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


Reward within organisations should be carefully designed and implemented, as reward and recognition play a pivotal role in the attraction, retention, and motivation of employees (Waite et al. 2021). 

The value of various rewards, whether transactional rewards such as pay and benefits, or relational rewards such as work life balance, development, and responsibility, will be valued differently by different people. These preferences are also likely change throughout the varying stages of an individual’s life (Waite et al. 2021). Effective reward packages add value not only to employees, but also to organisational performance levels and culture, therefore, a one size fits all approach is unlikely to work. 

Total reward approach is an approach used that combines both intrinsic and extrinsic rewards. Eco-Insulate should consider elements from both intrinsic and extrinsic rewards to be used in combination to provide a complete package designed to attract, retain and motivate employees (Armstrong and Taylor 2020).

Total reward model. 
[image: ] (Griffin 2020)

Eco-Insulate can evidence their values through the rewards packages they offer and who these are available to, so ensuring a balance between external competitiveness, and internal equity is essential (Armstrong and Taylor 2020b).
Reward for employees, can be a clear motivator to achieving good work and performance and for an organisation such as Eco-Insulate UK, reward can also be designed to be used as a retention tool to reduce turnover rates (Waite et al. 2021b).

Organisational culture can also be impacted positively if a successful reward package is in place. As demonstrated in the Motivation Theory (Waite et al. 2021c), employees rewarded for good performance, are far more likely to remain engaged and motivated within an organisation, with a continued drive to achieve. 
Employees that are rewarded fairly feel valued and appreciated. As mentioned by (Indeed Editorial Team 2023) if Eco-Insulate actively recognised and rewarded their employees, it would show that they value their employees’ input and contribution. Organisations valuing their employees also promotes trust, reduces staff turnover levels, and increases productivity and overall staff morale Employee (Benefits, 2019).
Additionally, a positive culture within Eco-Insulate could improve the overall organisational brand, leading them to become an employer of choice. 

Eco-Insulate should introduce a fair and consistent approach to reward that takes into consideration all roles within the business and how those roles differ. Eco-Insulate may require different rewards for different roles to encourage and drive performance, however the reward approach must remain fair (Waite et al. 2021c). Approaches to reward must also comply with relevant legislation and must not discriminate against individuals (Cotton 2024b).



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


Extrinsic rewards are provided to employees as a visible rewards for their achievements and performance. Extrinsic rewards tend to have monetary value attached to them and include rewards such as bonuses and pay rises and can vary depending on the role, department and industry (Indeed Editorial Team 2021), however, should be fair and relative to the work required/completed. Extrinsic rewards such as pay, will be key to gaining the initial buy-in for individuals to want to come and work for Eco-Insulate (Bravo 2019).

Intrinsic rewards on the other hand, are less visible. Intrinsic rewards are often psychological with individuals achieving a sense of pride for completing their work well, having autonomy and responsibility within their role, and feeling valued for completing meaningful work (Indeed Editorial Team 2021).

Both types of reward are essential when looking for a fair and balanced reward approach, and a combination of both can be used to drive the desired behaviours and performance from employees at Eco-Insulate with all employees valuing elements from each (Herrity 2019). As mentioned by (Waite et al. 2021e) employees that are more engaged within an organisation perform better and are more productive and motivated to complete good work. 

Extrinsic rewards are a great motivator for most, as understandably, money is important to everybody. However, as highlighted within the Motivation-Hygiene theory, Frederick Herzberg, (Waite et al. 2021f) hygiene factors such as pay and salary, once achieved, become less of a motivator to continue to work harder or better, therefore cannot be solely relied upon to drive motivation and organisational performance. Hertzberg’s theory emphasizes the requirement for factors such as pay to be implemented fairly, however, to ensure good and continuous performance is achieved within an organisation, factors such as the nature of the work, the potential for individuals to grow and develop, and job satisfaction are also promoted and implemented (Waite et al. 2021f).

Eco-Insulate must consider intrinsic rewards in order to promote commitment and motivation, which in turn will provide a consistent performance from an engaged workforce. 
As mentioned by (Bravo 2019), encouraging social interaction through lunch time walking groups and perhaps hosting monthly breakfast events open to all staff, could promote engagement and interaction leading to increased positive teamworking.
Highlighting development opportunities will inform employees of potential career pathways available to them allowing employees to feel valued professionally as well as personally. Another intrinsic reward Eco-Insulate can introduce quickly and at no cost is by showing employees the difference they make. Explaining the impact their good work has specifically had on the company on its journey to achieving the organisational goals (Bravo 2019) will provide a sense of achievement and pride to individuals. 



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


A pay structure provides a framework to enable the implementation of pay and reward policies for varying grades or levels of jobs within a hierarchy (Cotton 2024a)
Pay structures consist of pay ranges that are attached to each band or level within the structure and the span of each band. 
A grade structure defines the sequence or hierarchy or bands or levels into groups which are relatively comparable in size.
By using pay and grade structures, organisations can monitor and process fair pay practices, achieve equal pay, whilst also highlighting career and development opportunities available to employees (Armstrong and Taylor 2020c).
Pay and grade structures are designed to be appropriate to the needs of the organisation and must remain consistent and transparent, whilst allowing for flexibility to respond to market rates or pressures (Armstrong and Taylor 2020c).

There are formal pay structures such as Narrow-Graded, Broad-Graded, Broad-Banded and Job families and there are informal structures such as Spot Rates and Individual Job Grades (Cotton 2024a).


	Formal Structures:
	Features

	Narrow-Graded
	-Sequence of grades (usually 10 or more)
-Progression is usually linked to performance
-Narrow pay ranges (usually 20-40%)

	Broad-Graded
	-Sequence of grades, however, contains less grades than Narrow-Graded (usually 6-9 grades)
-Broad pay ranges, 40-50% and the ranges are more clearly defined than Narrow-graded. 
-Progression linked to contribution

	Broad-Banded
	-Small number of grades (usually 4-5)
-Wider pay bands 50-80% making them more flexible than other pay structures, however, they do restrict the scope for promotion
-Progression linked to competence and contribution

	Job Families
	-Separate grade and pay structures for similar jobs, however, separate salary structures for different families to support in facilitating higher pay for hard to fill roles
-Progression linked to competence and contribution

	Local Pay Structures
	-Pay varies depending on workplace location
-Variation in pay considerations are relative to local labour markets and the differences in the cost of living
-Unlike other pay structures, Local pay does not link to competence or contribution. 


(Cotton 2024a)

	Informal Structures:
	Features

	Spot Rates / Spot Salaries
	-No pay ranges, one fixed pay point
-Attached to a person rather than a job (reflects the value of the individual to the organisation for senior roles)


	Individual Job Grades 
	-Unlike Spot rates, individual grades are usually attached to a job not a person
-Includes a defined pay range providing scope for performance-based progression
-Allows more scope than spot rates


(Cotton 2024a)




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

Contingent reward is a financial reward system based on motivating employees’ performance to meet pre-set targets and rewarding them fairly based on the outcome.  

There are various contingent reward strategies as mentioned by (Armstrong and Taylor 2020d) that could be considered by Eco-Insulate, such as:

	Performance-related pay
	Performance related bonuses help to motivate individuals and can improve performance as rewards are linked to the outcomes against set objectives and targets (Mosca 2021) 
Organisational culture will improve as a result of increased motivation and performance for both individuals and teams, and this could result in overall reduced turnover rates for Eco-Insulate. 

	Skill-based pay
	Pay rewards for the acquisition of skills through payment of skills-based increments. This promotes development within existing staff and highlights possible future promotions. A positive culture for Eco-Insulate could be developed using this method as self-improvement leads to stronger performances and a sense of autonomy (Indeed Editorial Team 2022a), both resulting in higher staff retention rates.

	Competency-related pay
	Pay increases are awarded following competency achievements and developments. This would encourage motivation for individuals within the workforce to achieve higher levels of competency, however, if the competencies achieved are not actively used, it could result in Eco-Insulates money being wasted (Armstrong and Taylor 2020d) 

	Service-related pay
	Service-related pay is awarded based on the length of time served in the grade/role. Service-related pay, however, fails to recognise the potential difference in performance levels for both individual and team performance. This could possibly lead to a reduction in productivity of higher performers as they are not recognised for their effort. However, that being said, when rewarded for loyalty for staying with Eco-Insulate, retention rates could increase as those that feel appreciated and valued are more likely to stay in their place of work (Indeed Editorial Team 2023c)



Overall, to ensure that Eco-Insulate can reduce the staff turnover rate whilst also monitoring the organisational performance, a balanced approach could be implemented by providing retention bonuses yet also taking into consideration some performance related bonuses to run alongside as it sends a clear message to both individuals and teams that good work will be rewarded (Armstrong and Taylor 2020d)




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

Employee benefits are a key part of the total rewards package. They are non-cash provisions that are provided to attract and enhance an employees’ wellbeing and overall experience at work (Cotton 2022). Examples include health screening, Pensions, company cars and flexible working policies, all of which can benefit employees both financially and non-financially. Financial rewards are of course vital; however, they are easily copied by competitor employers and don’t make companies stand out (Waite et al. 2021d) non-financial rewards can complement existing financial rewards, support employee wellbeing and personal and career progression, whilst making Eco-Insulate an attractive employer to work for.

Offering product discounts for employees of Eco-Insulate would be a great way of providing a benefit that is available to everyone but at a low cost to the business. Whilst offering employees a discounted solution to save on their personal energy bills, the employees would also gain knowledge through the purchase and installation of their insulation. Increased employee knowledge of the business and product will also have multiple benefits for Eco-Insulate. Increased workplace knowledge will reduce inefficiencies and increase accuracy, provide a competitive edge on competitor whilst creating trust between management and employees, thus improving the workplace culture (Proberts 2023).

Enhanced statutory rights would be another benefit for Eco-Insulate to consider introducing. Introducing an annual leave increase benefit that enhances statutory annual leave days for reaching certain length in service milestones e.g., 1 day awarded each year of service, up to a maximum of 5 years (pro rata). This is another cost-effective benefit to reward loyal employees for service, which can support retention initiatives (Waite et al. 2021d) and is available to all employees with no outlay of costs for Eco-Insulate. An increased annual leave provision when compared to the UK minimum requirements, sets Eco-Insulate apart from competitor employers. 

Bonus schemes should be considered as a possible benefit for Eco-Insulate employees. Individual bonuses have the advantage that they drive the motivation and productivity levels immediately (Armstrong and Taylor 2020e). Bonus schemes can see employee engagement levels rise and an increase in good performance. Providing individual bonuses as opposed to team bonuses will ensure all workers are rewarded fairly for their contribution to the work and feel valued and appreciated by management. This will boost the overall morale of the business and Eco-Insulate will be seen as a more attractive place to work (Indeed 2024).



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


The introduction of recognition schemes would help to improve the workplace culture at Eco-Insulate. Showing appreciation to employees and recognising and rewarding good work can have a hugely positive effect on productivity, employee engagement and overall company loyalty (Prossack 2021). Through recognising good practice and behaviours, Eco-Insulate would reinforce the values of the organisation, evidencing that they value their employees, and as mentioned by (Herrity 2022), employees that feel valued are more likely to produce good work and less likely to look for alternative employment. 
Recognition awards can be financial; however, non-financial awards can also be used to recognise achievements, therefore, a combination of both approaches would work well. 

Formal schemes such as awards events and employee of the month nominations show value and appreciation for the employees’ contributions sparking a motivation for other employees to achieve and receive the same recognition for the work produced (Herrity 2022). Awards can be tailored to align with Eco-Insulates’ values as a way of promoting and encouraging the desired behaviours and practices (Herrity 2022).

Cash awards through simple incentive initiatives such as performance related bonuses and piece work, are key, immediate motivators for employees (Armstrong and Taylor 2020f).
As well as providing employees with welcomed extra funds, it also evidences that Eco-Insulate are willing to invest in their staff and reward them fairly. This type of reward and recognition, again, will boost motivation and employee engagement and will see Eco-Insulate being viewed as an employer of choice. 

Non-cash rewards such as gift vouchers and tickets for both individuals or teams that meet or surpass production targets could also be introduced as a formal way to recognise and appreciate employee achievements. 

Less formal recognition can also be introduced and be implemented on day-to-day basis and costs much less than some of the more formal recognition schemes. 
By Eco-Insulate management saying a ‘Thank you’ or a ‘Well Done’ to employees regularly, and as and when good work or behaviours are displayed, it will show that the business acknowledge and appreciate employee efforts and will really make the employees feel valued, again boosting staff morale and motivation (Lee 2022).



7) Assess the business context of the reward environment. (AC 3.1) 

In order to be successful within the reward environment, Eco-Insulate must respond and adapt to the ever-changing business environment. Many variables, both internal and external, now affect the way reward is managed and awarded such as legal, economical, and social changes and influences. Both financial and non-financial reasons can influence how organisations can recruitment, retain and motivate their staff (Cotton 2024c).

Regulatory changes such as the introduction of the National Minimum Wage rates in the UK in 1999, has seen organisations adapting their rewards packages, some reducing additional financial benefits / bonuses due to these unavoidable increased pay costs which are enforceable by law (ACAS 2019). These increased pay costs during the cost-of-living crisis which affects both employees and employers alike, has led to more organisations introducing and enhancing rewards that have lower cost implications to the business.

However, as a private sector organisation, Eco-Insulate can be more flexible in terms of the pay rates and salaries that can be offered, unlike the public sector. Therefore, whilst ensuring legal compliance and equity is adhered to, Eco-Insulate has the ability to adapt to labour market trends and demands.  

Social factors including the awareness and support for employee wellbeing following the Covid19 pandemic has led to a huge shift in focus towards the wellbeing and support for all staff and as highlighted by (Suff 2021) has led to more organisations doing more to support their staff.
Additional annual leave days and allocated access to psychological / wellbeing services are examples of additional rewards that Eco-Insulate could implement in order to support their staff and remain competitive in this field. Also, as mentioned by (Suff 2023), employees that feel supported and valued, have more loyalty towards an organisation and are far more engaged, leading to better productivity and overall increased organisational performance. 

Internal factors such as the organisational culture, equity, and the objectives/targets of the organisation, can also all impact on the success of the reward environment. 
Competition is fierce, therefore, to remain competitive in the reward environment, Eco-Insulate need to consider, identify, and adapt to the ever-changing demands, needs, and preferences of their employees. 
Completing PESTLE or SWOT analysis will allow Eco-Insulate to gather useful information to identify opportunities and also minimise external threats, thus enabling the business to make well-informed decisions and adaptations to the rewards offered (Battista 2024).




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


Benchmarking is a key business strategy used to measure an organisations position and identify ways in which this can be improved (Indeed Editorial Team 2023b). Benchmarking can help organisations remain competitive and encourage continuous improvement, whilst also assisting with effective financial management revealing opportunities to cut costs and increase profits. 
There are various ways in which Eco-Insulate can benchmark data to develop further insight. 

Internal surveys are a great way of allowing organisations to gauge the current position and views from their existing workforce. Eco-Insulate could conduct a survey that would reveal if their staff value the existing rewards on offer or if they currently use them or are even aware of them. Internal surveys as mentioned by (Judd, O’Rourke and Grant 2018) are a great, low-cost tool that can be used fast and efficiently and provide relevant and current data. 
Internal surveys do not, however, provide an indication on how Eco-Insulate compare to their competitors.

The CIPD conduct an annual survey of Rewards Professionals which evidences responses in relation to financial benefits, Health & Wellbeing benefits, and career and professional benefits (Cotton, Marriott and Perkins 2022).

Within the most recent CIPD survey (Cotton, Marriott and Perkins 2022) it also details the results from a recent YouGov report completed in January 2022. It highlights that only 57% of those that responded were aware of the benefits available to them within their organisation which could negatively impact on staff retention levels (Cotton, Marriott and Perkins 2022).
Eco-Insulate can use this report information to identify if this is an area their business is lacking and use this to improve the avenues at which to inform staff of their rewards packages. The data within this report could also help Eco-Insulate to make informed decisions regarding which benefits will be offered and to who as the report also details the benefits available and to which grades of staff (CIPD 2022). Overall, this is a great, low-cost tool that Eco-Insulate can use to benchmark against other organisations, however, it is a slower process when looking at the data, planning changes and then implementing them. With 38% of employers planning on investing in benefits, the information will be invaluable to remain competitive (CIPD 2022).

Eco-Insulate could look at data for staff turnover rates, unemployment rates, payroll data and current reward usage data, all of which could be analysed to help the organisation make informed decisions to improve their rewards and benefits strategy. It is important for Eco-Insulate to firstly identify exactly what requires benchmarking and why, and who they require data from for the process to be most efficient and so time is not wasted looking at the wrong target areas (LinkedIn 2024).



9) Explain approaches to job evaluation. (AC 3.3) 


Job evaluation is the method used to determine the relative importance or worth of a job within an organisation, through a systematic process (Cotton 2022a). Through a job evaluation process, Eco-Insulate could identify and determine pay grades and structure within a fair pay system, whilst comparing pay rates against the internal and external job market. 

Job evaluation schemes identify the hierarchy of jobs within an organisation in a clear and user-friendly way. The structures identified are free from discrimination, providing transparency and a clear understanding of the requirements of the role, as some job titles can be unclear or unspecific (Cotton 2022a).

Job evaluation schemes for Eco-Insulate to consider can be either analytical or non-analytical. 

Analytical.

The benefits of using an analytical scheme as mentioned by (Armstrong and Taylor 2020g) are that each individual job characteristic is considered before a conclusion is made on the role overall, and that defined guidelines help evaluators provide consistency in their judgements for all roles, however, it can be time consuming. It also provides a defence against equal pay claims in the UK.  

	Scheme
	Method

	Point Factor Rating
	This is the most commonly used scheme and involves breaking down jobs into various factors. Each factor then contributes to the value of the job based on the level of responsibility, skill, and decision making required. Each factor is then scored and the combined scores under each factor heading will then determine the indicative value for each job. This can then be aligned with the pay / grade structure fairly (Armstrong and Taylor 2020g).

	Analytical Job Matching
	This is a much simpler and faster approach than Point Factor Rating as it does not break down all requirements for each individual role/job. Role profiles are compared in relation to the factors they contain, and these are matched with other similar grade / level profiles to establish the best fit and to determine the grade of the job. 




Non-Analytical.

Non-analytical job evaluation schemes such as paired comparisons and job ranking allow whole jobs to be compared and graded as opposed to comparing job elements and factors as above. 
Jobs are compared with other jobs to determine if it should be valued as more, less or the same as other jobs within an organisation (Armstrong and Taylor 2020g).
As highlighted by (Acas 2014), non-analytical schemes are simple to introduce and operate, however, they would not provide a defence for Eco-Insulate in an equal pay case. 


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


Eco-Insulate must comply with various legislative requirements which could impact on the organisational reward practice. In order to achieve a fair, equitable and consistent approach to reward practice, statutory minimums must be adhered to ensure Eco-Insulates reward approach is non-discriminatory (Waite et al. 2021g).

The Equal Pay Act 1970, which is incorporated into The Equality Act 2010, now gives women the right to the same pay as men for ‘like work’, ‘work of equal value’ and ‘work rated as equivalent’ via job evaluation schemes (Cotton 2023).
As a medium sized organisation, if Eco-Insulate has more than 250 employees, they must provide reporting each year under the Gender Pay Gap Regulations 2017 (Armstrong and Taylor 2020h). This reporting must show the pay gap information between their male and female employees and failure to do so could result in enforcement action by the Equality and Human Rights Commission (Cotton 2023).

National minimum wage (NMW) rates must also be complied with for all employees and workers according to The National Minimum Wage Act 1998 (Waite et al. 2021g). The current hourly rates for the UK are as detailed below (Gov.Uk 2024)
[image: ]
Failure to comply with the NMW rates, could result in enforcement action by the HMRC on behalf of The Department for Business, Energy and Industrial Strategy (Waite et al. 2021g) and would be at risk of employment tribunals. Organisations will also appear and be named on the Government and Low Pay commission website which would not be good for the business reputation. 
Eco-Insulate are also required to provide a breakdown of earnings to all employees to assist them in understanding their pay calculations, known as an itemised pay statement (payslip) and in April 2019, this was extended to also include providing these to all ‘workers’ (Waite et al. 2021g).

It is not only pay and wages that needs to be provided fairly to Eco-Insulates employees. All rewards that are included in their contracts of employment, such as holiday entitlement and sick pay should also be provided. As mentioned by (Waite et al. 2021g), failure to do so would be a breach of contract and Eco-Insulate could then see breach of contract claims being made against them. 

 Overall, the impact of adhering to the legislative requirements linked to reward practice and reward management could be huge for Eco-Insulate, not only for the organisational brand and reputation, but also in avoiding high cost, legal claims being made against the business (Waite et al. 2021g).




Reference list
ACAS (2019). If an Employer Does Not Pay Minimum Wage | Acas. [online] Acas.org.uk. Available at: https://www.acas.org.uk/national-minimum-wage-entitlement/if-an-employer-does-not-pay-minimum-wage [Accessed 3 Aug. 2024].
Acas (2014). Job Evaluation: Considerations and Risks. [online] Acas. Available at: https://www.acas.org.uk/sites/default/files/2021-03/job-evaluation-considerations-and-risks-advisory-booklet.pdf [Accessed 22 Jul. 2024].
Armstrong, M. and Taylor, S. (2020a). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, p.484.
Armstrong, M. and Taylor, S. (2020b). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, p.478.
Armstrong, M. and Taylor, S. (2020c). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, p.492.
Armstrong, M. and Taylor, S. (2020d). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, p.496.
Armstrong, M. and Taylor, S. (2020e). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, p.498.
Armstrong, M. and Taylor, S. (2020f). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, pp.512–514.
Armstrong, M. and Taylor, S. (2020g). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, pp.490–491.
Armstrong, M. and Taylor, S. (2020h). Armstrong’s Handbook of Human Resource Management Practice. 15th ed. London: KoganPage, p.502.
Battista, M. (2024). PESTLE Analysis. [online] CIPD. Available at: https://www.cipd.org/en/knowledge/factsheets/pestle-analysis-factsheet/ [Accessed 3 Aug. 2024].
Bravo (2019). Intrinsic vs. Extrinsic Rewards to Improve Employee Engagement. [online] Bravowell.com. Available at: https://www.bravowell.com/resources/intrinsic-vs.-extrinsic-rewards-to-improve-employee-engagement [Accessed 16 Jul. 2024].
CIPD. (2022). CIPD | Reward Management Survey. [online] Available at: https://www.cipd.org/uk/about/news/reward-management-survey-news-benefits-packages/ [Accessed 22 Jul. 2024].
Cotton, C. (2022a). CIPD | Job Evaluation & Market Pricing. [online] CIPD. Available at: https://www.cipd.org/en/knowledge/factsheets/market-pricing-factsheet/ [Accessed 16 Jul. 2024].
Cotton, C. (2022b). Employee benefits: an Introduction. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/benefits-factsheet/ [Accessed 11 Jul. 2024].
Cotton, C. (2023). CIPD | Pay Fairness & Pay Reporting | Factsheets. [online] CIPD. Available at: https://www.cipd.org/en/knowledge/factsheets/pay-fairness-reporting-factsheet/ [Accessed 22 Jul. 2024].
Cotton, C. (2024a). CIPD | Pay Structures and Pay Progression | Factsheets. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/pay-structures-factsheet/ [Accessed 10 Jul. 2024].
Cotton, C. (2024b). CIPD | Reward | Factsheets. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/reward-factsheet/ [Accessed 10 Jul. 2024].
Cotton, C. (2024c). CIPD | Reward | Factsheets. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/reward-factsheet/ [Accessed 3 Aug. 2024].
Cotton, C., Marriott, L. and Perkins, S. (2022). Reward Management survey: Focus on Employee Benefits. [online] CIPD, pp.22–23. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/reward-management-survey-2022_tcm18-108776.pdf [Accessed 22 Jul. 2024].
Employee Benefits. (2019). How to Build Organisational Culture around Reward and Recognition. [online] Available at: https://employeebenefits.co.uk/how-to-build-organisational-culture-around-reward-and-recognition/ [Accessed 10 Jul. 2024].
Gov.Uk (2024). National Minimum Wage and National Living Wage Rates. [online] Gov.uk. Available at: https://www.gov.uk/national-minimum-wage-rates [Accessed 22 Jul. 2024].
Griffin, J. (2020). Using Total Rewards to Drive Business Results. [online] Consult to Grow. Available at: https://www.consulttogrow.com/total-rewards-that-drive-results/ [Accessed 10 Jul. 2024].
Herrity, J. (2019). Intrinsic vs. Extrinsic Motivation | Indeed.com. [online] www.indeed.com. Available at: https://www.indeed.com/career-advice/career-development/intrinsic-extrinsic-motivation [Accessed 16 Jul. 2024].
Herrity, J. (2022). 11 Employee Recognition Ideas That Will Make Your Employees Feel Valued | Indeed.com. [online] Indeed Career Guide. Available at: https://www.indeed.com/career-advice/career-development/employee-recognition-ideas [Accessed 11 Jul. 2024].
Indeed (2024). Types of Bonuses. [online] Indeed. Available at: https://www.indeed.com/hire/c/info/types-of-bonuses [Accessed 11 Jul. 2024].
Indeed Editorial Team (2021). Intrinsic Rewards: What They Are and Why They’re Important | Indeed.com. [online] www.indeed.com. Available at: https://www.indeed.com/career-advice/career-development/intrinsic-rewards [Accessed 16 Jul. 2024].
Indeed Editorial Team (2022). What Is Skill-Based Pay? (With Benefits and Drawbacks). [online] Indeed Career Guide. Available at: https://www.indeed.com/career-advice/pay-salary/what-is-skill-based-pay [Accessed 10 Jul. 2024].
Indeed Editorial Team (2023a). 15 Ways of How to Make Employees Feel Valued at Work. [online] Indeed Career Guide. Available at: https://www.indeed.com/career-advice/career-development/valued-employees [Accessed 10 Jul. 2024].
Indeed Editorial Team (2023b). Business Tools: A Guide to Benchmarking. [online] Indeed Career Guide. Available at: https://www.indeed.com/career-advice/career-development/benchmarking [Accessed 22 Jul. 2024].
Indeed Editorial Team (2023c). Valuing Employees: 15 Ways To Make Them Feel Valued. [online] Indeed. Available at: https://www.indeed.com/career-advice/career-development/valued-employees#:~:text=Employees%20who%20feel%20valued%20at%20work%20are%20often,like%20listening%20and%20taking%20action%20on%20employee%20feedback. [Accessed 10 Jul. 2024].
Judd, S., O’Rourke, E. and Grant, A. (2018). Employee Surveys Are Still One of the Best Ways to Measure Engagement. [online] Harvard Business Review. Available at: https://hbr.org/2018/03/employee-surveys-are-still-one-of-the-best-ways-to-measure-engagement [Accessed 22 Jul. 2024].
Lee, K. (2022). Simple Ways to Make Your Team Feel Valued. [online] Harvard Business Review. Available at: https://hbr.org/2022/07/simple-ways-to-make-your-team-feel-valued [Accessed 11 Jul. 2024].
LinkedIn. (2024). What Are the Best Sources and Methods for Collecting Reliable and Relevant Benchmarking data? [online] Available at: https://www.linkedin.com/advice/3/what-best-sources-methods-collecting [Accessed 22 Jul. 2024].
Mosca, L. (2021). 6 Reasons Why Pay-For-Performance Is a Game Changer. [online] Forbes. Available at: https://www.forbes.com/sites/louismosca/2021/06/07/6-reasons-why-pay-for-performance-is-a-game-changer/ [Accessed 10 Jul. 2024].
Proberts, B. (2023). The Complete Guide to Building Employee Knowledge in the Workplace. [online] www.linkedin.com. Available at: https://www.linkedin.com/pulse/complete-guide-building-employee-knowledge-workplace-blake-proberts [Accessed 11 Jul. 2024].
Prossack, A. (2021). Why Recognition Matters in the Workplace. [online] Forbes. Available at: https://www.forbes.com/sites/ashiraprossack1/2021/08/30/why-recognition-matters-in-the-workplace/ [Accessed 11 Jul. 2024].
Suff, R. (2021). CIPD | COVID-19: How Well Have Organisations Looked after people’s Health and wellbeing? [online] CIPD. Available at: https://www.cipd.org/en/views-and-insights/thought-leadership/cipd-voice/covid-19-how-well-have-organisations-looked-after-peoples-health-wellbeing/ [Accessed 3 Aug. 2024].
Suff, R. (2023). Wellbeing at Work. [online] CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/well-being-factsheet/ [Accessed 3 Aug. 2024].
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021a). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, p.187.
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021b). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, p.188.
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021c). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, p.197.
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021d). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, pp.194–195.
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021e). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, p.197.
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021f). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, p.169.
Waite, K., Beevers, K., Small, N., Tomlinson, K. and Hussain, S. (2021g). People Practice : A Complete Guide. London, United Kingdom ; New York, Ny: Kogan Page, pp.198–204.








image1.png
CONSULT
TO GROW

Total Rewards
Strategy

Business Culture

Drive
Results

Retain
Talent

Attract
Talent

Recognition &
Compensation Schedule Flexi o
Training & Performance

Development Feedback




image2.png
21andover 18t020 Underi8 Apprentice

April2024 £11.44 £8.60 £6.40 £6.40




