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


Reward management includes strategies that effectively recognise employees. Armstrong & Brown (2023) claim it focuses on how organisations value employees, develop base pay management and employee benefits. A strong reward system boasts diverse employee preferences, offering financial and non-financial means and intrinsic or extrinsic rewards. Armstrong (2021) identifies fairness, communication, motivation, engagement, competitiveness, recognition, flexibility and sustainability as key reward principles. 
Taylor & Woodhams (2022) define key principles as ensuring employees are rewarded fairly, consistently and transparently for their contributions to work. It is important employees build trust with their employer; fairness and transparency can avoid perceptions of favouritism and bias. Armstrong & Brown (2023) highlight key principles as being business-aligned by supporting organisational goals and objectives. In turn this encourages outcomes, driving success. Rewarding teamwork in an inclusive environment, fosters collaboration and goal alignment. For Eco-Insulate to attract and retain talent, their reward package and benefits must be competitive. Armstrong & Brown (2023) promote competitiveness to lower attrition rates. A well-designed reward strategy enhances employer branding and helps to attract skilled employees. 
Eco-Insulate’s MD notes a negative culture, to overcome this, reward can help play a pivotal role in shaping organisational culture. Taylor & Woodhams (2022) claim a key principle to improving organisational culture is pay. Pay being a powerful communicator of organisational goals and values and a primary tool to boost company culture. Employees feeling valued through reward, strengthens organisational identity. Herzberg (1968) argues a well-designed reward strategy embodies a positive work environment, with a culture of excellence. 
Rewards are considered integral to performance management, linking effort and outcomes. Waite et al (2021) highlight a link between strong performance management and reward, as a shared understanding of organisational goals and objectives. Clear links between key performance indicators and rewards incentivise employees to exceed targets. If good performance is not promoted equally, it can encourage bad performance, impacting the culture of an organisation. Armstrong & Taylor (2020) argue reward systems often utilise feedback output, which aids employees to understand how their contribution aligns with organisation expectations. A comprehensive reward system is imperative to enhancing culture and driving performance. It motivates employees, aligns their understanding with strategic goals, and ensures a high-performing, engaged workforce.


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

[bookmark: _Hlk189425124]Reward strategies enhance employee contribution, sustaining organisational performance. Taylor & Woodhams (2022) distinguish intrinsic rewards, like career progression, from extrinsic rewards like pay, bonuses, and promotions. Combining both rewards are most holistic and effective, enhancing engagement and long-term success. 
Waite et al (2021) explain intrinsic motivation stems from internal factors like feeling appreciated, whereas extrinsic motivation derives from external factors like pay and benefits. Important intrinsic motivators are classed as non-financial rewards, including autonomy, growth and development. Management can underestimate the power of public gratitude, a well-done e-mail and career progression opportunities boost motivation, aligning with organisational performance. Armstrong & Brown (2023) recognise how simple gestures like praise and encouragement are appreciated, resulting in a more positive recognition culture, albeit harder to measure. 
	Extrinsic rewards effectively motivate employees to complete repetitive or clearly defined tasks. Financial incentives like bonuses or salary uplift, can drive performance in roles with measurable outputs. Motivation theory links to extrinsic and intrinsic rewards by highlighting their distinct roles in driving human behaviour. Waite et al (2021) discuss someone’s desire to do something as one of the most explored aspects of human behaviour under motivation theory. Extrinsic rewards are tangible, essential for addressing employees’ basic needs and providing external motivation. Vroom (1994) identified tasks with clear metrics enhance motivation under extrinsic rewards. Armstrong and Brown (2023) argue whilst extrinsic motivators can have an immediate and powerful effect, it can be short-term. Their role in sustaining organisational performance is limited unless combined with intrinsic motivators and inclusivity.
	Intrinsic rewards foster trust, respect, and collaboration. Employees valuing growth and meaningful work often contribute positively to overall culture. Deci and Ryan (1985) argue intrinsic motivation is built on the need to be competent and self-reliant. While intrinsic rewards are harder to measure, their impact is often deeper and long-term. Intrinsic rewards contribute to sustained organisational performance by supporting a culture of continuous improvement, where employees are intrinsically motivated to excel, (CIPD, 2021a). They reinforce a culture of trust, respect, and collaboration. A balanced reward system keeps employees motivated, productive, and committed to organisational success. Deci & Ryan (2000) argue the effectiveness of rewards differs among individuals, influenced by their personal preferences, intrinsic motivation, and cultural factors. Engagement scores may improve within an organisation following a survey, however you cannot measure exactly what it is linked to and where it has come from. 


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

[bookmark: _Hlk189425156]Grade and Pay Structures define how organisations categorise jobs and determine remuneration, considering sector, size, workforce dynamics, and market conditions. Taylor & Woodhams (2022) define grade structures as several levels grouping comparable jobs, while pay structures outline salary levels based on job value. Common models include broad and narrow-graded structures, job family structures, career family structures and pay spines. Taylor & Woodhams (2022) argue well-designed pay structures with employees at heart, provide a logical framework for implementing pay policies. 
	Broad-banding simplifies pay structures. CIPD (2022a) highlight an advantage as encouraging career progression, without promotion. Whilst like a broad-graded structure, there are fewer bands, with a wider salary range. Waite et al (2021) state the bands overlap, allowing employees at the top of a lower band, to earn more than employees at the bottom of a higher band. This structure is common in public sector organisations. However, Armstrong & Brown (2023) highlight challenges in ensuring equal pay for equal value work.
	Job family structures provide clarity and transparency, consisting of jobs in functional groups, helping employees understand how their roles align with others.  Waite et al (2021) state, each job family has its own pay structure, including different levels, ideal for firms with varying market rates. This structure is common for medium-large organisations, ideal for Eco-Insulate where they require clarity and alignment. Armstrong & Brown (2023) warn this can create rigid progression paths, reducing engagement. Employees may perceive this as unfair and rigid, making it difficult to manage. 
	For Eco-Insulate, a medium-sized manufacturer, skill-based pay or spot rates are better suited.  Armstrong (2021) defines skill-based pay as rewarding employees based on skills and knowledge, rather than job titles. Skill-based pay can be useful in manufacturing, where the employee base is multi-skilled. Industries like manufacturing benefit from clear career paths and development frameworks. Armstrong (2021) states an advantage is enhanced workforce adaptability, especially in dynamic industries. Spot rates set a base pay where all employees doing like work are paid the same hourly rate. CIPD (2019) note spot rates as the most popular for setting base rate pay with 49% of organisations using this structure. 


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

[bookmark: _Hlk189425189]Contingent rewards are incentives linking goal achievement or performance targets, (Armstrong & Brown 2023). Contingent rewards include bonuses, recognition or career progression, having impactful effects on individual, team and organisational performance. Contingent rewards represent performance-related pay (PRP), competency-related pay (CRP), contribution-related pay, skill-based pay and tenure-based pay.
Waite et al (2021) describe PRP schemes as rewarding for meeting performance objectives with extra financial payments, aligning compensation with outcomes, incentivising employees to achieve specific goals. While PRP drives motivation and productivity, its success depends on its implementation and alignment with culture. Waite et al (2021) claim PRP motivates individuals to achieve higher statistics, however PRP can cause conflict, being difficult to set and fairly assess performance targets. Employees often feel motivated and encouraged to achieve goals when their pay is closely linked to performance. Considering team performance, PRP fosters collaboration between employees working together hitting shared targets, however Armstrong (2021) state morale can be compromised, when disparities in contributions and bias lead to conflict. PRP can enhance individual, team, and organisational performance by aligning rewards with outcomes. Milkovich et al (2020) argues, by linking rewards to set targets, PRP promotes employee advancement aligning with organisational priorities, improving overall performance. Competitive PRP schemes help attract and retain high performers and motivated employees, something Eco-Insulate has struggled with.
	Armstrong & Brown (2023) describe CRP as rewarding employees for demonstrated competencies and competency as an underlying characteristic of someone who fosters superior performance. Rewarding competencies like leadership, teamwork and problem solving, encourages excellence in technical and interpersonal skills. Considering individual performance, whilst CRP encourages employees to demonstrate competencies set through frameworks, Waite et al (2021) highlights the importance of individuals applying that competence, explaining it is insufficient to have acquired said competence without practical application. A strong focus on individual competencies can negate collaboration and teamwork. Lawler (1993) raised concerns regarding schemes that reward individual personality traits, these schemes work better linked to how well an individual can perform a task that is adequately measured. 
Considering team performance, CRP encourages people to enhance their competencies meaning teams can benefit as a united group with an enhanced pool of skills.  Armstrong (2011) claims shared rewards can strengthen team cohesion, emulating collective achievement. When CRP aligns with team-based competencies, it results in a united goal of shared objectives, enhancing cohesion. Considering organisational performance, Brown & Armstrong (1999) argue successful organisations derive from a competent workforce, therefore paying for competency means an organisation is forward thinking.  An organisation with a work ethic to continuously develop relevant competencies is better equipped to adapt to market changes and innovation. However if competencies rewarded by CRP mis-align with organisational goals, focus can be diverted from what is important. 


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

[bookmark: _Hlk189425221]Armstrong & Brown (2023) define employee benefits as non-cash rewards that enhance well-being, attracting talent, and boost productivity. As Eco-Insulate offer no incentives, introducing a structured reward system could be beneficial. Waite et al (2021) note that benefits are costly, so their provision must be justified. Common benefits include enhanced statutory rights, pensions, gym membership, employee assistance programmes (EAPs) and health screenings. 
	Armstrong & Brown (2023) reference the CIPD reward survey with the top three benefits as EAP (76%), next life assurance and sick pay (61%). The merits of EAPs are substantial, a mental health provision, providing employees with immediate, free, confidential counselling. Benefits include, improved employee well-being boosting morale and loyalty, increased productivity, reducing sickness and attrition. Couchman (2021) claims addressing issues immediately, helps employees avoid burnout, leading to reduced absence. Implementing EAPs would show Eco-Insulate’s commitment to employee well-being, increasing morale. Managing healthcare fees can be costly for employees, making EAP a highly valued benefit. Joseph et al (2018) argue despite this cost, they gain a high return on investment, improving workforce morale.
	Waite et al (2021) claim enhancing statutory rights, like sick pay and parental leave, provides financial security and promotes inclusivity. Enhanced rights extend beyond the legal minimum requirement, making a package more advantageous. Merits include, improved employee retention, attracting and retaining talent, elevated morale, promoting inclusivity and equality. CIPD (2021b) claim offering employees enhanced benefits increases retention, reducing recruitment costs. Eco-Insulate should aim to provide an open, inclusive and supportive environment, where everyone can thrive. According to ACAS (2022), enhancing statutory rights like shared parental leave, supports diverse needs, fostering fairness. For instance, enhanced redundancy pay as per Armstrong & Brown (2023) includes extra notice compensation and ex gratia payments to directors in compensation for loss of office, known as a ‘golden handshake’.
	Employees rely heavily on sick pay benefit. Armstrong & Brown (2023) note this benefit typically includes full pay for a set period, then reduced pay, based on length of service. Merits include workforce financial security, promoting employee health, enhanced productivity, social and economic benefits, improving morale and retention. According to CIPD (2022b), ensuring employees recover without financial stress, reduces the risk of illness spreading, reducing absenteeism, creating a healthier environment. Alleviating financial stress can make the employer more attractive and reduce worry, enabling employees to better focus on work. ACAS (2021a) claim the financial security sick pay benefit provides, ensures employees maintain income during absence, reducing stress and accelerating recovery, resulting in quicker return to work. These provisions would enable Eco-Insulate to become a more attractive employer.	


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

[bookmark: _Hlk189425253]Recognition schemes are strategies used to reward employee milestones, achievements and contributions publicly or privately, (Waite et al, 2021). Eco-Insulate could consider implementing development opportunities, long-service awards, experience-based awards and peer-to-peer recognition. Armstrong & Brown (2023) explain recognition schemes express gratitude either informally ad-hoc or structured formally. Possibly a private conversation between manager and employee, or a visible celebration of success.
	Long-service awards celebrate tenure with gifts, vouchers or public celebrations. Employers recognising this, help boost morale, shaping organisational culture. Without it, employees feel under-valued. Armstrong & Brown (2023) claim implementing recognition seriously can result in major impacts in the effectiveness of your organisation. Merits of long-service awards include enhancing employee retention, boosting morale and motivation, strengthening workplace culture and building organisational reputation. ACAS (2021b) believe investing in long-service awards enhance employer reputation, attracting top talent. Employees with long tenure bring a wealth of company knowledge and expertise. CIPD (2022c) argue recognising tenure encourages employees to stay feeling valued and appreciated, retaining invaluable skills.
	Peer-to-peer recognition is a forum where employees recognise and celebrate each other’s achievements. Merits include promoting positive workplace culture, strengthening team dynamics and encouraging team cohesion and collaboration. Armstrong & Brown (2023) quote the CIPD meta-analysis research shows employee recognition and non-financial rewards have a positive impact on intrinsic motivation and performance. Employees recognising each other’s hard work promotes a sense of belonging, leading to increased engagement. Peer-to-peer recognition is not costly, (attractive for Eco-Insulate) and results in creating an engaged and harmonious workplace. ACAS (2021b) claim peer-to-peer recognition provides immediate and distinct feedback, making it more relevant and meaningful than management-led feedback. 
Development opportunities are exciting for employees with career aspirations. This approach not only acknowledges employee contribution while investing in their future, it has numerous benefits for employers and employee like increased productivity and job performance, improved employer brand, talent attraction and enhanced retention, reducing turnover. ACAS (2021c) claim incorporating development opportunities promotes a culture of continuous improvement and drives organisational innovation. Eco-insulate could choose to implement training sponsorships, job rotations or mentoring programmes. CIPD (2022c) highlight prospective employees are drawn to organisations that offer clear progression paths for learning and advancement, widening the talent pool. 

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

The business context of reward environment consists of internal and external factors shaping an organisation's approach to designing and implementing its reward schemes, aligning strategy, culture and workforce dynamics. Armstrong & Brown (2023) argue context in reward needs to consider longer-term strategic, and shorter-term reactive factors. Key analytical models are PESTLE for external factors and SWOT for internal evaluation, both beneficial for Eco-Insulate. 
	CIPD (2024e) explain PESTLE analysis provides organisations with a comprehensive view of their external environment, covering political, economic, sociological, technological and legal factors. External factors like market trends, regulations and labour market conditions influence reward strategies. A thorough understanding of external factors creates informed decision-making. 
A key political external factor is the national minimum wage (NMW), which may have significantly impacted Eco-Insulate. Daniels (2022) states the NMW Act 1998 ensures all UK workers receive a minimum hourly wage, age dependent, which increased by 9.8% to £11.44 per hour in April. Waite et al (2021) argue organisations can risk being ‘named and shamed’ on the Government website if they underpay their workers. Taylor & Woodhams (2022) argue employers must abide by equal pay legislation, complying with NMW. Whilst the primary aim is to support low-paid workers, they introduce wage structuring challenges to keep the gap relative been positions. Organisations must adopt comprehensive reward strategies, clear communication and focus on employee wellbeing. CIPD (2024g) stresses the importance of financial wellbeing and fair pay; crucial in the context of rising wages and associated challenges. Eco-Insulate must comply with the NMW Act.
	Labour market conditions significantly influence the external reward environment; dictating how organisations determine wages and employee benefits. Labour demand and supply, unemployment rates, skill shortages, and economic cycles play a role in how rewards are structured. Taylor and Woodhams (2022) explain a tight labour market is where vacancies outnumber job seekers, making recruiting difficult, whereas a loose labour market has more job seekers than available jobs. Eco-Insulate must consider these dynamics, especially with high turnover rates of skilled and non-skilled employees. Taylor & Woodhams (2022) claim this balance of demand and supply, can be seen through salaries rising when demand is high, in proportion to supply. Given Eco-Insulate’s retention challenges, CIPD (2024g) suggest enhancing salary and reward packages to attract and retain talent. Investing in reward and recognition and employer branding aids retention. CIPD (2023-2024) claim employee reward packages lowers an organisation’s turnover rate by 31%. Economic downturns further complicate labour market trends.
CIPD (2024f) explain SWOT analysis is a strategic planning tool, which identifies strengths, weaknesses, opportunities and threats. Internal factors include organisational strategy and objectives, company culture, workforce demographics, and performance metrics. Armstrong & Brown (2023) argue the importance of context in reward is influenced by internal factors like business strategy, culture, and the needs of employees. 
Organisational strategies and objectives are an internal factor that influence the reward environment. Rewards are tailored to align with wider goals and competitive positioning of the organisation, focusing on innovation and cost leadership. Armstrong & Taylor (2020) claim, companies prioritising innovation could offer performance-based bonuses or incentives to encourage creativity and risk-taking. Eco-Insulate would benefit from bringing in an incentive scheme to boost retention. Strategic reward management links closely with engagement, with 54% of organisations prioritising employee engagement amid talent shortages (CIPD, 2018). A well-structured reward strategy fosters a motivated and successful workforce.


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

[bookmark: _Hlk189493190]To develop competitive pay insights, organisations benchmark against market rates using reliable sources like CIPD and the Office for National Statistics (ONS). For Eco-Insulate, a medium sized manufacturer, benchmarking against large organisations like Google would be ineffective, as their structures and financial resources differ. Armstrong & Brown (2023) define market pricing as establishing market or ‘going’ rate pay for jobs across local and national labour markets. Resulting in establishing rates of pay for solo roles or job groups to develop and maintain pay structures.   
	Willis Towers Watson (WTW) is a recognised global advisory firm offering benchmarking services to inform reward strategies. Stapenhurst (2009) highlights the importance of data collection and analysis in benchmarking. WTW aligns with this offering comprehensive compensation and benefits surveys, resulting in organisations having rich market data informing their strategies. WTW (2025) reports data from over 18,000 organisations spanning 11 countries, including 1,000 UK companies across diverse industries including manufacturing. Engaging WTW could help Eco-Insulate align its rewards with similar businesses.
	Industry and occupational surveys also provide valuable benchmarking insights, typically conducted by trade associations. Armstrong & Brown (2023) argue an advantage being by focusing on an industry in-depth, categories are reviewed in-depth, resulting in better quality of job matching, as opposed to general surveys. A disadvantage being the job matching can quickly become outdated and not entirely precise. The process of gathering and measuring benchmarking data through surveys involves systematic steps designed to secure actionable results and insights. Surveys are reliant on a positive uptake rate to yield accurate results, with low participation affecting data accuracy. The Guardian (2025) state ONS encountered challenges with its labour force survey due to low uptake, prompting temporary staffing to address this.
	Management consultants’ databases use pay data from databases maintained by management consultants (Armstrong & Brown, 2023). They utilise benchmarking databases to assess organisational performance against industry standards by informing strategic decision-making and identifying best practices. Collecting and assessing benchmarking data requires organised methods to guarantee accuracy and relevance. Armstrong & Brown (2023) outline an advantage as being based on well-researched and matched data, frequently customised for market segments, with disadvantages being costly and sometimes confidential to participants. 
	Less reliable sources include direct input from managers, who may inflate salaries due to personal interest, and recruitment agencies, which may exaggerate salary for commission gains. It would be beneficial for Eco-Insulate to use complementary data sources alongside ONS data (e.g., local government reports, trade associations). By leveraging reliable data and analytics, benchmarking can guide strategic decisions, improve pay structures, enhancing overall performance.

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

Taylor & Woodhams (2022) define job evaluation (JE) a systematic process for determining job worth to ensure fair and competitive pay. The two primary approaches are analytical and non-analytical, considered formal approaches. Armstrong (2018) defines formal JE as a systematic process for establishing job worth within an organisation. Formal JE involves structure and systematic methodologies to assess jobs effectively, following specific criteria to ensure consistency, reducing bias. 
Armstrong & Brown (2023) define analytical JEs as a methodology of breaking jobs into defined factors. For example, points rating, assigning points to specific job factors such as skill and responsibilities. Armstrong & Taylor (2020) deduce the total points represent the job’s relative value. Factor comparison is based on an assessment of factors, without points given. Jobs are ranked comparing key factors like responsibility and qualifications. CIPD (2024e) argue factor comparison is less common as points rating method enables more jobs to be ranked at once. The analytical approach is preferred according to CIPD (2024e) as it provides a defence against equal pay claims in the UK. Legally Eco-Insulate must demonstrate they have conducted some analytical process to ensure fairness. ACAS (2014) identify an advantage of analytical JE as clear recognition of a job’s value or purpose and a disadvantage as being difficult to ascertain the right factors and weight them accordingly. 
	Taylor & Woodhams (2022) explain non-analytical JEs focus on whole jobs, ranked by perceived value to the organisation and job characteristics like decision-making. ACAS (2021) argue although simple to implement, it is lacking in objectivity and consistency. As the jobs are categorised into grades based on general duties and responsibilities, Armstrong & Taylor (2022) claim this method suits larger organisations, therefore less suitable for Eco-Insulate. These methods are subjective, meaning less favoured. ACAS (2014) argue the advantages of non-analytical JE methods as more flexible and adaptable to organisational changes, however a disadvantage as these methods may not provide a clear rationale for job rankings and are less defensible in equal pay claims. ACAS (2014) state only 14% of organisations use non-analytical methods.
	Formal methods provide structure and consistency, alternatively, informal JE is less structured, relying on subjective judgement.  Armstrong & Brown (2023) explain decisions about job worth can take place frequently, often informal based on assumptions about the job value in the marketplace or to compare alongside other jobs within the organisation. This approach usually involves a manager assessing the value of a role based on personal experience. While informal approaches are quicker and less resource-intensive, they are prone to inconsistencies and biases. This can lead to perceptions of unfairness or pay inequities within the organisation (Armstrong, 2020).


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

Legislation shapes organisational reward practices, ensuring transparency, fairness, and compliance. Key regulations impacting reward include CEO pay reporting, minimum wage legislation, equal pay, gender pay gap reporting and income tax.
Waite et al (2021) claim publicly listed firms with over 250 UK employees must publish CEO remuneration. Ultimately applying pressure on organisations to ensure their reward practices are fair and transparent. Gov.UK (2019) claim organisations must justify CEO pay, relative to workforce salaries, demonstrating the gap between CEO and employee pay. Armstrong & Brown (2023) explain the government passed legislation; introduced by The Companies (Miscellaneous Reporting) Regulations 2018, addressing pay inequality. This legislation encourages organisations to adopt a holistic approach to reward strategies inclusive of all. CIPD (2019) argue organisations and society suffer from the pay disparity between executives and employees. Taylor & Woodhams (2022) highlight this pay disparity in society has eroded trust and raised questions about inadequate corporate governance. 
Equal pay significantly impacts reward practices. Daniels (2022) outlines the legislation governing equal pay falls under The Equality Act 2010. It is unlawful to discriminate between men and women against their terms and conditions of employment. According to Taylor & Woodhams (2022), equal pay legislation includes the right for men and women to be paid equally if they are employed on like work, work rated as equivalent and work of equal value. Compliance reduces the risk of pay discrimination claims. The law encourages transparency in pay by gender, enabling employees to understand their pay structure and how rewards are determined. Waite et al (2021) outline perceived risks as workers bringing claims to an employment tribunal, by identifying someone of the opposite sex doing like for like work, on higher pay. Daniels (2022) shared relevant caselaw; Capper Pass v Lawton (1977) ICR 83, where Lawton (female) brought an equal pay claim comparing two males doing similar work. Eco-Insulate should consider conducting equal pay reviews to ensure compliance and introduce an equal pay policy if lacking. These legislative requirements compel organisations to assess their reward structures, guaranteeing fairness and transparency in renumeration figures. 
	Despite legislation, gender pay disparities persist. Daniels (2022) explains consequently, the government introduced gender pay reporting; The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, which mandates annual reporting on gender pay gap for private sector employees with over 250 staff. Organisations are compelled to evaluate their total rewards packages comprehensively, considering salaries, addressing gaps. With Eco-Insulate being in the private sector, Daniels (2022) states such organisations must submit their pay reports on 5th April annually or face unlimited fines. While the law does not mandate equal pay adjustments, pressurising firms to address gaps promoting fair reward structures. The disparity prompts employers to review salary structures to address any issues between male and female salaries. Eco-Insulate should conduct pay audits and benchmarking to maintain equity. Taylor & Woodhams (2022) claim the UK gender pay gap was approximately 13% in 2022. They recommend having a clear and transparent equal opportunities policy in place. Waite et al (2021) highlight one reason for males being paid higher could be due to more males in senior management positions. Consequently, organisations may promote female leadership representation to improve long-term gender pay disparity. 
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