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

Woodhams and Perkins (2022) states the main principle of reward is recognising and rewarding employees for their contributions. They state reward must be transparent, fair and consistent to maintain employee motivation and engagement. This is supported by Chown (2023) who argues an organisation can create a culture of appreciation through valuing and acknowledging an individual’s contributions. She states when reward and recognition is implemented successfully within an organisation, employees are highly motivated to work hard and job satisfaction is high. She argues when reward and recognition systems are executed well individuals and teams have greater productivity resulting in greater organisational performance. She states reward is crucial for creating a positive working environment that values employees, boosts morale and inspires employees to work hard.
Woodhams and Perkins (2022) state the second main principle of reward is that they can be intrinsic or extrinsic. They state intrinsic rewards come from work itself whilst extrinsic rewards are tangible. They argue when an employer combines both intrinsic and extrinsic rewards employees are more motivated and engaged in work. Hajduk (2019) supports this idea arguing the relationship between intrinsic and extrinsic reward must be carefully considered to promote motivation and build a positive work culture. He argues extrinsic motivation is often people’s main motivator with pay being top of the list. Once individuals are happy with their pay, he believes it is then when intrinsic rewards come into play. 
Hajduk (2019) states for an organisation to achieve the most from their employees, a reward package must focus on how they make individuals feel. In this instance he recommends recognising and celebrating individuals and teams who work hard to create a positive working environment. Hajduk (2019) suggests focusing on intrinsic rewards and investing in employees through training and development opportunities to create a healthy work culture that promotes motivation and drives performance.

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

Hajduk (2017) states it is not a straightforward relationship between intrinsic and extrinsic rewards in the workplace and both must be utilised to motivate and engage employees. He states recent years have seen a shift in the type of reward packages offered by organisations from extrinsic to focus more on intrinsic reward. 

Hajduk (2017) believes intrinsic reward strategies can inspire individuals to excel in their role impacting positively on organisational performance. However, he does recognise intrinsic rewards alone will not maintain morale arguing pay will always be a strong motivator for employees. He states if individuals feel they are not being fairly rewarded financially then they can quickly become demotivated impacting negatively on their contributions and overall organisational performance. Hajduk (2017) argues when money is felt to be fair an employee’s focus can shift to intrinsic reward.  

Cotton (2024c) supports these ideas arguing whilst pay and benefits are hugely important to employees these alone will not maintain employee contributions forever. He states intrinsic reward is equally important with opportunities for personal and career development among the most sought-after intrinsic reward. He believes when individuals feel valued in the workplace and see value in their work their contributions to a role are greater, which impacts positively on organisational performance. 

Cotton (2024d) states the mix of intrinsic and extrinsic reward is known as total reward. He states total reward looks not only at pay and benefits but covers all aspects of work which employees’ value. For example, flexible working and recognition. 

Woodhams and Perkins (2022) recommend implementing total reward to achieve high employee contribution without incurring huge operational costs. Woodhams and Perkins (2022) state that when employee contribution and output is high in relation to their running cost organisational performance will thrive. 

Cotton (2024d) states there would be a number of advantages to Eco Insulate UK introducing total reward for example, attracting and retaining the best talent and meeting both employee and organisational needs. This is supported by Woodhams and Perkins (2022) who state organisations can use their employee experience to retain and engage individuals. They state an effective total rewards package can increase employee morale and drive business performance.

However, Cotton (2024d) does recognise total reward does not come without its challenges. He states should line managers fail to support the reward package this can negatively impact employee engagement and productivity. He suggests Eco Insulate UK educate managers on communicating the rewards package and its benefits effectively with employees. He also states as an employer not to be tempted to higher pay and lower non-financial reward to ensure an effective total rewards package. 

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

Woodhams and Perkins (2022) state a pay structure defines different levels of pay for various jobs according to their value to the organisation. They define pay grade structures as the use of bands or grades to group comparable jobs. Cotton (2024) states pay structures are in place to provide a framework for pay progression. He argues clear pay structures work to align reward strategies with an organisations purpose and culture by encouraging desired behaviours and performance. He also states pay structures work to provide clarity to career progression. Woodhams and Perkins (2022) states there are a number of different pay structures available for example, narrow-graded structures, broad-graded structures, job family structure, career family structure and pay spines. 

Woodhams and Perkins (2022) states narrow graded structures are made up of many pay bands whilst broad-graded structures have fewer levels. Cotton (2024) states a typical narrow-graded structure is made up of ten or more levels with roles of similar worth slotting into them. He states these structures typically see progression in increments linked to length of service. However, broad-graded structures typically have just four or five bands enabling greater flexibility of pay. Cotton (2024) states broad structures see no pay progression limits within the bands unlike a narrow-graded structure. 

Woodhams and Perkins (2022) state job families group similar occupations together whilst career families split roles into different career paths. These structures are typically made up of six to eight levels with different salaries for each family. Cotton (2024) states separate pay structures are implemented in each family. Woodhams and Perkins (2022) argue these structures ensure individuals preforming roles of comparable value receive equal reward. They state with a career family pay structures ensure roles of similar value across the families are rewarded the same for example, a junior administrator and junior IT technician are on the same pay.
“Pay spines are based on a series of incremental points that allow for pay progression linked to length of service.” (Cotton, C. 2024).  Woodhams and Perkins (2022) state pay spines are often used in the public sector and see a number of different pay points extending from the lowest to highest paid position.   

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

Woodhams and Perkins (2022) state contingent rewards are used in many organisations as they are believed to be a great way to motivate people. Contingent reward strategy often provides employees with a base pay and a bonus calculated on a factor which is deemed important. For example, a performance-based pay system will reward individuals for performance whilst a skills-based system will reward individuals for developing new skills. 

Cotton (2024c) states on an individual level contingent reward can be an effective method used to encourage desired behaviors from employees and increase performance. Cotton (2023) states through linking performance and pay an individual is incentivised to hit targets. Cotton (2024c) argues individuals are motivated to perform well if they feel they are rewarded fairly. Woodhams and Perkins (2022) support this idea arguing contingent pay systems are widely used in organisations to influence an individuals’ performance as pay is seen as great motivator for employees. Cotton (2023) states by linking performance to pay employers can encourage higher performance from individuals and teams. He suggests by linking pay to an individual’s or teams performance they are more inclined to reach their sales targets. He argues this in turn will impact positively on organizational performance. 

Cotton (2024c) recognizes the use of contingent reward can also be beneficial to an organisation as they will only have to pay out when employees are preforming well. Woodhams and Perkins (2022) support this idea stating contingent reward supports organisation performance through focusing employees on business goals and targets. Through rewarding individuals for achieving organisational targets a business will continue to grow and performance will be high.  

Woodhams and Perkins (2022) suggest Eco-insulate UK could implement a contingent rewards scheme in their sales team to motivate employees to reach sales targets and increase business performance. However, Cotton (2024c) does recognise contingent rewards alone will not be enough to maintain a high level of performance. He suggests Eco-insulate UK incorporate a level of intrinsic rewards to get the most from employees.

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

Cotton (2024b) defines employee benefits as non-cash provisions that sit within an organisations reward package for example, pensions, private health care and company cars. He states organisations offer employee benefits to attract and retain the best talent. He argues benefits can also be used as tool to motivate and engage individuals to work hard and perform well. Cotton (2024) states there would be a number of merits to Eco-insulate UK offering employee benefits for example, improved wellbeing, attracting and retaining the best talent and encouraging desired behaviours. Below are a number of benefits Eco-insulate UK could consider incorporating into their benefits package. 
 
The Indeed Editorial Team (2023) state healthcare and dental care are a widespread employee benefit used by many organisations. They argue when organisations offer these kinds of benefits, they show employees they care for their welfare supporting employee wellbeing. Cotton (2024b) supports this idea stating organisation who offer healthcare benefits not only care for the welfare of their employees but also their productivity. He argues happy, healthy individuals are in work and more productive.

Some organisations offer company cars to employees to attract talent to certain roles for example, sales representatives or directors. Cotton (2024b) argues an organisation many use company cars to fill positions such as sales representatives as they are seen as a need for the role. He states this benefit many also be used to attract managers and directors to an organisation as they are seen as a symbol of job status. 

The Indeed Editorial Team (2023) state another benefit offered by some organisations is investment opportunities for example, buying of company shares. These benefits help to build community and support a positive work culture as employees feel part of the business. Offering employee’s shares in the organisation also drives motivation and promotes productivity as employees are seeing reward from their efforts. 

Humphrey (2023) states there are a number of benefits organisations are required by law to offer employees. For example, holiday pay, statutory sick pay, pension and paid maternity, paternity and adoption leave. Mandatory benefits are in place to protect individuals’ health and wellbeing and ensure employees are treated fairly regardless of their employer. However, Humphrey (2023) argues for Eco-insulate UK to attract the best talent and to keep employees motivated and engaged they should consider offering additional benefits to employees.  
 

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

Chown (2023) states recognition schemes are in place to acknowledge an individual’s contributions and achievements which algin with an organisation’s values. She argues there are a number of benefits to implementing a recognition scheme in the workplace for example, increased productivity, promote a positive culture and support high retention rates. There are a number of different recognition schemes used in organisations for example, formal and informal recognition, public recognition, cash awards and non-cash awards. Chown (2023) states recognition can be as simple as acknowledging an individual’s achievements in a meeting. However, she states this small act can work to boost morale whilst inspiring others to work hard. Below are a number of methods Eco-insulate UK could incorporate in the workplace to promote recognition. These methods aim to boost morale and motivate employees. 

Investors In People (2019) state one informal method of recognition used in the workplace is peer to peer recognition. They argue by celebrating individuals and groups who go the extra mile an organisation can build social connections promoting collaboration and trust in teams. They state through recognising an individual’s efforts one will begin to see value in their work increasing engagement and productivity. This is supported by Robbins (2019) who states when individuals share what they value about each other and their work, positive relationships will form. He argues these interactions enable productivity in teams and build positive team cultures.

Terrell (2024) states cash rewards can be used by organisations to recognise individuals who have performed exceptionally well. She states cash rewards can take the form of a gift card, cash award or even company shares. She argues cash rewards are generally used to distinguish between good and great. However, Robbins (2019) states monetary rewards can sometimes be damaging to an employee’s motivation taking away an individual’s drive to complete a task for pleasure. 

It is recommended Eco-insulate UK use a number of recognition methods to motivate and engage individuals. It is advised to use a fair and consistent approach to recognition to ensure all individuals feel valued and are recognised for their efforts. 
 
7) Assess the business context of the reward environment. (AC 3.1)
The CIPD (2024) state reward is about implementing strategies to recognise and celebrate employee contributions that align with the business needs and market conditions. They argue an organisation must have a clear understanding of the many internal and external factors which can influence a reward scheme for it to be successful. Woodhams and Perkins (2022) state the business context of reward management can be broken down into three main areas which are the international context, the national context and the corporate context. 

Woodhams and Perkins (2022) state as global trade, outsourcing and devolved manufacturing continue to grow organisations should consider the international context of reward to remain competitive and attract the best talent. The CIPD (2024) state international reward strategies could include secondments, expatriate assignments and relocations. Woodhams and Perkins (2022) argue international rewards strategies could enable an organisation to make the most of their labour, increase retention and ultimately motivate individuals. 

Woodhams and Perkins (2022) state in the UK there are several legal and contextual issues which will impact an organisations reward management at a national level. These include The National Minimum Wage Act, equal pay consideration, fragmentation in the labour market and structural change in demand for skills. Considering the national context of the reward package will influence salaries and pay structures along with talent management and development opportunities available to employees. It is essential to understand alongside these considerations reward strategies will also be influenced by political factors for example, Brexit and the gender pay gap. For employers who once replied heavily on migrant labour since Brexit they have needed to introduce new reward packages to attract new labour. 

Woodhams and Perkins (2022) state in the corporate context employers must review and consider the internal considerations of the reward package to promote performance and retain talent. For example, employers should consider what will motivate employees, what will retain and attract the best talent and most importantly what will increase performance. Reviewing the corporate context of a reward package is essential to maintain morale, increase productivity and get the most from a workforce. When considering the reward package on a corporate level it is also advised to monitor the labour market to ensure to remain competitive, this will promote employee retention and help Eco-insulate UK become an employer of choice.  


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

Woodhams and Perkins (2022) states benchmarking activities and reward data are the most effective methods to develop insight. This is supported by the Indeed Editorial Team (2024) who argue benchmarking enables an organisation to grow and improve through considering their position in the market. They argue when carried out effectively benchmarking is a powerful tool for influencing company performance and employee satisfaction. Below are a number of suggestions to help Eco-insulate UK carry out benchmarking activities and gathering information to develop insight. 

Woodhams and Perkins (2022) state there are several ways in which an organisation can gather data for example, the CIPD annual reward management survey. This survey looks at areas such as pay positioning, pensions and benefits providing a good basis to measure an organisations performance in the market against. Other government surveys are also useful tools for organisations to use to benchmark their practices. The use of large surveys enables a greater source of information and can bring to light new ideas and practice, which can be implemented to improve business performance. Woodhams and Perkins (2022) state another useful tool which can be used to benchmark is benchmarking reports and commercially produced salary surveys. Woodhams and Perkins (2022) state organisations in the private sector often benchmark their pay rates against similar organisations in the field. 

The Indeed Editorial Team (2024) state a business can carry out their own benchmarking activities by determining a set of metrics and identifying their main competitors in the field. Once these have been identified a team can research the competition and centralize the data to compare it to their own performance. This information can then be used to make changes and improve an organisation. This method of benchmarking is effective for private sector businesses enabling them to make changes to their practice ensuring they become employers of choice. Through benchmarking close competitors an organisation can ensure salaries and benefits remain competitive to attract and retain the best talent. 

Woodhams and Perkins (2022) state when carrying out benchmarking activities different people will want to see various levels of data. For example, employees will want to ensure their salary is fair across the sector whilst managers will want to examine data which explains where they place in the market. When carrying out benchmarking activities it is advised Eco-Insulate UK consider a variety of sources to give a good insight into the organisation as a whole enabling business growth and to promote job satisfaction.  

9) Explain approaches to job evaluation. (AC 3.3)
“Job evaluation is a method of determining on a systematic basis the relative importance of a number of different jobs’.” (ACAS, 2014) 

Acas (2014) state job evaluation schemes aim to establish a fair hierarchy of jobs. They argue Eco-insulate UK should carry out job evaluation to minimise issues over equal pay, promote job satisfaction and support the recruitment and retention of employees. These ideas are supported by Cotton (2024e) who states organisations can use job evaluation to ensure a fair pay system minimising disputes over pay. He states there are two main approaches to job evaluation which are analytical schemes and non-analytical schemes. 

[bookmark: _Hlk172482585]Cotton (2024e) states points rating and factor comparison are two main analytic approaches to job evaluation. Points rating considers the key factors of a role identified by an organisation then rates them according to the level of need for the job. The greater demand for the role the higher the number of points awarded. ACAS (2014) state once all the factors have been rated the points are totalled and a score is given for the role. This score will determine the overall ranking for the role impacting on pay and benefits awarded. Cotton (2024e) states factor comparison is similar to points rating and looks at assessing the factors of role however, no points are given. He argues analytical schemes more commonly used by organisations as such approaches provide better defence in equal pay claims.
Acas (2014) state non-analytical job evaluation assesses a job role as a whole without breaking it down into specific factors. Cotton (2024e) states non-analytical approaches can be quicker and cheaper to carry out. Methods include job ranking, paired comparison and job classification. Job ranking orders roles according to their importance or their value to the organisation. Paired comparisons consider each role in the workplace and compares their importance and value to the organisation. This enables roles to be ranked and appropriate pay and benefits to be allocated. Job classification establishes a set of pre-determined grades to allocate roles to. Grades are established through consideration of skills, competencies, experience, initiative, and responsibility. The higher the grade the more pay and benefits received. 

10) Explain the legislative requirements that impact reward practice. (AC 3.4) 

Cotton (2024c) states in the UK there are several legal requirements in place to ensure pay and reward policies are fair and consistent across employers. For example, the National Minimum Wage Act, the Equal Pay Act and the Working Time Regulations. These regulations are all in place to ensure employees regardless of their age or gender receive suitable and fair reward for their contributions in the workplace. 

The National Minimum Wage applies to all workers in the UK aged 16 and over. It is a legal requirement that employers pay employees the minimum amount set out in the guidance depending on their wage band. Cotton (2024c) states to attract and retain the best talent employers may choose to pay more than the minimum wage and some choose to sign up to the voluntary living wage scheme. This scheme reflects the costs of living and aims to reward employees in line with their everyday needs. The National Minimum Wage is reviewed every year and employers must ensure to update their payroll accordingly. The impact of rising minimum wage for some organisations can impact their reward schemes effecting bonuses and training opportunities. 

Cotton (2024c) states the Equal Pay Act is in place to ensure men and women are rewarded fairly for the same or equivalent work. He states equal pay is also included in an aspect of sex discrimination law. Woodhams and Perkins (2022) state equal pay legislation ensures men and women are entitled to equal wages, holiday and sick pay, contractual terms and staff benefits such as staff discounts and benefits in kind.  

Ayling and Suff (2024) state the Working Time Regulations are in place to protect workers wellbeing and prevent them from being over worked. They state the regulations lay down conditions for working time, rest entitlement and annual leave. Employers may offer additional holidays to employees to attack individuals to a role. Alternatively, an employer may wish to reward individuals for length of service through awarding additional holiday as they progress in the organisation.   

Cotton (2023b) states by law organisations must treat all employees fairly in terms of pay and reward. As a move to enforce fairness and equality in the workplace the government requires large organisation’s to disclose pay data by gender each year.  
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