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1.Explain the principles of reward and its importance to organisational culture and performance management. (AC 1.1)
[bookmark: _Int_ZCScri8E]An incentive program should be put in place by Eco-Insulate UK to promote a happy workplace. This would mean giving workers both monetary and non-monetary awards according on their performance, contribution, competence, talent, or service. In keeping with the organisation’s goals, encouraging diversity in the workforce, promoting competitiveness, and considering the ESG framework's requirements. Total Reward looks to attract, keep, and inspire employees which in turn grows a company’s bottom line. Armstrong and Brown (2024)

[bookmark: _Int_w7M6359F]A strategy that achieves a balance between an organisation’s and its employee's requirements is strategic reward. "Total reward" involves both things that can be noticed and things that are intangible. It meets the needs of the company, enhances the employer's reputation, communicates the value proposition, and helps find, keep, and motivate workers. This way of doing things helps workers figure out how much benefits cost. CIPD (2024b)

Organisational culture significantly affects reward management policy and practice. The shared values, norms, attitudes, and assumptions that influence behaviour and performance are a crucial part of a company’s culture. A positive workforce culture fosters performance improvement, change management, and a sense of purpose. Core values, such as care, consideration, and equity, influence reliable performance management, pay for contribution, and employee involvement in reward processes. Armstrong (2007a)
[bookmark: _Int_DE3USrFl]High-performance culture fosters employee commitment, affecting productivity, quality of work, service, growth, profits, and shareholder value. It requires clear expectations, skills, rewards, supportive managers, a talent pool, and trust which are all important for an organisation. This culture can be developed through integrated processes. Armstrong (2007b)
[bookmark: _Int_4vKKTvFh]Linking salary to work performance to improve employee motivation and performance can foster an entrepreneurial culture and promote equity or fairness. However, the choice between Performance related pay and bonuses depends on the organisation’s situation as some company’s may not be able to afford this reward. Fairness in how cash incentives are used are important for the growth of an organisation. CIPD (2024a)

Positive psychological contracts, social and feedback and development plans for self-learning are all part of performance management. These tools help both workers and organisations. Armstrong (2007c)
Offering pays and benefits is a keyway to change employee's behaviour while keeping them on side. Organisations used salaries to attract, benefits to keep, and bonuses to motivate. However, the focus now has evolved to consider both financial and non-financial rewards. Employers should find what attracts, keeps, and inspires their current and future employees while meeting their business requirements within the proper legal and regulatory environments. Integrated reward aspects, like pay bonuses and raises, should work together, not against each other. CIPD (2023d)

Two ideas that help make sure that prize rewards are fair are distributive justice and procedural justice. One example of social justice is giving out benefits in a fair consistent way. One example of procedural fairness is making decisions as a manager. If not followed it could lead to other problems that could really hurt the culture of a company. Considering workers' opinions, hiding bias, and choice criteria are all things that can affect feelings. For award plans to fit with business strategy, they need to be clear. Competitive pay attracts top talent and keeps employees from leaving, while inclusion considers people from diverse backgrounds. An organised prize system is more interesting, open, and fair when both internal and external forces work together. An organised prize system is more interesting, open, and fair when both internal and external forces work together. (Armstrong, 2007d)
2. Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance. (AC 1.2)

The process of using both internal and external awards to keep workers motivated is known as reward management. Challenges, meaning, and chances to grow at work are some of the things that make work enjoyable in and of itself. Some examples of external affects are a happy workplace, training that is not necessary, and pay. How well this work depends on the culture and surroundings of the company. To figure out what role award management plays in a business, you need to know more about the industry. Taylor and Woodhams (2016)

[bookmark: _Int_51tyKcPj]These types of fundamental needs that Maslow and Herzberg thought about rarely show up in organisations or among employees. Herzberg et al. identified these two types of motivation: extrinsic motivation originates from outside sources, and intrinsic motivation stems from within. Drives that come from inside have a bigger impact that lasts longer. Herzberg's two-factor model says that people are driven and happy at work because of things inside and outside of them. Sure, the idea that pay raises do not make people happy with their jobs is partly true. But his study has been criticised for being flawed and not measuring success and job happiness. Armstrong (2007e)

Organisations should incorporate both intrinsic and extrinsic benefits in reward schemes to attract and keep employees, while also investigating employee dissatisfaction through long-term motivation and responsibility. Armstrong (2007f)

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

A pay structure is a hierarchy of pay grades or bands, based on an organisation’s structure and job levels. A formal job evaluation scheme assigns pay brackets, allowing flexibility in pay rates. A job-based approach looks at individual job roles without a pay structure then looking at on spot rates aligned with market rates to decide. Armstrong and Brown (2024b)
[bookmark: _Int_6C1nqCDT][bookmark: _Int_4D7xgOef][bookmark: _Int_pDrERRmb]Graded pay systems help you figure out how much a job is worth, handle pay progression, make sure that jobs of similar value are paid the same, and keep track of the rewards system. They organise pay management, set the link between internal and external worth, make pay levels easier to understand, ensure internal equity, and decide how to spend money on and give rewards to employees. Traditional grade structures put jobs into clear grades or levels with pay bands that match. For example, entry-level jobs are put into lower grades and management jobs are put into higher grades as part of a traditional grade structure. Armstrong and Brown(2024c)
[bookmark: _Int_in67f41c][bookmark: _Int_pO0QVJHU][bookmark: _Int_FbXHjpBh]A multi-graded structure is a set of job grades, and each grade has a pay range that shows how much the worker can earn. One way to set these values is by job rating points or level definitions. They can also be set to match market rates. Comparison rates are used by mid-point management to control how the system works. The difference in pay between groups is usually between 5 and 15 percent, and gaps let you be flexible. Clear, fair, and simple are some of the benefits of multi-grade structures. But there are some issues with this structure, like stiffness, pressure to be promoted and the chance of boredom where employees stay in the same grade for a long time without being promoted which can make them demotivated cause them to leave. (Armstrong and Brown, 2024d)
Broad-graded structures may produce lower grades, which shows how cost-effective they can be and how well they manage a median performance. It is essential to do an evaluation of the market, which limits the ability to offer modest profits. As prices rise organisations need to rethink how they pay their employees. Broad-graded pay structures breakdown standard pay grades into fewer and larger bands that cover a wider range of job roles and responsibilities. Every choice has its advantages and disadvantages. Advantages include autonomy, skill development, efficient management, less transparency, inequality, and market awareness. (Armstrong and Brown, 2024e).
Broad-banded structures employ both grade-based and job-based methodologies, segmenting the framework into bands for the assessment of positions according to grades. This provides greater autonomy, guarantees fair salary, and enables a wider array of work positions. Nevertheless, they lack transparency, rely on fluctuations in the market, and do not offer fair pay for similar labour. Implementing broad banding in large businesses may provide management challenges and demands significant effort to build trust. Advantages include adaptable pay and an environment that promotes skill development. Disadvantages could be uncertainty over progression in the organisation, inequalities in the workplace and susceptibility to market volatility. (Armstrong and Brown, 2024f)
Diverse job family structures exist to categorise positions into functional or broader classifications. They provide methods for obtaining employment and enable firms to engage with various populations in varied manners. Each job family may function as either vertical or horizontal integration, dependent upon the organisational structure of the organisation. They offer advantages, including the evaluation of work characteristics or functional groups in deciding compensation, career trajectories, and developmental requirements. They promote for remote work, career development, and the ability for rapid transitions between roles. These structures can be expensive due to their complexity. Pay rates may fluctuate according to markets that affect fair wages for employees. (Armstrong and Brown, 2024g)
4.Explain how contingent rewards can impact individual, team and organisational performance. (AC 2.2)
[bookmark: _Int_SJTFehrH]Individual contingent pay is a way to give employees financial rewards based on how well they do their job and how much they contribute. Types of pay that are talked about are performance-based pay, skill-based pay, contribution-based pay, and pay based on service. Armstrong (2007g)
Performance-related pay is a pay strategy for management that links pays increases to employee performance to motivate employees and boost company performance while promoting equity and a positive work atmosphere. (CIPD, 2023)
[bookmark: _Int_ZvGKCCde]Employees get bonuses or pay rises based on their competencies when they are paid in a way called competence-based pay. Some of these skills are setting priorities, making connections, managing teams, and helping customers. Employers use these skills to rate employees and the outcome can affect their pay or opportunities to progress at work. Although it can be expensive and unfair, competency models in human resource management have made people more interested in this approach. (Heery and Noon, 2017)
[bookmark: _Int_me1bD8w2]Money can inspire employees by giving them what they want, making them feel better about themselves, and making them want to buy more. Money can also affect how long an employee stays with a company by pushing people to do their best, rewards other than money should also be used. Basic parts of the job, like liberty, feedback, task identity, task relevance, and skill diversity, can also affect how motivated employees are. Herzberg wrote in 1966 that money cannot make everyone happy because different people have different wants and goals. When companies want to encourage their employees, they should think about both monetary and non-monetary benefits. Armstrong and Brown (2024j)
5.Explain the merits of different types of benefits offered by organisations. (AC 2.3)
[bookmark: _Int_VLmVQ0Vs]Bonuses and other financial rewards are variable forms of pay that are given in cash or company shares based on how well an employee, group or the company does. They try to change how employees behave or do their jobs in the future. Bonuses can be optional or required and non-cash rewards like prizes or gifts for efficient work. Cotton (2023)
[bookmark: _Int_jr827Aua]The idea behind new pay is that promised rewards should be cut down to a smaller part of the total reward package. This will make rewards that match employee performance and pay with organisations strategy more important. With market-based pay, pay raises are based on market rates. This gives employees more power and the chance to get one-time cash bonuses. Maintaining motivation, lowering recruitment costs, market competition, and freedom are all good for employers. (Cotton, 2023b)
[bookmark: _Int_WJCSDk4v][bookmark: _Int_CgXteFdd]Bonuses that are based on team performance can boost commitment from individual employees and teamwork but may be perceived as arbitrary and not pensionable. They could increase employee motivation, productivity, retention, and attract new talent. But they need careful planning and spending because if they are not made right, they can make people feel like favourites. Armstrong (2007i)
Flexible working lets employees choose when and where they work which can help them have a better work life balance. This can also help improve employee's mental health and sense of independence. It makes the company more productive, brings in innovative ideas and ability, and cuts costs within the organisation. Employers should check their policies and contracts to make sure they allow flexible working. When employees have more freedom, they are more driven, which means they do a better job and decreases absence. CIPD (2023a)
Health care, insurance, sick pay, severance pay, and job counselling are all examples of personal security rewards. These rewards help employees stay healthy, be happy at work, and be productive. They also improve safety at work, cut down on absences, and encourage employees to speak out. Even though there may be costs at first, the long-term cash benefits may be greater. Armstrong (2007k)
6.Explain the merits of different types of recognition schemes offered by organisations. (AC 2.4)
[bookmark: _Int_KDcO197X][bookmark: _Int_ttQss8vv]Formal recognition programs provide employees and their companies with incentives such as cash prizes, gifts, vouchers, or holidays. These programs, which include tiers ranging from little gifts to senior approval gifts, may be centrally used and nominated by managers and staff. Competitive bonus plans improve collaboration, gain top talent, and offer financial stability for employees. As a powerful motivator and financial incentives may boost workforce performance work satisfaction, attract, and keep talent and increase financial well-being. Despite formal recognition flexibility they might make some employees feel stressed and anxious. When employees are paid well, they are more likely to stay loyal and help make the workplace a beautiful place to work. Armstrong and Brown (2024k)
Public reward incentives such as employee of the month can make employees happier at work. Public reward incentives build engagement and a culture of appreciation by giving people a feeling of teamwork, openness, and the organisation image. While it can anxiety it enhances performance, retention rates, and collaboration among employees and the organisation. Armstrong (2007l)
Day-to-day recognition is the most effective form of recognition provided by managers to their employees. It should be genuine and natural and go through all levels of management. Regular recognition can boost employee morale, engagement, and productivity. It encourages peer to peer recognition, improves employee retention rates, and leads to job satisfaction. However, it can lead to burnout if performance pressure is heavily relied on. Organisations need to invest in ideas for regular recognition. Armstrong and Brown (2024l)
[bookmark: _Int_h0h1MwHx][bookmark: _Int_XSZWfsrX]Employee interest, job happiness, attendance, retention, dedication, and engagement are all affected by employee recognition and non-cash benefits. An employee's performance and that of their coworkers can both be improved via recognition. However, several variables affect how successful incentives can be and care should be taken while creating them because they might backfire and decrease motivation and performance. (CIPD, 2022b)
7.Assess the business context of the reward environment. (AC 3.1)
[bookmark: _Int_xqDu04iR]In international, national, and private sectors, reward management is especially important because companies must deal with global competition, pressure to cut expenditures, individualism, flexible work arrangements, and a diverse workforce. To make sure that reward management works well, HR employees need to keep up with these changes. Using earlier approaches may damage business's ability to compete. In the UK, the job market has changed into an "hourglass," with high-paying, skilled jobs and low-paying, unskilled jobs. When the national minimum wage went into effect in 1999, it changed the pay of two million employees. About half of organisations base pay levels on success prefer to keep pay information secret without over sharing it publicly. Decisions about rewards are affected by both internal and external factors. Buying power, talent management, openness, fair pay, and market comparisons are some of the internal factors that HR professionals look at. There are many things that can change an organisations reward setting, such as its goals, the way the market works, employees, the economy, legal, and culture factors. To make excellent reward programmes organisations should make sure their strategies are in line with their goals, set clear performance standards, research industry norms and levels of pay, thinking about the ages and genders of their employees, and take cultural factors into account. Taylor and Woodhams (2016b)
[bookmark: _Int_YAbtbbFb]The culture of an organisation affects how it manages incentives and what strategies it uses. It includes ideas, behaviours, attitudes, and beliefs that everyone shares and that affect how people act and how they perform. Employees may be able to cope with change, do a better job, and feel more like themselves if the culture allows. Fundamental ideals of an organisation such as care, respect for others, and creativity, can affect policies in areas like pay, employee satisfaction and performance management. People are encouraged to adhere to the company's culture and principles by principles rewards and other non-monetary rewards. This leads to enhanced work. Its business, which includes industry, for-profit services, not-for-profit services, public sector services, and education, also shapes its fundamental principles and the way it gives rewards. Taylor and Woodhams (2016k)
8.Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to develop insight. (AC 3.2) 
[bookmark: _Int_bTX4rc22] Pay clubs are groups of organisations who share information about pay and rewards for certain jobs to help candidates find a job. To make information get around well, they should have at least 10 people. Organisations can set up clubs or ask people who are interested to meetings where they can talk about jobs, collect data, and give presentations. Incomes Data Services, the IRS Employment Review the government's Labour Force Survey, business news parts of newspapers, employment advisors, agencies, employers, and applications are just a few of the places where you can get up-to-date pay information. Pay clubs reputations can be judged by how well they are known in the organisation and by reviews from customers. Looking at these factors organisations can create successful special pay reward systems that boost worker happiness, motivation, and performance. Armstrong (2007j)
[bookmark: _Int_BIufR6Xk][bookmark: _Int_3GdPkIy2]Online pay data is easier to find and can be accessed faster, cheaper, and more accurately than in printed media. Customers often use Market Rate Ana to figure out average salaries for jobs, considering factors like company size, industry, and area. While evaluating pay clubs, businesses should look at the accuracy and usefulness of the data they collect the general value of membership, the club's image, and the tools and resources its members can access. When comparing costs and rewards they should think about things like registration fees, return on investment, purpose and usefulness, data quality, source reliability, and how often the information is updated. Taking a diverse approach to evaluating special pay means looking at distinct types of pay, how well they fit with the organisation's goals, fairness, market competitiveness, legal compliance, culture effect, flexibility, and ongoing review. Taylor and Woodhams (2016l)
[bookmark: _Int_W2rQmCpR]Organisations can use special surveys to get an idea of how much to pay their employees and how well they are performing in their jobs. These surveys can be about a wide range of jobs or specific jobs, and they can take a lot of time and be hard to get people to fill out. Things to think about when evaluating special pay, such as the type of pay, how well it fits with the organisation’s goals, fairness, market competitiveness, legal compliance, culture effect, flexibility, and ongoing evaluation. By looking at these factors' organisations can create successful special pay programs that boost employee happiness, motivation, and performance. It is important to be able to change and adapt, because different jobs or departments can have different pay grades. To make sure the programs work they need to be reviewed and given feedback on a regular basis. Fairness and equity are also especially important with fair sharing and openness being two of the most key factors. Being successful in the market means using benchmarks and keeping up with trends in the business. It is important to check the validity, reliability, and usefulness of special surveys to make sure the data they receive is exact, consistent, and useful. Taylor and Woodhams (2016m)
9. Explain approaches to job evaluation.
[bookmark: _Int_7wqEZBJ1][bookmark: _Int_T9eunGVE]Roles are evaluated by market price and job evaluation and not the individuals doing them. The foundation of both should be a fair, open and that employees can understand and communicate. To ensure a fair pay system and compare pay rates with the internal or external job market, job evaluation shows the relative value of various employee tasks. Data on comparable positions in other organisations is gathered via market pricing to decide their market rate and check relevant changes. There is no precise single rate of pay for a profession or job function, and rates might differ even within the same organisation and occupation. To preserve both internal equity and outward competitiveness, employers need to find solutions to these conflicts. Cotton (2023d)
[bookmark: _Int_TDVRlGQ1][bookmark: _Int_QChAzmjR][bookmark: _Int_yvqFlF57][bookmark: _Int_ndj98ZIF]Employers use job rating methods to set pay rates, fight claims of fair pay, and help set prices in the market. Analytical and non-analytical are the two main types. Analytical methods are more objective and can be used to compare factors and rate points. Schemes that do not use analysis are easier, cheaper, and faster. Employers use pay information from public sources, pay clubs, special surveys, and the databases of consultants. Reliable data on pay is updated and kept reliably, which lets tactics be adjusted. An organisation can use survey data if it is relevant to their organisation and location. Consistent results come from surveys that you can trust. Cotton (2023e)
[bookmark: _Int_X8D0s0qP]The choice between formal and informal methods of job valuation is crucial. Organisations may use informal methods for internal and external benchmarking or deliberately choose an informal approach especially when using'spot rates or individual job rates instead of a graded structure. This choice can be made consciously or unconsciously. Armstrong and Brown (2024m)
10.Explain the legislative requirements that impact reward practice
[bookmark: _Int_wy0wNERB]The National Minimum Pay Act states that all employees should get a certain hourly pay no matter what their job contracts say. People working towards a degree, students, the unprivileged, and people in employment are all included. The law has a big effect on budgets, pay methods, keeping employees motivated, hiring new employees, and retaining current employees. Organisations must make sure that reward programs are followed and encourage fairness, happiness, and competition for them to work. Daniels (2022)
[bookmark: _Int_XHycldsy][bookmark: _Int_8Ih7lb3l]Employees are protected from discrimination at work by the Equality Act 2010, which lists protected traits like gender, age, disability, and age. They need to make sure their Employees are healthy and safe within the workplace. The Act changes how rewards are given by backing fair pay, making things clearer, and giving more rewards. To meet organisations, need to change the way they pay their employees. ACAS (2024a)
Securing employment is challenging when there is a disparity in pay between genders. The issues stem from economic, cultural, societal, and educational factors. Due to their obligation to care for others without pay, engage in part-time employment, have varying levels of human capital, experience gender segregation in the workplace, and receive lower pay than males for equivalent work. The government looks to promote transparent pay and address the root causes of unfairness. To promote a more inclusive and fairer workplace, organisations must revise their pay methods, do pay equity assessments, and uphold openness in their operations. This is helpful for both the employees and the company. CIPD (2024)
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