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AC 1.1 
To address your concerns raised within your organisation (Eco Insulate UK) it is recommended to review the current reward offering to staff. A rewards strategy should provide a sense of purpose and direction for employees. There needs to be fairness and consistency between the organisation and the employer, this should also align to the businesses strategic goals (Armstrong & Brown, 2023) 
Firstly it is key to understand what is classed as a reward. Reward can be base salary, pensions, and variable pay can be incentives (staff benefits such as healthcare, bonuses or discounts. These are often paid based on the level of work delivered by a member of staff and is often linked to performance. It is important to highlight that this needs to remain consistent to retain staff, and promote engagement. Reward is about designing and implementing strategies that ensure workers are rewarded in line with the organisational context and culture, relative to the external market environment (CIPD,2025)
To explain the principles and how they will support organisational culture and performance management please see below: 
The total reward approach is a combination of base salary, bonuses based on performance i.e meeting a set number of targets. The employee could also receive commission where a particular transaction or sale has been completed. Alongside also receiving a contribution from an employer for their pension. There are also other non-financial rewards such as development opportunities within the organisation, opportunity to work flexibly to help support work-life balance alongside a notable thank you recognition for hard work. The total reward approach will undoubtedly create a positive impact and help staff feel valued from a monetary perspective. This will help create a sense of importance, and staff may feel more engaged and have high job satisfaction. However there needs to be the consideration that offering staff rewards just based on monetary value can be negative. For example if the organisation falls into financial difficulty it needs to consider the long jevity of whether cash bonuses and commission is sustainable. Therefore when making decisions it is important to take a balanced approach and considering a mixture of smaller gestures may also be advantageous. (Taylor and Woodhams, 2023) 
Rewards packages need to be transparent to ensure that there is clear understanding of what staff will receive. To promote inclusion it might be positive to include staff in decision making when developing packages and policies. It is also important to consider whether the offering is equitable and fair as during some periods it might not be sustainable to provide cash bonuses. i.e if the business is performing well. Therefore reviewing how staff are rewarded fairly it would be recommended to outline clear targets for all and not just targeted at high performers. 
To conclude there needs to be a well balanced approach to providing a rewards package within your organisation. Practices need to be clearly outlined to avoid inequality, unfavourable behaviours i.e misconduct.  Providing a range of financial and non financial benefits will help support staff retention as employees will feel valued for the work they undertake, it will also help create a positive culture based on positive behaviour. If there is a balanced approach for incentives, alongside opportunities to develop this will help the business perform and promote positive staff engagement. If staff feel valued within the workplace this will help create better job satisfaction, create a positive employer brand and attract staff to your organisation.   CIPD,2025) 

 AC  1.2
To help improve employee contribution and sustained organisational performance it is beneficial to understand how employees can be supported to feel more engaged and happy to undertake their roles. In the absence of reward there maybe little motivating factors and this could lead to a decrease in productivity and have an increase in staff turnover.
Intrinsic rewards outlines where an employee has a sense of belonging within the workplace. As an example, if employees feel that they are able to grow and develop this will create better job satisfaction. An employee will likely have psychological benefits if they feel they are adding value or their contributions are being recognised. This is supported by the Human Capital Theory to help achieve long term sustainable performance (CIPD, 2017)
Extrinsic reward is where members of staff my be rewarded for the work they undertake based on performance. In turn they may receive a bonus, additional cash payment or employee benefits. This needs to be consistent to ensure that there is equality across the workforce and not an imbalance based on favouritism. i.e only rewarding top performance. As an example its outlined that only special schemes are on offer for senior staff this might deemed as unfair to staff. A rewards package should be fair, transparent and consistent. (Taylor & Woodhams, 2022) 
Having a well balanced rewards package at Eco-Insulate will provide a positive work environment for both the employer and the employee. It would be recommended to undertake consistent job evaluations and ensure that staff are being paid fairly and equally. It can help improve job design, help staff understand what training and development opportunities there are within the organisation. Following job evaluations being undertaken it will ensure that there is a fair range of jobs, grades, pay ranges and benefits. This will in turn provide a fair rewrds package of non-financial and financial benefits.(ACAS, 2014)  

AC 2.1 
CIPD (2024) outlines that the existence of pay structures provide a framework for wage progression. It can promote appropriate behaviours and performance. It also confirms how employees can increase their salary within or outside of a pay structure. 
The types of pay structures are split into two categories as follows: 
The numbers of bands within a structure and the span of each band. 
To explain further to determine what would be appropriate at Eco Insulate I shall outline a few examples: 
Firstly there are pay rates for individual spot rate and salary. Spot rates are for lower- skilled occupations.  There needs to be a more simplistic approach rate for the job. This payment package is aimed at attracting a certain application and to motivate a specific person.  
Individual pay ranges, job ranges and individual salary ranges allow a formal scope of pay progression 
Narrow graded pay structures are usually built up of many job grades. The pay progression is often done on an incremental basis. For example, an employee may receive an increase in salary after 2 years in service, followed by being moved to top of their band after 5 years in role. 
Broad-graded pay structures have between six to nine grades. These can sometimes be deemed as more favourable structures due to the opportunity for staff to progress quicker without the need for regrading 
For a company such as Eco Insulate and with the expression of negative feedback around the lack of reward offering it may be deemed appropriate to look at a Broad- banded approach. This allows for a smaller number of bands and could potentially offer faster progression and development opportunity. This does need close consideration as whilst this structure has no pay limits, this could cause inequity and a sense of unsettlement. Through regular review and capping a salary this could help avoid some conflicts around unfairness. (CIPD,2024) 
To consider which is most appropriate there needs to be a balanced approach and also fit in with equal pay. Through the introduction of the National Living Wage in 2016 this has helped workers who are at the bottom of the pay scale. There also needs to be consideration from an employer and whether the wages are consistent with the current cost of living. A rewards package needs to be fair and be at least the liveable wage, and support Individuals to progress into higher paid roles. It is key to equally provide development opportunity and help support their employee’s financial wellbeing.  (CIPD, No Date) 

AC 2.2 
There are different contingent rewards strategies which can include pay based on performance, skills, and also performance of a team. Organisations that operate on a contingent approach will pay and element of base salary and reward its employees with a bonus. 
For a company like Eco Insulate there needs to be a consistent approach that provides clarity to its workers to ensure morale increases. It is important to consider benchmarking and to look at incentives across the market based on similar roles and how competitors pay their employees (Acas, 2014b)
CIPD(2022) outlines that financial incentives and recognition should be clearly linked with performance standards. This will help support employees feel valued and supported for their efforts. In the absence of his when rewards a given for simply completing a tasks incentives can likely harm a performance. It would be recommended to include members of staff in setting objectives, and to set fair targets. This will encourage staff to provide feedback and create a sense of inclusion. ‘Meaningful work’ can also be considered as it links to the psychological contract to include how an individual is feeling. This will have a positive impact as if the employee feels that they’ve made a difference this could increase productivity to do more work that satisfies them if they’ve found their niche. 
Team based incentives can positively drive better performance as oppose to just rewarding individuals. The rewards should be divided equally and recognise involvement collectively. To measure this as an example if a team are working on a project together, they may have had to make group decisions, collaborate and communicate together to deliver an outcome. This will create a sense of inclusivity, value and a positive working culture. (CIPD,2022) 
Contingent pay can help support to recruit, attract and retain talent within an organisation. This needs to be done consistently and be paid on a realistic basis by rewarding suitably and not just for a ‘simple’ task being completed. There needs to be a balance between opportunity for learning and developing alongside achieving reasonable objectives for the organisation.. (CIPD, 2025) 
To conclude for Eco-Insulate to design a transparent reward system it must be fair and consistent. To take the approach of a team based incentive scheme would encourage a collaborative culture. However in the absence of this it would also be fair to reward individually to promote sense of belonging and ensure reward is equitable and fair (Taylor& Woodhams 2022) 



2.3 
To address the concerns of no incentive scheme at Eco-Insulate it would be beneficial to review the benefits scheme. This ill potentially address the concerns regarding turnover rates and a negative working environment. If reward is only based on financial incentives this could provide a negative culture. As an example if an organisational only rewards its highest performers this could be deemed as inequitable. By addressing more achievable token benefits this could help increase staff engagement and drive motivation to undertake their roles.  Peer to peer recognition such as a notable thank you could be a smaller gesture via implementing an e-card which emails a colleague to recognise them if they’ve done a good job or offered help. 
This can be supported further by looking at whether there are employee discounts that can be offered at local restaurants, or the offering of flexible and hybrid working. This could help promote more of a work-life balance and staff will feel that they are valued to still undertake their roles remotely. Looking after your employees could have a positive impact and this could lead to less work-related absences. (Taylor & Woodhams 2022) 
CIPD (2025a) highlights further that employee benefits helps attract and keep people, and encourages the required behaviours. Generally, back in the 1970’s around the same time period of when Eco-Insulate was incorporated there was a push for companies to offer more generous benefits. Previously the benefits would have been unemployment insurance, sick pay, offer of a pension and healthcare insurance. Through recent developments based on an individual worker circumstances there needs to be more of a balanced approach of financial v non-financial reward.
Eco Insulate could benefit from looking at flexible working arrangements for staff with children, health conditions or simply offering a place of rest. Promoting programmes for physical fitness and offering of gym discounts may promote positive wellbeing. Alongside token gestures for subsidised meals in the canteen, and wellbeing apps could help towards managing stress within the workplace.  By investing in your existing staff it might promote a sense of belonging, and this might reduce turnover rates. (CIPD,2025a)

 




2.4 

To address Eco-Insulate UK’s rising employee turnover and negative organisational culture, the implementation of effective recognition schemes is essential. Recognition—both formal and informal—not only increases motivation and engagement but also contributes to organisational performance and employee retention by fostering a sense of accomplishment and value (CIPD, 2022; Gallup, 2024).

Peer-to-peer recognition is an effective and inclusive way to boost employee morale.  This informal approach encourages employees to nominate colleagues who represent the company's core values.  For example, Eco-Insulate UK could launch a monthly "Star Employee" program to recognise contributions such as creativity, teamwork, and dedication.  Peer-led recognition promotes psychological safety, boosts morale, and aids in the breakdown of hierarchical challenges, all of which are critical steps in addressing and reversing a negative workplace culture (CIPD, 2022).

Public acknowledgment is another effective, low-cost method.Highlighting individual or team achievements in company meetings, newsletters, or digital platforms can create visibility and reinforce desired behaviours. Recognising achievements such as exceeding production targets or creative solutions to insulation challenges helps promote a culture of appreciation (Armstrong, 2023). Public appreciation promotes intrinsic motivation and retention, with engaged employees 87% less likely to leave and 21% more profitable for their companies (Gallup, 2024).

 Non-cash incentives, such as gift cards, experience days, or extra paid time off, can also improve morale and motivation.  Eco-Insulate UK, for example, might provide vouchers for local shops or activities relevant to sustainability.  These incentives are often greater and significant than cash, which tends to merge with routine expenditures (Taylor and Woodhams, 2022).

A relevant example is the case of Etisalat, a leading telecommunications company, which implemented a holistic recognition programme combining peer nominations, public awards, and experiential rewards. The initiative resulted in improved employee engagement scores, reduced turnover, and stronger alignment with company values (CIPD, 2018). This case illustrates how tailored recognition schemes can drive cultural transformation and retention—even in large, complex organisations.

Introducing a blend of peer-to-peer recognition, public acknowledgement, non-cash awards, and structured programmes can enable Eco-Insulate UK to foster a more positive and engaged workplace culture, supporting both skilled and non-skilled employees alike.
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