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AC1.1 
[bookmark: _Int_j7Zgn6cT]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. 
[bookmark: _Int_wVZH4UlG][bookmark: _Int_ONc0IH9m]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. CIPD, 2024a states, if employees feel what they get is fair, then the incentive does more to motivate them.
[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) Employees believe that the procedures and how managers apply them are fair, then incentives should be more effective (CIPD, 2024b).
[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, 2022a). 
[bookmark: _Int_vNXLlHqC]Since people are the primary source of organisational value, success depends on their performance being managed well. Since reward systems influence attitudes, behaviours, and results inside an organisation, they are closely related to culture and performance management. ECO Insulate UK can create a motivated workforce, improve employee satisfaction, and propel individual and group success by successfully putting reward principles into practice. Reward systems reflect what the organisation values, shaping behaviours and attitudes. When aligned with the company’s core values, rewards help embed those values into the organisational culture (CIPD,2024c).
  
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). 
[image: ]                                              (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 UK sales team would perform better if bonuses were linked to revenue milestones when extrinsic rewards were used. 
[bookmark: _Int_Nb69RvQj][bookmark: _Int_cWIsGAG3][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 UK will improve as a result of this. 
[image: ]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) 
Intrinsic rewards refer to the internal, non-tangible rewards that arise from engaging in an activity for its inherent satisfaction, rather than for an external outcome or material gain.

 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). 
[bookmark: _Int_rPcUs5vs]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. Changes in behaviour, motivation, satisfaction, and performance that result from internal rather than external factors are used to gauge the impact of intrinsic rewards. AC 2.1
[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. AC 2.2
Contingent rewards are benefits or incentives given in response to an individual or a team's performance or actions (Armstrong and Taylor 2020b).

[bookmark: _Int_2SnrCHd4]Performance-related pay rewards are tied directly to specific achievements or results. PRP is a pay management system. It does this by tying pay advancement to an evaluation of each employee or team performance (CIPD, 2024).
[bookmark: _Int_aYPbWnZM][bookmark: _Int_rSKrVTxd][bookmark: _Int_0CgDASa4][bookmark: _Int_Zo7xCiDs]Impact on an individual receiving PRP – individual employees might be inspired to put in more effort if they are rewarded for reaching particular objectives. Those who react well to extrinsic motivators will find this especially effective. Higher levels of focus and effort can result from a clear link between effort and reward. Tasks or actions that directly lead to the reward are likely to be given priority by the employees. Getting compensated for their work can increase self-esteem, confidence, and a feeling of accomplishment. A negative for PRP for an individual is that there could be the lack of openness with team and competitiveness (Chamberlin et al,2002, p. 31-49).
[bookmark: _Int_vfo4ZGOo][bookmark: _Int_Hm17OH3B][bookmark: _Int_YUv8iAQs][bookmark: _Int_yUUI4Gen]Impact on the team receiving PRP- teams may cooperate more successfully to accomplish common objectives when incentives are linked to group performance. They may be inspired to coordinate their efforts and concentrate on shared goals by contingent rewards. Also team-based incentives could encourage cooperation, information exchange, and teamwork. Shared success can boost morale and team cohesion. Give team-based rewards more weight than individual ones, but within teams, give equity (or fairness) more weight than equality. This calls for a well-rounded strategy that acknowledges each person's individual contributions while highlighting the value produced by the team (CIPD, 2022c).
Impact on the organisation receiving PRP – PRP can significantly affect an organisation, influencing its culture, productivity, and long-term sustainability. It can also aid with the retention of high-quality employees, reducing employee turnover and costs for the organisation. It can help increased the role of the line manager (Boachie-Mensah and Delali Dogbe, 2011).
[bookmark: _Int_VqpC538D][bookmark: _Int_Usn1gGWX]Skill-based pay contingent reward is a compensation system where employees are rewarded based on the skills they acquire, show, or apply in their roles, rather than solely on their job title or position. This approach encourages continuous learning, professional development, and flexibility within the organisation (Dierdorff and Surface, 2008, p. 321-343).

[bookmark: _Int_iGiwmxvK][bookmark: _Int_83UHpKq4]Impact on an individual receiving skill-based pay - employees are incentivised to acquire new skills, boosting motivation and engagement. It establishes distinct avenues for career advancement. Employees are more satisfied with their jobs because they feel appreciated and rewarded for their knowledge. However, there is also the pressure for individuals to keep up skilling (Lawler, 1990, p.34). 
Impact on the team receive in skill-based pay - team members with overlapping skills are better able to support one another, creating a more cohesive and cooperative work environment. An example of this could be, in a project team, cross-trained employees can step in when others are unavailable, ensuring seamless project progress (Lawler et al, 1993, p. 22-26). 
[bookmark: _Int_jKdVFIJ3]Impact on the organisation receiving skill-based pay – the organisation will produce a high skilled work force, creating a culture of continuous learning and improvement. Skill-based pay can help the organisation to attract new talent and retain the existing talent with the relevant and desirable skills (Reba, 2024).

AC 2.3
Company vehicles 
[bookmark: _Int_ipRH2wRC]Eco Insulate UK having eco friendly company vehicles as an organisational benefit would be beneficial for the organisation and the environment. Adopting eco company vehicles is a forward-thinking investment that benefits both the planet and the organisation.

Enhanced organisation image 
· [bookmark: _Int_sW00CrZU]Brand Reputation: demonstrates organisational social responsibility, appealing to eco-conscious customers and partners.
· •Employee Satisfaction: shows a commitment to sustainability, which can boost morale and attract environmentally conscious employees.
· •Competitive Advantage: a green fleet can be a unique selling point in certain industries and attract more recruits.

Environmental benefits – 
· Reduced Carbon Footprint: electric and hybrid vehicles produce fewer greenhouse gas emissions compared to conventional vehicles.
· Improved Air Quality: lower emissions contribute to better air quality, especially in urban areas.
· Conservation of Resources: vehicles using renewable energy sources (like electricity) reduce dependence on fossil fuels.

Private healthcare
[bookmark: _Int_tiPNPUdj][bookmark: _Int_kZeiQi0N][bookmark: _Int_eNSPA6Jf]Employees may feel that their employer values and supports their health and well-being when they have access to private healthcare benefits. Employee morale and job satisfaction may then increase as a result. Employees are less likely to worry about health issues when they are aware that they have access to prompt and thorough healthcare. As a result, they become more productive. Employee performance can be positively impacted by improved general health, which can be facilitated by private healthcare. 
Additionally, providing private healthcare can play a key role in luring and keeping top talent because it improves the benefits package as a whole and increases your employer appeal.

Health and critical illness insurance rank among the top five employee health benefits that people would like to see offered by their employers, per a recent Drewberry employee survey. About 28% of respondents say group critical illness insurance is a top priority, and 36% of respondents say they would like company health insurance. Only 12% of employers, nevertheless, provide their workers with private healthcare (PERCI, 2024).

Pensions
Because of legal requirements, these are widespread. One of the benefits package's more expensive components. They are a crucial and vital part of employees' financial security. Addressing the future financial needs of the employees, of which can improve employee engagement or help them fulfil a sense of moral obligation.
They also have an impact on how organisations hire, train, reward, and manage their employees (Cotton, 2023). Pensions can help reduce employee turnover, reducing recruitment and training costs. A pension plan fosters employee loyalty so that when workers see that their employer invests in their future, they are more likely to stay with the organisation for the long term.

AC 2.4

Organisations use several types of recognition schemes to motivate employees, improve engagement, and enhance workplace culture (CIPD, 2022d). These can be formal and informal.

[bookmark: _Int_e6Llazt8][bookmark: _Int_J9DVPBVd]A public recognition scheme is an organised method by which organisations openly and visibly recognise and reward the accomplishments of their employees. This could be done by having Employee of the Month/Year. This highlights outstanding employees through newsletters, bulletin boards, or meetings. ECO Insulate UK can acknowledge this as it can take many different forms and is intended to boost engagement, motivation, and morale by giving workers a sense of worth in front of their superiors, peers, and even external stakeholders (Yang and Jiang, 2023).
Experiential rewards focus on providing employees with memorable experiences rather than material incentives. This could be in terms of adventure and fun experiences, being outdoor with nature, carrying out activities. Or even organising an escape room for team bonding. Another experiential reward could be concert tickets or wellness and spa packages. By giving employees experimental rewards ECO Insulate UK will be creating lasting memories for their employees which will increase loyalty and motivation. It also encourages work-life balance and reduces stress and burnout (Kahneman and Krueger, 2006).

[bookmark: _Int_fKMtJ8Dx]A peer-to-peer recognition scheme is a system where employees or team members acknowledge and appreciate each other’s contributions, efforts, or achievements. Unlike traditional top-down recognition, where managers or leaders provide feedback, peer to peer recognition fosters a more inclusive and collaborative work environment. ECO Insulate UK would benefit from having peer to peer schemes as it would improve the employees moral and the engagement, also enhance teamwork and collaboration, making it a positive workplace culture (Deepalakshmi et al, 2024).

AC 3.1

[bookmark: _Int_vpe04ncn][bookmark: _Int_GMTwfMf2]The business context of reward management is shaped by internal and external factors, including organisational objectives, labor market trends, legal regulations, and employee expectations. By carrying out these is will help Eco Insulate UK improve their culture and performance.
[bookmark: _Int_YqMjQG2W]The political, economic, social, technical, legal, and environmental macro factors that may influence reward decisions are revealed by PESTLE analysis (Battista, 2024).
[bookmark: _Int_VY5KRAi8]External factors can be legal and regulatory compliance. This plays a critical role in shaping reward management strategies. Organisations must ensure their compensation practices comply with UK laws to avoid legal risks, financial penalties, and damage to their reputation. Compliance encompasses a variety of laws and regulations related to compensation, benefits, and employee treatment. 

Minimum wage law: these laws ensure that employees receive a baseline level of pay for their work. The UK government sets a minimum wage, which employers must adhere to. Not following minimum wage standards can result in legal actions, penalties, and repetitional damage (Sparrow et al, 2016). 
Economic Conditions: inflation, economic downturns, and labor market trends affect salary levels and benefits. During economic uncertainty, companies may shift from fixed pay increases to variable pay, such as bonuses or stock options, to keep financial flexibility (Gerhart & Fang, 2014).

The internal context encompasses aspects such as organisational structure, culture, strategic goals, and employee demographics, all of which play a significant role in shaping reward management. Effective reward management ensures organisations with well-structured reward systems achieve higher levels of employee engagement and productivity, leading to improved financial performance

[bookmark: _Int_yurW82bn][bookmark: _Int_tGM56gfJ][bookmark: _Int_uQmnICZ0]Employee performance and behaviour: the reward system must be designed to align with the organisation’s approach to performance management. Reward strategies are often tied to performance appraisals, where employees are compensated based on their individual or team performance (Pfeffer, 1998). The focus on individual performance-based rewards, such as bonuses or commissions, is more prevalent in sales or results-driven environments. If the employees are not doing so well then, they will not have so much money as their reward.
[bookmark: _Int_7bWYA8No][bookmark: _Int_nGRlpWme][bookmark: _Int_GV90LpPy]Communication and transparency: effective communication is key to the success of reward management systems. Employees must clearly understand how rewards are distributed, the criteria for receiving rewards, and the potential benefits of achieving certain targets (Pfeffer, 1998a). Transparency in reward processes fosters trust and commitment within the organisation. If employees perceive that rewards are distributed in an open and fair manner, they are more likely to be motivated and engaged.

AC 3.2
[bookmark: _Int_PAoABJPI]Benchmarking is the process of comparing an organisation’s performance, processes, or practices against those of other organisations, often considered to be industry leaders or competitors. The goal is to find best practices, areas of improvement, and opportunities for innovation. This process can be applied to various aspects, such as operational efficiency, customer service, product quality, or financial performance (Taylor and Woodhams, 2022, p.72). 

[bookmark: _Int_bc5lgSgd][bookmark: _Int_voKIvNLo]SWOT analysis: by Eco Insulate UK conducting a SWOT analysis against competitors or industry leaders, this can benchmark its strategic positioning and identify areas of competitive advantage or gaps in performance. An organisation may be able to foresee potential business risks and take steps to mitigate or prevent their effects. The organisation may be able to identify and take full advantage of business opportunities thanks to it (CIPD, 2024). However a weakness for using SWOT is being proactive and reactive. This can have a cost on the organisation by employees not carrying out their regular duties. It can also be subject to bias or inaccurate conclusions (Frue, 2018)
[bookmark: _Int_XbfFo3Cu]Data Collection Tools and Techniques: there are several types that can be used. Surveys and questionnaires will collect qualitative and quantitative data from employees, customers, and other stakeholders  Using automated tools reduces human errors and collects real time data, which speeds up decision making and benchmarking processes. . A positive for these is that the tools can gather both numerical and descriptive data (Taylor and Woodhams, 2022, p.121).
Conducting interviews and focus groups gain deeper insights into the benchmarking targets. They provide insight into the company culture, workflow challenges and employee/customer experience. However these are time consuming, adding a cost to the organisation and data is subjective. 
The use of public reports and databases from existing reports from industry organisations, government bodies, and academic research will provide a broad industry overview with comparative date, they can be expensive to access, adding a cost to the organisation. Operational data and detrics will directly measure processes, time, costs, or other operational metrics through internal systems Using technology to collect and analyse data can reduce the need for manual labor, minimise errors, and avoid costly mistakes in decision-making. This saves time and resources.
[bookmark: _Int_lj0Ug98W]Internal Data Analysis: internal data analysis is a key part of benchmarking that focuses on evaluating an organisation’s own historical performance, processes, and outcomes. Instead of comparing against external competitors, internal benchmarking helps organisations track progress, find inefficiencies, and optimise operations by analysing their own data over time or across different departments (Eckerson, 2010). An example of this would be, ECO Insulate UK could track production efficiency over five years to determine improvements or declines. By using internal data analysis it reduces costs and dependency on third party data while still providing actionable insights. A downside would be, without industry or competitor comparisons, Eco Insulate UK may overestimate their strengths or miss external opportunities and not understand how serious the problem is (Altan et al., 2022).
Using job adverts as a benchmarking tool can be useful in certain contexts, but it has limitations that can make it an unreliable sole method. Job adverts reflect immediate hiring needs rather than long-term workforce strategies, which may not align with an organisation’s strategic goals.

AC 3.3
[bookmark: _Int_1HvvDK6h]Job evaluation is a systematic process used to figure out the relative worth of jobs within an organisation, ensuring fair and equitable compensation structures (ACAS, 2014). Various approaches to job evaluation exist, each with its strengths and limitations.

Formal
[bookmark: _Int_gfioMK1O]Formal job evaluation approaches involve systematic procedures, documentation, and clear evaluation criteria. These methods ensure consistency and objectivity in determining job worth. 

Examples include:
· Structured Job Evaluation Methods – such as ranking, grading, or point-factor systems.
· Job Analysis-Based Approaches – using detailed job descriptions and factor-based assessments.

[bookmark: _Int_FBf3siF1]Formal approaches enhance fairness and transparency but require more resources and expertise (Milkovich et al., 2020)

Informal
[bookmark: _Int_Gu5q1tdK]Informal job evaluation approaches are unstructured and based on subjective judgment rather than systematic methods. These methods are often used in small organisations or in cases where job evaluation is not a priority. 
Examples include:
· Managerial Judgment – managers decide job worth based on intuition and experience.
· [bookmark: _Int_EgVfrUKT]Market Pricing – jobs are valued based on external salary surveys without detailed internal assessment.

These approaches are flexible and cost-effective but can lead to inconsistencies and bias (Armstrong & Taylor, 2020).

Analytical
Analytical job evaluation methods break down jobs into key compensable factors, skill, effort, responsibility (ACAS, 2014a). These approaches minimise subjectivity and provide precise job comparisons. 

Examples include:
· Point Factor Method – assigns numerical points to job factors. The more demanding the job, the higher the points (Cotton, 2024)
· Factor Comparison Method – compares jobs based on weighted compensable factors.


Non-Analytical
The goal of non-analytical job evaluation is to rank or grade whole jobs by comparing them. Although non-analytical job valuation schemes can still be helpful tools for evaluating jobs in an organisation, it is crucial to realise that they do not adhere to the requirements of equal value legislation (Taylor and Woodhams, p.79).
Examples include:
· [bookmark: _Int_I1EMhP4X]Ranking Method – jobs are ranked from highest to lowest based on perceived value within the organisation (Cotton, 2024a).
· [bookmark: _Int_6BYWuT62][bookmark: _Int_wcyBzJKI]Job Classification/Grading – jobs are assigned to pre-defined grades based on general characteristics.

AC 3.4
[bookmark: _Int_YNK8MEs5]In the UK, reward practices are influenced by various legislative requirements aimed at ensuring fairness, equality, and compliance in employee compensation and benefits.

National Minimum Wage Act 1998.
[bookmark: _Int_ld6VeiNz][bookmark: _Int_lxVMEz8h][bookmark: _Int_CmBrumzS][bookmark: _Int_oe3j2x9o][bookmark: _Int_Voks0nYG]The legal minimum wage per hour that employers are required to pay their employees is established by the National Minimum Wage Act of 1998. Every year, this law is revised to take into account the state of the economy. Financial penalties and harm to one's reputation may result from noncompliance. National Minimum Wage (NMW) for apprentices and those under 21.
	Wage band
	Current rate (from 1 April 2024)

	Age 21 or over (National Living Wage)
	£11.44

	Age 18 to 20
	£8.60

	Under 18
	£6.40

	Apprentice
	£6.40


(ACAS, 2024).

[bookmark: _Int_wPnSbUSA]Numerous organisations have faced penalties for violating minimum wage regulations creating unfairness within the organisation. Unlawful deductions (e.g., for uniform costs or till shortages) can result in legal claims and financial penalties which are impacting the rewards.
[bookmark: _Int_XIhzhO7W]Leisure Employment Services v HMRC (2002)
The employer provided accommodations for the employees. Additionally, it deducted £3 out of the workers' pay-checks each week to cover the cost of gas and electricity. The hourly rate was below the NMW as a result of the deductions. The Court of Appeal rejected the employer's argument that the £3 was truly part of the employee's pay (Daniels, 2022, p. 99).

Employments Right Act 1996.
[bookmark: _Int_wY7ZKpCT][bookmark: _Int_2ERmASEW][bookmark: _Int_fJYej6OP][bookmark: _Int_CUaJmaEC][bookmark: _Int_YElcHKdf][bookmark: _Int_BnPEUPx2][bookmark: _Int_wxZSILF9]A framework for several employment rights, including terms pertaining to compensation and benefits, is provided by the Employment Rights Act 1996. It guarantees protections against unauthorised wage deductions and requires that workers receive a written statement of initial employment, which must be given on the first day of work along with itemised payslips (Daniels, 2022, p. 47). Impact on rewards can be where pay models have had to be redesigned by organisations such as Uber and Deliveroo. To comply with the law, many organisations implemented guaranteed minimum earnings.

Uber BV v Aslam & Others (2021)
The Supreme Court ruled that Uber drivers were workers, not independent contractors, entitling them to minimum wage and paid holidays under the Employment Rights Act 1996. This decision forced Uber to adjust its reward practices, including guaranteeing drivers at least the national minimum wage (Supreme Court, 2021).

Equality Act 2010
The Equality Act 2010 is a fundamental piece of legislation that affects reward practices by prohibiting discrimination in pay and rewards based on protected characteristics such as gender, race, age, disability, and religion (Acas, 2024).
[bookmark: _Int_281PF3Nk][bookmark: _Int_SveUq2pD]A significant aspect of this law is the principle of equal pay, ensuring that men and women performing work of equal value receive the same remuneration. Employers must proactively review pay structures, conduct audits, and implement inclusive policies to comply with the law and foster workplace equality.

[bookmark: _Int_5w1B4cD6]Work is considered equal if it is:
· Like work (tasks that are identical or comparable).
· [bookmark: _Int_JrcDyBFp]Work that has been rated as equivalent (by a system of job evaluation).
· [bookmark: _Int_wRWDGjbq]Equal-value work that is distinct but calls for comparable effort, expertise, and judgment.

Capper Pass v Lawton (1997)
A female employee who worked 40 hours and was solely in charge went to a tribunal with a case of equal pay as she believed that 2 male workers who worked a basic 40 hours a week did ‘like work’. The Tribunal found the case upheld and there was an equal pay claim (Daniels, 2022, p. 132). 

[bookmark: _Int_xO4nYNDe][bookmark: _Int_cH8XTGOe]This means that rewards, such as pay, bonuses, and other benefits, should be determined by objective standards and should not be influenced by irrelevant variables.
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