-Insulate currently does not have any incentive scheme in operation and there is expected level of performance expected, with schemes operated for senior staff which could be the contributing factor to the negative culture and performance see within the organisation.

Gathering relevant benchmarking data from both outside sources and internally can help organisations measure and gain insight to aid decision making on reward strategies and what will or will not work for Eco Insulate UK addressing the organisations current negative culture and performance issues.

Internal data such as exit interviews and analysing payroll costs can be collected internally and analysed to inform choices, exit interview data is a cost effective way to obtain information, looking for trends why employees are leaving the organisation and what areas can be improved to help retain employees. It is cost effective and quick to obtain information, disadvantages to this method is that data can be biased with emotion and not always a true reflection of the time that employee was employed and my only portray negative aspects which can be difficult to measure. Analysing payroll for salary costs is a quick and effective way for Eco-Insulate  UK to have a snapshot of their salary costs for management, however, due to the data being internally sourced, it cannot be measured against competitors so the data is very limited to internal comparison between departments, levels and rewards but not offering an overall subjective insight of what other companies are doing. Internal benchmarking helps the organisation prioritise and pin point areas which are working well and areas for improvement but can be bias and is subjective, if not enough information is provided or if it not measurable (CIPD 2025f)


External benchmarking such as gender pay gaps and reviewing NMW offers true objective views. Valid data obtained via different methods such as government sites and ONS, to be compared to internal data to develop fair insight to help inform decisions. Due to the information being sources from a variety of sources, the data would provide validity to apply the results of the data, providing fair assessment to be analysed by Eco-Insulate UK for trends of what other organisations are doing to be competitive, assisting in making the right decision, raising morale and productivity.

By comparing and benchmarking against national surveys, locally collected data and job specific data can help organisations compare data from reliable sources to make informed decisions. The benefit of sourcing external data is that information is obtained from well researched sources well as analysing internal data which will give Eco-Insulate UK a balanced view, Eco-Insulate could benefit from benchmarking to assess what other organisations are undertaking to be competitive (CIPD 2024b)  




 (AC 3.3)

Job evaluation is collection of internal and external data on roles within organisations ensuring employees receive fair and competitive pay determined by pay structures. If there’s too many job rates, issues over equal pay could arise, evaluations help organisations be more transparent.

Evaluating internal and external job markets regularly offer reliability, reflecting changes in jobs, work and business needs, Job evaluation is time bound and evidence needs gathering timely so results are relevant, organisations need to be clear on purpose of the evaluation and what they what achieving looking at relevant data from external sources to make informed decisions, observing data obtained as well as evaluating the individual role (Taylor and Woodhams 2022)

There are several types of evaluations, formal, informal, analytical and non-analytical.

Formal evaluations are structured and consistent, evaluating roles based on criteria such as job responsibility, skills, level of authority. Tools are used to assess job performance to ensuring pay levels are fair. 

Informal approaches are less formal, based on judgements from managers, informal discussions on performance. 

Both methods could be utilised by Eco-Insulate UK. Formal approach would offer the organisation a standardised and structured method with detailed documentation and more accurate results but can be time consuming, where informal method would be a quicker with less paperwork , but can be bias as mainly based on opinion and can lack evidence based data which can be subjective. This may cause Eco-Therm UK more issues with lack of clarity and formality which could further increase the negative culture and retention issues which are already being seen ACAS (no date).

Job evaluation is also broken down into analytical schemes, where jobs are analysed in core components and non-analytical where jobs are viewed as a whole. It is suggested that most organisations used analytical methods to defend against equal pay claims which may arise. . 

An analytical approach could be points rating, where a role is broken down into elements and each factor pointed and allocated according to the demand of the job, factors considered being knowledge, qualifications and experience, if the role requires management of people, communication skills, initiative required , the objective being individual job roles are broken down and assessed separately to enable better views of the job role and what’s involved to point fairly and objectively.

Non analytical schemes are less objective and often cheaper but less detailed, for example, job ranking would be comparing one job to another establishing if it should be valued more or the same. For example, a job with certain grading structures and job description matches the grade description, due to the lack of in depth analysis in job ranking it would be easy for organisations to make assumptions about what the role involves which could be costly as the role may or may not be as involved than assumed which could further aggravate teams if they feel there job is not being fairly assessed and assumptions are being made (CIPD 2025g)





 (AC 3.4) 
 

Organisations must follow the law. Eco-insulate UK need to ensure they follow the Equality Act 2010 and National Minimum Wage Act 1998 when considering rewards, reducing retention issues and conflicts and improve culture issues which Eco-insulate are currently experiencing.

The Equality Act 2010 protect people from discrimination, employers must treat employees fairly, ensuring all employees have same opportunities and benefits. The Act also protects individuals based on race, disability and other characterises set within The Equality Act 2010 (ACAS 2025a).

The role of reward practice, it’s vital Eco-Insulate UK undertake job evaluations fairly in clear and transparent way, ensuring job roles are fairly assessed with measures in place to prevent discrimination. If this process is not undertaken fairly organisations could face legal consequences having financial and reputational impacting available resources for rewards (CIPD 2025g).

The Equality Act 2010 states it’s vital employees receive equal pay for work undertaken for roles of same, equal value or undertaking similar tasks, knowledge or skills. For example, employees undertaking same or equal role but opposite genders receiving different pay, this can impact reward offered as costs increase to abide by the law resulting less recourses for rewards, It could also mean if the organisation is not giving equal salaries organisations may not attract suitable staff, equal pay claims can be costly, damage reputation and culture , (CIPD 2025h).

ASDA reported 0% median pay of 145,000 employees making up 84% of its total workforce,  different pay between other male and female roles down 6.6% lower than the national average. HR also reported 17% large firms breaking the law not reporting (HR 2024)

Another Legislative requirement Eco-Insulate UK nee considering is National Minimum Wage Act 1998. The acts ensure workers are paid correctly in accordance with age or apprenticeship status, organisations failing could face legal action, impacting organisations and employees (ACAS 2025a)

National minimum wage in the uk is split between age categories, different for apprentices depending on year undertaking.

Over 21 currently legally entitled £12.21 NMW , ages 18-20 £10, Under 18 £7.55 and apprentice £7.55, the apprentices’ rates do change depending on age and if in first-year apprenticeship or not. 

NMW rates changed in April and it’s vital Eco-Insulate UK ensure they are up to date with legislation changes, ensuring compliance with law, keeping records 3 years, with employers named and shamed by the government if found guilty (Daniels 2024)  ACAS (2025)

Eco-insulate UK need to be careful offering incentives like Cycle to Work as individuals receiving minimum wage will go under this threshold meaning the organisation would be breaking the law and these reward would not be suitable for these individuals which could cause issues for the organisation with potentially a large proportion being unsuitable for this reward.

Eco-Insulate UK have fewer than 250 employees but might prove suitable to declare salary figures illustrate fairness, transparency helps build trust and increase productivity (CIPD 2024c) (CIPD 2025I)
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