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1. Explain the principles of reward and its importance to organisational culture and performance management (AC 1.1)
The key principles of reward are:
Equality and Equity: It is imperative that when rewards are put in place that all employees receive fair treatment (CIPD, 2024a). The process should be consistent and transparent; allowing employees to know what is required and how the rewards could be earned (Torrington et al, 2011). This fosters and open and honest relationship between employers and employees, allowing the employer to build on the productivity by rewarding those that achieve the required results, while the employees can gain satisfaction in the knowledge that the work they put in will be recognised and rewarded. 
[bookmark: _Int_vuZ3ol7J]Performance-Based Rewards: It is important that any reward scheme is linked to performance, this could be Key Performance Indicators, sales targets, completion of activities etc (Armstrong and Taylor, 2023). There should be clear guidance on what is expected, and performance management processes put in place to be able to monitor performance levels and deliver rewards when they have been achieved. These rewards can be for individuals, teams or organisations and can be a key driver in motivating employees to increase performance, improve team working and achieve organisational goals (Holbeche, 2001).  Performance based rewards also identify high performance employees and potentially enable employers to utilise them in a more productive way, it will also identify any low performance employees that need to be managed or supported.
Regular Recognition: Traditional annual review methods and annual bonuses were the process of reward schemes in organisations. It is important to maintain an engaged and active workforce, and this can be done with regular recognition. This could be smaller implementations of recognition that build into a bigger picture such as the annual performance review. By regularly engaging and recognising the work of its employees, organisations can nurture a positive performance culture (Torrington et al, 2011). By having regular reviews on performance and recognition employers can have regular discussions with employees about their performance allowing them to support and develop the workforce.
The importance of reward to organisational culture and performance is:
Employee Engagement and Satisfaction: providing assurance and meaning to the work that is undertaken by employees, providing recognition for work that is done well and often financial gain in return for productivity. Reward can increase employee motivation and satisfaction, with an increase in overall performance within an organisation, a more engaged workforce supports retention and organisational performance (CIPD, 2024a). 
Clear Organisational Values: By rewarding employees, the organisation demonstrates that the organisation values what its employees do, having clear guidance on what is expected and rewarding when these targets are met. By having these clear targets, the organisation can focus its employee's efforts into this area and drive the productivity. These targets can then be moved to align with other objectives and refocus the employees to the new task and work towards the new reward or recognition (Baker, 2014). 
Motivation and Productivity: Rewards provide motivation to employees to achieve the goals set for them, their team, or the organisation. If employees know that their work will be rewarded, they are more likely to strive to achieve these goals and drive the productivity of the organisation (Torrington et al, 2011).

2. Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and sustained organisational performance (AC 1.2)
Both extrinsic and intrinsic rewards have a part to play in employee contribution and organisational performance, with the weighting of each differing between individuals' dependant on what drives them the most. 
Extrinsic rewards are ‘positively valued work outcomes that the team or individual receives from some other person in the work setting’ (Baker, 2014) and are given to employees to motivate and encourage performance, they often have a monetary value such as a salary increase of financial bonus but could also be activities such as recognition in a company newsletter or bulletin board. These rewards are usually used as an incentive for a specific task especially in sales when targets are set (Taylor, 2021). 
Intrinsic rewards are ‘positively valued work outcomes that the team or individual receives directly’ (Baker, 2014) and are less tangible, they are linked to the employees phycological and emotional characteristics, providing them with employment where they are happy and feel safe, and that they enjoy doing and want to engage in (Taylor, 2021). Employees will often offer incentives that allow personal growth and development including career pathways and opportunities such as working on a challenging assignment or secondment (Baker, 2014). If employers can provide a work environment where staff find the work enjoyable then they are likely to work harder and have focus and commitment to the organisation and the task at hand. 
Evidence suggests that all people appreciate recognition, however it is important to understand that individuals will prefer different types of recognition (Baker, 2014). It is recognised that it is important to have a healthy balance between both extrinsic and intrinsic. A culture that only fosters extrinsic rewards can become toxic with internally competition creating negative working environments. By achieving a balance, staff will be motivated on varying levels and rewards to maintain engagement and productivity within the workplace. 

3. Explain the differences between types of grade and pay structures (AC 2.1)
There are several approaches to grade and pay structures within organisations, with each having its own advantages and disadvantages. It is important to assess these when implementing any structures within an organisation and recognising why particular structures have been chosen for various organisations (Taylor and Woodhams, 2022a).  The type of structure used will depend on the organisational context, size and sector (Whiting and Martin, 2020). A grade structure is made up of several grades, bands, ranks or levels into which groups of comparable jobs can be placed, the number and type are dependent on the needs, size and type of organisation the structure is for (Taylor and Woodhams, 2022a). A pay structure is similar in that it has several levels and is loosely grouped by job roles of a similar nature in line with their relative value to the organisation (Taylor and Woodhams, 2022a). Grade and pay structures are important parts of reward management, they need to be designed properly and fit effectively into the wider context of the organisation, they allow HR professionals to identify where a job role should sit and how pay, or grade progression could be identified for employees. Some examples are:
Hierarchical Structure and Pay Spines: Has a clear scale in place for employees to progress through usually in line with years in service or performance measures. Usually there are several pay grades within the structure and within each grade there are incremental pay points. This structure is usually seen within public sector organisations, or those organisations that have adopted a public sector approach (Taylor and Woodhams, 2022a).
Narrow Graded Structure: Narrow graded structures have many different pay and graded levels. Graded structures place jobs of roughly equal value into different grades. Within this structure employees can often reach the top of their grade quite quickly which can result in pressure to upgrade or the development of grade drift (Whiting and Martin,2020). 
Broad Graded Structure: Similarly, to narrow graded structures, however they have less levels, often having around four or five bands, where pay can be managed more flexibly allowing organisations to be more responsive with changes in the marketplace or a specific job mix (Whiting and Martin, 2020)
Market-Based Structure: utilising data from the current market, employers can ensure they are offering competitive rate of salaries over other competitors. Enabling them to create attractive job roles and opportunities to potential and current employees. Helping to improve attraction and retention in competitive markets. 
Job Family Structures: this is when organisations seek to group functionally or operationally, such as ‘IT’, ‘Finance’ or ‘Nursing’. This structure also looks to have career paths identified within it, and roles such as ‘junior’ appearing across the families, and development pathways in place (Taylor and Woodhams, 2022a).

4. [bookmark: _Int_EeHqzs3T]Explain how contingent rewards can impact individual, team and organisational performance (AC 2.2)
Contingent rewards are those that are given when employees are performing well, meeting standards or targets. Contingent rewards essentially are focused on two elements, what do we value and what are we prepared to pay for (Taylor and Woodhams, 2022b). Organisations that operate some form of contingent reward strategy often offer employees a base salary and then a bonus that is related to a performance factor that they deem to be important. This can significantly influence performance on various levels such as:
Individual Performance, the rewards can provide the motivation required for employees to improve or maintain their performance to meet the reward criteria. The rewards must be aligned to attainable criteria for staff to engage and work towards. It is identified that if an individual is paid on a contingent basis and are paid well for what they do, then this will have a positive effect on their behaviour and performance (White and Druker, 2009). There is also a negative impact, if there are members of the team who are low performing, and it is seen as a way of highlighting this linked to conduct or capability it can impact on the motivation for those individuals and others around them to perform (Taylor and Woodhams, 2022a).
Team Performance, if rewards are set for the team to achieve this can influence and grow the teamwork ethos and have collaboration and shared goals for the team to work towards achieving. By having the recognition as a team, it will provide opportunity for the team to work together and strengthen teamwork dynamics (Taylor and Woodhams, 2022a). Team goals can create areas for healthy competition between teams, however this would need to be managed to ensure there is no negative impact on how the teams work collectively and with other teams.
Organisational Performance, rewards can be set for the organisation and are usually linked to pay, recognition or bonuses, to encourage employees to maintain a high level of performance, and collectively this contributes to the overall success of the organisation. These rewards need to be realistic and have equity and equality and look to limit a culture of entitlement as this may have a negative effect of individual and team performance which will in turn effect the performance of the organisation as a whole (White and Druker, 2009).
When implementing contingent reward strategies, there must be a clear link between an employee’s role and the organisations reward structures and aligned with the organisations objectives, to achieve positive results. Having a rewards scheme that is based on number of sales, but an objective to have quality interactions with customers could be seen as conflicting and cause controversy within the team. It is important that rewards schemes are properly thought out, and is understood, consistent and fair for all employees which will maximise the performance and outcomes of the employees, the team and the organisation (Baker, 2014). 

5. [bookmark: _Int_hHHhhnBN]Explain the merits of different types of benefits offered by organisations (AC2.3)
There are several merits from different types of benefits that organisations offer to its employees that create a positive workplace culture and support the health and wellbeing of employees. Some examples are:
Health and Wellness Benefits: It is recognised that a healthy and well workforce is invaluable. Having to support absence or recruit due to ill health can be costly and timely to the organisation. Recently there has been a shift to focus heavily on the health and well being of employees. Helping them to stay well and to maintain their place within the workplace and reduce periods of absence (Armstrong and Taylor, 2023). These benefits vary between organisations but could include private health and dental care, staff psychological wellbeing, counselling or therapeutic sessions.
Financial Benefits: Financial security is becoming a key driver in attracting employees, it attracts skilled workers and promotes loyalty to the company with a guaranteed wage. Benefits could include things such as stock or shares options, life insurance, company cars and subsidised meals. These benefits that have cash value have a great variety depending on the organisation but can aid to attract and retain the workforce (Torrington et al, 2011)
Leave Benefits: The ability to have leave, whether short term or in the way of career breaks etc, supports the employees work life balance and their wellbeing. Organisations offer benefits such as, paid annual leave, paid sick leave, parental leave all to support the employee to maintain the balance between work and home commitments (Torrington, 2011). 
Work-Life Balance Benefits: Organisations that offer greater flexibility are growing increasingly popular with the next generation, those with families or caring commitments and post pandemic where there was a shift to hybrid or homeworking and employees wishing to hold on to those ways of working. Flexible working requests should be reviewed and responded to promptly and in line with policy guidelines, making sure any benefits are equal and equitably distributed (Torrington et al, 2011) Organisations offer benefits such as flexible working hours, family friendly policies, remote and hybrid working. 
By offering these benefits, it will attract potentially employees, promote the organisation as a positive workplace and create a culture of wellbeing and loyalty throughout the organisation.

6. [bookmark: _Int_lZCzAyK2]Explain the merits of different types of recognition schemes offered by organisations (AC 2.4)
Employee recognition is essential for fostering a positive workplace culture and motivating employees. Successful recognition programmes will include various methods, considering that individuals will appreciate different types of recognition (Armstrong and Taylor, 2023). Fostering a recognition structure within an organisation can have a positive impact on the individual, the team and the organisation, making them more content, productive and loyal (CIPD, 2022). Employees are motivated by their own inherent need to succeed, by setting objectives and providing the recognition when these are met fulfils the employees’ requirements and gives them the opportunity to strive in what they do (Marchington et al, 2021). Recognition can take place in many forms and be financial and non-financial, here are some examples of the different types that can be used:
Informal Recognition: This is not planned and can be a spontaneous show of appreciation. This can be from various sources, the manager, a peer, the organisation as a whole. These small-scale acts of recognition can accumulate and make an employee feel seen and valued as part of the organisation and feel that their input has been recognised (Baker, 2014). This type of recognition could take several forms including a verbal thank you, a card, or a unplanned celebration.
Formal Recognition: This requires planning and usually forms part of an established structured program or series of events such as staff awards ceremonies. This more formal setting provides employees with a more visible and publicly acknowledged recognition and usually are provided with something physically such as an award or certificate that they can demonstrate their recognition. Formal recognition looks to reinforce the organisational values, acknowledge those who are performing well and encourage continued excellence within the organisation. In turn this boosts morale and motivates its employees and strengthens loyalty to the organisation (CIPD, 2022). 
Social Recognition: This is undertaken through peer-to-peer interactions, with colleagues recognising each other’s efforts. This social recognition can take place in person or through other platforms such as digital praise. Social recognition boosts teamwork and helps individuals work more cohesively together, fostering positive behaviours and interactions (Baker, 2014). 
Monetary Recognition: This can take many forms including gift cards or cash bonuses. There is usually a direct link between the recognition objection and the financial incentives that are to be received. Monetary rewards can motivate individuals to achieve specific goals or to maintain exceptional performance levels, which is linked to the overall performance of the organisation (Torrington et al, 2011).

7. Assess the business context of the reward environment (AC 3.1)
The CIPD (2024b) states that 'Strategic reward takes a long-term approach to how an organisation’s reward policies and practices balance and support the needs of both the organisation and its employees’. This requires an assessment of the business environment and context of the reward and identifying factors that could influence the strategies and practices being implemented and undertaken. 

Total reward is often used in modern reward management systems, this looks at all aspects of the work experience and includes both financial and non-financial rewards (CIPD, 2024b). Employees are looking for a more rounded and enriched rewards package that goes beyond financial benefits. Total reward is used to reinforce the organisations culture and embrace and enhance the employee voice and engagement within the organisation (Taylor and Woodhams, 2022a).

When looking at the reward environment there are areas such as the organisational goals and strategy that need to be taken into consideration, looking at both short and long term objectives and whether the rewards can be aligned to support the realisation of these and promote the engagement of the workforce into achieving them (CIPD, 2024b). 

The organisation should also look at where its sits within its sector, industry or market, what are the standard rewards for their area, are they offering a competitive reward, or are they over or under rewarding and what effect could that have on the business going forward (Taylor and Woodhams, 2022a). Larger rewards benefits could encourage recruitment but may not be sustainable long term.

The organisation will have its own culture and values that it sets as an expectation of its employees, these need to inform the focus on the rewards structures ensuring there are aligned and support each other (CIPD, 2024a). It could be a fast-moving culture with an innovation focus or a culture where employee wellbeing is the main focus, these would need to be included in any structure developed so that the objectives set are achievable to achieve the reward and also the business requirements.

Legal, statutory and regulatory requirements need to be taken into consideration, ensuring if any of these requirements are in place then they are being met, including equity across the organisation, limiting the possibility of legal challenge to the organisation. Ensuring that the rewards do not ask employees to step outside of the legislation and guidance that is set out (Baker, 2014). 

Finance and Budget of the organisation will impact on the reward structure. It must be sustainable and not have a negative impact on the organisation. If the reward package is too high then it will have a significant drain on the company’s finances (Taylor and Woodhams, 2022a).

There needs to be clear metrics in place to measure and evaluate the achievement of the reward, so it can be evidence and validated. The organisation needs to be clear on what needs to be accomplished in order to receive the reward. These metrics should then be utilized to measure the effectiveness of the reward structure within the organisation, is it having the desired results, is it sustainable and is it making a difference (Taylor and Woodhams, 2022a)

8. Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to develop insight (AC 3.2)
When undertaking benchmarking activities, the organisation should take into consideration the following:
Data Collection: This includes what type of data is going to be used, to have enriched benchmarking data it should be both quantitative and qualitative and from various validated and reliable sources (Baker, 2014) This could be from staff and customer surveys, financial reports or audits that have been undertaken. 
Data Analysis: By undertaking a comprehensive data analysis exercise the organisation will be in a position to understand its data clearly, identify any areas for improvement, areas of success and any gaps in performance. By having this analysis data, the organisation can then look to benchmark against others within the industry or sector that the organisation is under (White and Druker, 2009). 
Benchmarking Methods include external which is comparing against other companies or organisations, internal when comparing performance within the organisation and strategic which is looking at best practice and standards and comparing that to your organisation (Baker, 2014). When undertaking benchmarking exercises, it is important to select the correct method in order to gain the most appropriate insight and fuel innovation and continued performance growth. 
There are several benchmarking tools that can be used, when utilising any data source it is important to assess the reliability and measurability. Including is the data reliable and can objectives be measured against it accurately (Taylor and Woodhams, 2022a).  Examples of tools that can be used are Surveys, which are low cost and relatively easy to facilitate and collate. They can be conducted internal to staff or externally for customers to gather insight and inform developments. Focus groups, which looks to bring a group of employees or customers together and focus on specific topics or areas. These can be more time consuming and require more co-ordination, accessibility and venues will need to also be taken into consideration as well as who should be included or invited to participate. Data gathered in performance reviews can be used to benchmark staff within an organisation, by having clear objectives and measuring achievements against these.

9. Explain approaches to job evaluation (AC 3.3)
There are several approaches to job evaluation within organisations, undertaking these evaluation activities allows the organisation to determine the relative worth of the different jobs within their structures and map these out effectively (Maund, 2001). Job evaluation is to measure the demands of the job and not a measure of the performance of the post holder (Maund, 2001). The correct method is chosen inline with the organisational structure and requirements (Holbeche, 2001) and must have the support of the organisation, management and include trade unions and professional bodies where appropriate (Maund, 2001). 

Job evaluation is used to rank roles in order of their worth to the organisation, and once this is done, they are assigned into grades, once this is complete then salaries and wages can be established against these markers. The process compares jobs and not people, so the element of equal pay and any bias can be limited this way and should be based on a fair and transparent system that is effectively communicated and understood by employees (CIPD, 2024c). 
There are three areas which can be utilised to aid the evaluation process these being:
· Non-analytical schemes, where the whole job is evaluated, this are less objective and can be more fluid and less complex than analytical schemes. They are more simple and often cheaper and quicker to undertake and include methods such as; job ranking, paired comparisons and job classification (CIPD, 2024c).
· Analytical schemes, predetermined factors are put in place and rating scales used to match the jobs to. These can include areas of responsibility or capability. These are then classified by level of complexity (Maund, 2001). Analytical schemes have a greater scale of objectivity as the roles are broken down into detail and assessed, examples include points rating and factor comparison activities. 
· Competency based schemes, this is where the competencies needed to undertake the role are identified and these are used as a basis for evaluation (Maund, 2001). 
Job evaluation should be under regular review to ensure that changes in roles, competency, business needs and market requirements are kept in line and are an accurate reflection. By having this data and having a overview of similar roles in other organisations will ensure fair and competitive pay (CIPD, 2024c).

10. Explain the legislative requirements that impact reward practice (AC 3.4)
There are several legislative requirements that impact reward practice and must be considered to ensure the organisation does not find itself in any legal challenge. Some examples of these being:
· National Minimum Wage Act 1998, which sets the minimum hourly rate that employers must pay its employees. Employers must comply with these regulations to avoid any grievances and potential penalties (UK Government, 1998a). Any reward packages must ensure that the minimum requirement is met for example on base pay and reward incentives, it must be at least the minimum wage requirement before incentives and rewards.
· Equality Act 2010, which is the act that prohibits discrimination against those with protected characteristics which include age, gender, race, disability and religion. Employers must comply and ensure there is equal pay given for equal work and be able to demonstrate that pay and rewards are distributed fairly to the workforce (UK Government, 2010). Any reward practices should be fair and non-discriminatory, and organisations will be required to demonstrate with transparency how rewards are distributed to the workforce. It must also ensure that when designing and implementing any reward packages they do not discriminate or exclude any of those with the protective characteristics (White and Druker, 2009)
· Working time regulations 1998, which sets out the maximum weekly hours an employee can do, unless they choose to opt out, it also states that there should be a minimum amount of paid leave for employees and mandates minimum rest breaks for employees during work hours (UK Government, 1998b). Any reward practices must ensure they are not asking employees to work outside these regulations unless the employee has actively opted out, but this must be formerly recorded (White and Druker, 2009). 
These legislative requirements are in place to ensure that any reward practices are fair, transparent and equitable. Maintaining balance and justice within the workplace and leaving little room for malpractice and ensuring the wellbeing and health and safety of the workforce. Keeping requirements for the attainment of the rewards achievable and realistic without putting employees under any undue stress or harm (White and Druker, 2009). 
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