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Scenario 

The board at GA Pensions has decided to undertake a review of its reward strategies across the whole 

company. It is aware that the way reward is currently being implemented is fragmented and is causing 

elements of dissatisfaction amongst employees which is affecting business as well as employee performance 

outcomes. In your role as Reward Advisor, the board has asked you to provide it with a report that gives it an 

understanding of the context and approaches to reward and how these might influence a range of 

organisational and psychological factors. It also needs you to clarify the role that people professionals have in 

supporting line managers to make reward decisions.  

 

Task One –Report Section One  

To complete the task, you should provide a written response to each of the points below, making appropriate 

use of academic theory and practical examples to expand your response and illustrate key points.   

To help the reader, please make use of headings and assessment criteria references to signpost the 

assessment criteria being addressed. 

 
▪​ Evaluate the principles of reward and its importance to organisational culture and performance 

management. (AC 1.1) 
 
▪​ Explain how policy initiatives and practices are implemented. (AC 1.2) 

 
▪​ Explain how people and organisational performance can impact on the approach to reward. (AC 1.3) 

 
▪​ Compare two different types of benefits offered by organisations and the merits of each. (AC 1.4) 

 
▪​ Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and 

sustained organisational performance. (AC 1.5) 
 

▪​ Assess the business context of the reward environment. (AC 2.1) 
 

▪​ Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to 
develop insight. (AC 2.2)  
 

▪​ Explain how organisations use insight to develop reward packages and approaches. (AC 2.3)  
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Your evidence must consist of: 

▪​ Written responses to each of the 8 instructions above. 

▪​ Approximately 2600 words in total, refer to CIPD word count policy  

▪​ IMPORTANT NOTE: At Associate Level Referencing is mandatory – you must provide a reference 

where you have drawn from a secondary source; Harvard referencing is preferable. Please use the 

Reference box provided to record all of your long references. Short references should be included 

within the narrative. We advise you read the guidance on how to set out your references on the 

Learner Hub. 

▪​ Upload the completed Learner Assessment brief, with both tasks completed, through the 

Assignments option in the Oakwood Learner Hub. 

 

 
Task One – Report Section Once 
 

Evaluate the principles of reward and its importance to organisational culture and performance 
management. (AC 1.1) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 300 words  

 

Two of the principles of rewards are fairness and transparency and these can guide an 
organization in terms of the management of its performance and culture. If the two are to be 
compared then it can be seen that the similarities between the two are that both are ethical 
principles that are aimed at making sure the rights of the employees are protected. But there are 
a few differences between the two, such as the strengths of the principle of fairness are that it 
can make the employees have faith in the company and its reward distribution system when they 
see that they are getting fairly compensated for their work and this also makes them 
progressively improve their performance with the need of winning more rewards, and thus the 
culture of the company is also made positive. However, it has the weakness of not being 
effective if the fairness in the treatment of the employees is not consistent. Transparency, on the 
other hand, has the strengths of making the employees trust the company and makes them 
more loyal when they see they are being given importance by helping them understand the 
reward principles and achieve their performance goals, and thus a culture of safety and 
openness can be established within the organization (Bertoldi, 2022). This principle also has the 
weakness of being useless if good communication is not carried out for the comprehension of 
the employees. Therefore, the limitations of the chosen principles can be respectively mitigated 
with the help of consistency and communication. With the help of fairness and transparency in 
rewards, the organizational management of GA Pensions can develop a performance-based 
culture where the performance of the employees can be taken to the optimum levels by being 
transparent about how good performance would be rewarded well and having fairness in the 
reward distribution system. 

 
Explain how policy initiatives and practices are implemented. (AC 1.2) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 300 words  
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There are many external and internal factors that have to be taken into consideration when GA 
Pensions formulates reward policy initiatives and practices because they can impact the success 
and business performance of the organization. It is advisable to take into account the opinion of 
organizational members before creating reward strategies so that insight can be gained on their 
needs and requirements. It should be ensured that whatever policies are created remain in 
compliance with legislation, ethical principles, legal requirements and the business objectives of 
the company and the region in which it is operating so that the organization does not get 
entangled in legal affairs with claims of violating human resource laws or ethical code of conduct 
(Voloshin et al. 2019). The individuals who would be most affected by the new policies and 
practices should be communicated with so that they fully comprehend what they need to do, how 
they need to behave, and what acts would reward or penalise them. And the ones who are 
responsible for reinforcing the new policies and practices should be given all the relevant 
information regarding the content of the policies and be provided with adequate training and 
resources to make the process of implementation successful. They should have the proper 
leadership skills and management abilities to help the people transition through the change and 
integrate the new practices into the daily system of the organization. Before implementing the 
new policies and practices throughout the whole organization, it can be tested in a small group 
and employee response can be gauged to ensure success (Rehman et al. 2023). It is wise to 
gather feedback from the people on whom the new policies and practices are being imposed 
because then their reactions can be evaluated and changes that are needed to be made to the 
new guidelines and approaches can be determined and brought about. 

 
Explain how people and organisational performance can impact on the approach to reward. (AC 1.3) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 250 words  

 

The primary purpose of offering rewards and benefits is to make the people perform better, be 
more productive and help the organization deliver timely and a high standard of products and 
services so that it can have a sustainable business, keep the customers satisfied and continue to 
earn revenue and profits. GA Pensions should note in this context that the performance of the 
organization and the people working there can have a major impact on the reward decisions and 
approaches it is going to take, because it is dependent on how well the organization as a whole 
performs and how good each and every employee performs and how productive they are, that 
the performance output of the company can be determined, and it can be assessed how good 
the company would perform financially (Frances et al. 2021). It is based on the financial 
performance of the organization that the reward budget for the employees can be set, because 
unless the firm is earning good capital through the selling of its products and services, it cannot 
afford to pay the workers, either in terms of salary or rewards. And the financial performance of a 
company can only be good when the standard of performance of the people working there is 
also good and the quality of goods and services that are produced in the organization is also of a 
high standard. This is how it is seen that the reward system of most organizations that is tied to 
performance, and since people are generally motivated by financial initiatives, the payment of 
financial as well as non-financial rewards can boost the performance and productivity of an 
organization and its workforce, which in turn can increase its ability to enhance the payments 
and benefits of the workers (Chen et al. 2020). 

 

Compare (two) different types of benefits offered by organisations and the merits of each. (AC 1.4) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 250 words  
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The following is a comparison of two different types of benefits that are offered by organizations 
and the merits of each: 

 

Benefits Features Merits 

Performance-r
elated pay 

This is when the 
employees in an 
organization are 
compensated for the 
quality of their 
performance and how 
much they contribute to 
the meeting of the 
organizational goals (Rai 
et al. 2019). 

●​ This increases the overall performance 
outputs and productivity of the 
organization by making employees work 
more to win more rewards 

●​ This can ensure that the business goals on 
objectives of the organization would be 
fulfilled when employees are paid 
according to how much effort they are 
giving 

 Health 
Insurance 
Schemes 

This is when the 
employees in an 
organization are 
provided insurance to 
secure their financial 
condition while spending 
for health-related issues 

●​ This helps the employees become more 
loyal to the enterprise by making them 
think that their organization would care 
for them during their medical emergencies 

●​ This increases employee retention by 
making them keep working for the 
company that has promised to bear their 
healthcare costs 

​
If a comparison is to be made between the two types of employee benefits mentioned here then it 
can be said that performance-related pay is a kind of financial reward that is paid to the 
employees when they perform well or exceed expectations in terms of their performance 
outcomes, whereas, health insurance schemes are a form of employee benefits where the 
employees are not directly paid any financial rewards but their medical expenses are paid for by 
the company during their time of need (Saito et al. 2020). 

 
 

Assess the contribution of extrinsic and intrinsic rewards to improving employee contribution and 
sustained organisational performance. (AC 1.5) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 300 words  

 

Extrinsic rewards are the tangible rewards that are given to the employees by the organization to 
motivate them into completing the business goals and objectives of the company. These are 
mostly financial in nature and the employees are in control of how many rewards they achieve, 
because the more they produce the more rewards they win. Some examples of extrinsic rewards 
are salary hikes, incentives, bonuses, commissions and so on. intrinsic rewards are the 
Intangible rewards that are given to the Employees by the organization to motivate them into 
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staying committed to the cause of the company and loyal to the fulfilment of the vision of the 
enterprise. These are mostly non-financial in nature and have a psychological effect on the 
employees, whereby an inherent urge is created in them to control the operations and practices 
of the firm and turn them positive so that they can win more praise and recognition. Some 
examples of intrinsic rewards are autonomy, training and development opportunities, promotions, 
wellness programs, and so on (Garel and Petit-Romec, 2021). Both intrinsic and extrinsic 
rewards can play a role in improving employee contribution and sustaining organizational 
performance because they have the capability of enticing the employees into improving their 
performance and regulating their behaviour. When good performance, efforts, devotion, 
contributions and behaviour are rewarded, the employees are motivated to maintain such a high 
standard of performance and behaviour for the long term, and this helps sustain good 
organizational performance. And when the workers witness that their peers are getting rewarded 
for their commitment, loyalty, conduct and performance, all the members of the workforce would 
be interested in doing the same, thereby creating a culture of learning. However, extrinsic 
rewards have to be consistently increased to sustain good organizational performance and 
intrinsic rewards mostly have a long-term effect, which takes time to manifest in the behaviour 
and performance of the employees (Aman-Ullah et al. 2020). 

 
Assess the business context of the reward environment. (AC 2.1) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 400 words  

 

The reward environment of an organization comprises the creation of reward policies and 
practices that includes both financial and non-financial types of rewards and the business 
context of a company refers to how well the organization is doing financially. If the financial 
condition of the firm is not good, its business environment cannot be said to be positive and 
therefore this has an effect on its reward environment, which would also become negative, that is 
the rewards and benefits offered to the employees would be poor. While forming its reward 
environment, GA Pensions has to make sure that its business goals and principles are in 
alignment with the reward strategies and approaches it creates and undertakes so that the 
company can reward the employees according to the organizational principles and ethical rules it 
means to follow to establish a sustainable business (Tirta and Enrika, 2020). There are internal 
factors in the business context of an organization that can have an impact on its rewards 
environment, for instance, if the company values good performance and wants its workforce to 
be productive, then it could offer performance-related pay, again, if it wants to lower employee 
absenteeism so that its business is not affected by the loss of working days, then it can offer 
healthcare schemes so that employees do not take unnecessary leaves citing health problems. 
There are also several external factors that affect the reward environment of a company in the 
context of business. A PESTLE analysis can be utilised to identify these external factors that can 
have an impact on how a company runs its business and thereby what kind of reward 
environment it can afford to develop. For example, the economic condition in which it is 
operating can determine the cost of production that the company has to bear, what kind of 
pricing strategies it can impose, what the financial status of the target customer is, how much 
profits and revenue it can collect and therefore, and whether it can increase the amount of 
rewards given to the workers (Gao et al. 2020). Another such external factor is the technological 
factor that can determine what the latest trends and developments in the industry are, how much 
research and development the company can undertake, what kinds of tools and technologies the 
organization can integrate into its system so that its business processes and performance can 
be enhanced so that its business earnings can increase, thereby increasing its reward budget.  
 

Evaluate the most appropriate ways in which benchmarking data can be gathered and measured to 
develop insight. (AC 2.2)  
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Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 400 words  

 

Two of the ways in which benchmarking data can be gathered and measured for developing 
insight are: 

●​ Surveys- Internal and external surveys can be conducted to gather information about the 
rewards and benefits practices in a company and industry respectively. Survey data from 
the internal sources of a company, that is the employees and other organizational members 
can give insight into the satisfaction and expectations of the people regarding the rewards 
and compensation they are receiving, while survey data from external sources in an 
industry, that is rival firms and industry experts can give insight into the amount and types 
of rewards and benefits that are being offered in contemporary organizations in the 
business so that an organization can offer similar or better rewards in order to attract and 
retain better talent (Zhao et al. 2020). This mode of gathering and measuring 
benchmarking data is effective in increasing transparency and clarifying whether the 
workforce is satisfied with the rewards they are receiving and what changes in the reward 
practices of a company they would like to see. However, the challenges of utilising this 
method include not always getting honest feedback and obtaining polarizing responses 
which makes the data analysis inconclusive.  

●​ Government consensus- The consensus that is taken by the government of the region in 
which the company is operating and the findings of the data analysis that is made public 
can be a great source of benchmarking data for organizations in terms of rewards. This is 
data published in government websites, trade journals, industry associations and other 
sources to make the industry operators aware of the latest trends and developments in 
human resource demands and laws, and what kind of compensation and benefits would be 
considered fair to be paid to people, keeping in mind the current economic condition and 
government tax impositions of the region. And since this data is gathered by the 
government itself, there is no question of the reliability, accuracy, dependability and 
validity of the information, and organizations can modify the reward policies and 
approaches accordingly (David et al. 2022). However, the challenges of utilising this 
method include the organization not being able to align it business goals with its reward 
practices while trying to comply with government legislation and external organizations 
being sceptical of government data since they fear certain national governments are trying 
to make foreign companies pay its people more by publishing forged data. 

 
Develop organisational reward packages and approaches based on insight.  (AC 2.3)  
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 400 words  

 

The strategies for creating and organizational reward program that can be adopted by GA 
Pensions can include considering the internal and external factors that affect the rewards 
environment of the company in the context of business, various methods of collecting 
benchmarking data to develop insight into rewards, such as using surveys and government 
consensus data, or using job evaluation schemes and so on (Merga and Fufa, 2019). 

Job evaluation schemes can determine the relative value of a job within an organization or 
industry in a consistent manner so that the exact amount of rewards and payments to be made to 
the holder of that job can be determined. By using a job evaluation scheme, the criteria for 
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qualifying for rewards for the employees GA Pensions has been created and demonstrated in the 
table below: 

Benchmarking insights for reward packages Reward 
qualification 

Reward 
percentage 

Total number of pension plans administered 25 to 30  30% 

Total number of clients successfully assisted with 
designing pension plans and benefits 

 30 to 50  50% 

Total number of successful maintenances of pension 
plan records 

 80% fool-proof 
records 

 20% 

The applicable benefits for the workers of GA Pensions that can be included in the reward 
packages of the company have been discussed in the table below: 

Performance 
score 

 Rewards 

91 to 100%  30% additional pay along with salary, 5 additional leaves and chance of 
promotion 

71 to 90%  20% additional pay along with salary, 4 additional leaves and 
performance appraisal 

51 to 70%  10% additional pay along with salary and 3 additional leaves 

41 to 50%  2 additional leaves and performance recognition certificate 

31 to 40%  1 additional leave  

Below 30% Written warning provided and sent for mandatory training 

The performance criteria created for determining whether an employee is performing well enough 
to be rewarded has been discussed in the following table: 

Job elements  Reward % share 
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Knowledge 

●​ Knowledge of finance 

●​ Knowledge of pension schemes 

30 

Skills 

●​ Skills of communicating with clients 

●​ Skills of calculating pension amount 

40 

Responsibilities 

●​ Ensuring fair pension payments are made to clients 

●​ Overseeing the management of different pension policies 

20 

Additional 

●​ Clearing the doubts and concerns of the clients 

●​ Ensuring the rights of clients are not being violated 

10 

The salary and reward structure of employees working at GA Pensions in comparison to a rival 
firm in the UK named PensionBee has been demonstrated in the following table: 

Role Salary & Reward structure at 
PensionBee (pensionbee.com) (Yearly) 

Salary & Reward structure 
at GA Pensions (Yearly) 

Pension 
Administrator 

Total compensation: £20000 

Salary (90%) - £ 18000 

Rewards (10%) - £ 2000 

Total compensation: £23000 

Salary (85%) - £ 20700 

Rewards (15%) - £ 2300 

 

 

References 
 
Please provide your full long reference list here. The Harvard method is preferable. Please refer to the 
guidance on the Learner HUB. 
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Task Two - Report Section Two  
 
This task requires you to provide understanding of the role that people professionals undertake in supporting 
line managers to make reward decisions.  
 

▪​ Explain the legislative requirements that impact reward practice. (AC 2.4) 
 

▪​ Assess different approaches to performance management. (AC 3.1) 
 

▪​ Review the role of people practice in supporting line managers to make consistent and appropriate 
reward judgements. (AC 3.2) 

 
▪​ Explain how line managers make reward judgements based on organisational approaches to reward. 

(AC 3.3)  
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Task Two – Report Section Two 
 

Explain the legislative requirements that impact reward practice. (AC 2.4) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 300 words  

 

In order to ensure the protection of the rights of employees and fairness and equality in the 
distribution of rewards, that should be certain legislative requirements that have to be fulfilled by 
organizations such as GA Pensions during the undertaking of reward practices.  

The first among these legislative requirements is abiding by the Equality Act of 2010, which 
offers protection to the employees from getting discriminated against at the workplace, be it in 
terms of receiving rewards and payments or while receiving any form of treatment. According to 
this Act, both men and women with similar employment opportunities and performing the same 
or similar work should receive equal pay unless any kind of distinction can be justified (Pisupati 
et al. 2021). 

Another legislation that can be discussed in this context is the National Minimum Wage Act of 
1998, which has provided guidelines for the minimum wage that all the employees working in 
any company are entitled to receive, whether they contribute to the organizational performance or 
not. The UK has four categories for workers: apprentices, those under the age of 18, those 
between the ages of 18 and 20 and those between the ages of 21 years and 24 years and since 
April 2022, the minimum amount of wage a worker in the UK is entitled to is £10.18/hour, for the 
one falling in the age group of 21 and above. The legislation also stipulates that the employer 
must offer certain perks that are mandatory. Every organization must give every worker in the 
organization a yearly leave of 21 to 25 days, especially those who are working on a permanent 
basis (Fontanesi et al. 2019). It is mandatory in the UK for every employer to meet the legal 
minimum wage requirements and inform any kind of gender pay gap and executive pay ratio. It is 
legally undertaken to maintain fairness in payment and reporting.  
 

 
Assess different approaches to performance management. (AC 3.1) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 400 words  

 

Some of the different approaches to performance management that GA Pensions can take are as 
follows: 

●​ L&D Programs- The learning and development programmes and workshops that are 
undertaken by an organization make the employees go through different training and 
development activities that can help them acquire new knowledge and skills, and therefore 
manage their performance. This can be effective in empowering the employees to grow 
and develop, enhance their productivity and performance, meet the necessary skill 
requirements to be effective at their jobs and get educated about a lot of things relevant to 
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their position and career. During these L&D programs, the employees should be given 
training on relevant subjects so that they can become experts in their field and are able to 
manage the practical issues they face while conducting business operations and 
personalised training activities can be created for the employees to fill the gaps in their 
performance, which are the advantages of this approach (Jiang et al. 2020). However, it 
can be quite costly to undertake training activities and hire professional L&D facilitators 
in order to successfully initiate such programs and maintain learner engagement and the 
employees might be too focused on improving their personal knowledge and skills so that 
they engage in training activities that do not align with the professional goals or mission 
of the company. 

●​ Annual performance reviews- The performance reviews and appraisals that are 
conducted by an organization annually to identify the strengths and weaknesses of the 
workers and measure the progress of each employee in terms of improving their 
performance can serve as guidelines for the employees. This is a type of formal 
assessment that is undertaken by the management of an organization to judge the 
performance outcomes of the employees, of a feedback and set their future performance 
goals. A rating system is often used to help the employees realize how they have fared 
against each criteria they need to fulfill to be effective in their respective job positions. 
The information generated through this method can be quite useful in guiding the 
employees as to what activities they should include in their professional and personal 
development plans and thereby helps in managing their performance by pointing out the 
areas of improvement, which are the advantages of this approach (Tajima et al. 2019). 
However, the weaknesses of this method include the performance reviews being biased so 
that the employees are steered in the wrong direction and workforce morale being 
decreased due to poor performance appraisals.  

 
Review the role of people practice in supporting line managers to make consistent and appropriate 
reward judgements. (AC 3.2) 
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 300 words  

 

The people professionals in all companies like GA Pensions have to work closely with the line 
managers as they distribute rewards among the employees in an organization. The line 
managers have to fulfil the important responsibility of making sure the organization complies with 
legislation and legal requirements of rewarding workers as well as ensuring worker satisfaction 
can be maintained, and the people professionals can play a major role in supporting the line 
manager do their jobs. The HR department takes the initiative of conducting L&D programs in 
companies where they learn about the different professional and personal needs of the 
employees so that they can direct them towards relevant training activities that could improve 
their performance. The people professionals also help conduct the performance reviews and 
appraisals of the workers in an organization, where they evaluate the performance, progress and 
productivity of each employee and support them in strengthening the areas in which they are not 
that good while nurturing the areas in which they are good so that they become better (Umemoto 
et al. 2023). The information collected by the people professionals from the employees in this 
context can be passed on to the line managers of the company so that they can determine which 
employees are showing progress in their performance and deserve to be rewarded for their 
efforts, whether financial or non-financial incentives would be effective in motivating them, which 
candidates can be considered to be future leaders and managers of the company so that 
different types of rewards and acknowledgement can be awarded to them, and so on. When the 
line managers make their reward decisions in accordance to the information and advice provided 
by the people practitioners, they can rest assured that their decisions would be in compliance 
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with legislation and latest HR trends and demands and would not cause unrest among the 
workforce climbing that the reward decisions were unfair (Rosenthal-von der Pütten et al. 2019). 

 
Explain how line managers make reward judgements based on organisational approaches to reward. (AC 
3.3)  
Short references should be added into your narrative below. Please remember to only list your long references in 

the reference box provided at the end of this section. Word count: Approximately 300 words  

 

The reward judgements made by the line managers in a company, such as GA Pensions, have to 
be in accordance with the organization approaches to rewarding the employees, the principles 
following which it wants to conduct business and regulate behaviour, as well as the industry 
standards of rewards. They are well versed in the guidelines and policies of the company they 
work for, and they device their reward strategies and practices according to those. For instance, if 
the organizational authorities have instructed the line managers to try and retain as much talent as 
possible with the help of high financial rewards, then the line managers are obligated to do so. 
The line managers make reward judgement in different ways. Firstly, they assist in undertaking 
annual appraisals wherein they are engaged with employees to understand their abilities and 
review employee performance (Bercovici et al. 2023). Secondly, several performance 
assessment-related tools and resources can be used by them to gather information on the 
personnel. They then apply different reward management tools, like 360-degree feedback, which 
foster a holistic and comprehensive review in judging the ability and performance of the 
employees. The line managers also apply the policies and practices offered by the people 
professionals beginning with evaluating the organizational performance which could assist in 
guiding them and helping them develop a framework for the reward judgments, keeping in mind 
that these should be aligned with the organization’s values, beliefs, principles and code of conduct 
and moral and ethical rules within the organization, industry and society (Tobon et al. 2020). But 
ultimately all the decisions of the line managers are limited to the budget of the company that it 
has set aside for rewarding its members because a line manager cannot go over the budget to offer 
rewards to the employees that the organization cannot even a food to give to give. 
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Assessment Criteria Evidence Checklist  
You may find the following checklist helpful to make sure that you have included the required evidence to 

meet the task. This is not a mandatory requirement as long as it is clear in your submission where the 

assessment criteria have been met. 

 

Task 1 – Report Section One 

Assessment criteria 

Evidenced​
Y/N 

Evidence reference 

1.1 Evaluate the principles of reward and its 
importance to organisational culture and 
performance management.  
 

Y Page 6  

1.2 Explain how policy initiatives and practices 

are implemented. 

Y Page 6-7 

1.3 Explain how people and organisational 
performance can impact on the approach to 
reward.  

 

Y Page 7 

1.4 Compare the different types of benefits 
offered by organisations and the merits of 
each.  
 

Y Page 7-8 

1.5 Assess the contribution of extrinsic and 
intrinsic rewards to improving employee 
contribution and sustained organisational 
performance.  
 

Y Page 8-9 

2.1 Assess the business context of the reward 
environment.   
 

Y Page 9 

2.2 Evaluate the most appropriate ways in which 
benchmarking data can be gathered and 
measured to develop insight.   
 

Y Page 10 

2.3 Develop organisational reward packages and 
approaches based on insight. 
 

Y Page 10-12 
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Task 2 – Report Section Two 

Assessment criteria 

Evidenced​
Y/N 

Evidence reference 

 

2.4  

 

Explain the legislative requirements that 
impact reward practice.  
 

Y Page 15  

 3.1 Assess different approaches to performance 
management. 
 

Y Page 16 

 3.2 Review the role of people practice in 
supporting line managers to make 
consistent and appropriate reward 
judgements.  
 

Y Page 16-17 

 3.3 Explain how line managers make reward 
judgements based on organisational 
approaches to reward.   
 

Y Page 17 
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Declaration of Authentication 

Declaration by learner  

I can confirm that this assessment is all my own work and where I have used materials from 
other sources, they have been properly acknowledged.    

Learner name:  

Learner signature:  

*This should be the date on which you submit your assessment.   

We cannot accept a typed or e-signature. You need to scan or photograph your handwritten 

signature and inset the image here. You MUST add a new date for each submission.  

Submission Date 1:   

   

Submission Date 2:   

   

Submission Date 3:   

 

 

 Declaration by Assessor  

 I confirm that: 

▪​ I am satisfied that to the best of my knowledge, the work produced is solely that of the learner. 

▪​ The learner’s work was conducted under the conditions laid out by the assessment brief. 

 
1st submission Assessor 
name:   

   

Assessor signature:      
   

Date:      

2nd submission Assessor 
name:   

   

Assessor signature:      
   

Date:      

3rd submission Assessor 
name:   

   

Assessor signature:   
   

   

Date:   
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5HR03  

Reward for performance and 

contribution  

Assessment Criteria marking descriptors. 

Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate 

where the learner sits within the marking band range for each AC.  

Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use 

the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for 

learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so 

assessors must use their discretion in making grading decisions. 

The grid below shows the range for each unit assessment result based on total number of marks awarded 

across all assessment criteria.   

To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment 

criteria. 

The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the 

assessment criteria have been failed or referred.  

Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be 

used internally by the centre. 
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0 to 23 Fail 

24 to 30  Low Pass 

31 to 39 Pass 

40 to 48 High Pass 
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Marking Descriptors  

Mark  Range  Descriptor  
1   Fail   Insufficient demonstration of knowledge, understanding or skills (as 

appropriate) required to meet the AC.  
Insufficient examples included, where required, to support answers.  
Presentation and structure of assignment is not appropriate and does not 
meet the assessment brief.  
Insufficient or no evidence of the use of references to wider reading to help 
inform answer.  

2  Low Pass  Demonstrates an acceptable level of knowledge, understanding or skills (as 
appropriate) required to meet the AC.    
Sufficient and acceptable examples included, where required, to support 
answers.  
Required format adopted but some improvement required to the structure 
and presentation of the assignment.  
Answers are acceptable but could be clearer in responding to the task and 
presented in a more coherent way.  
Sufficient evidence of the use of references to wider reading to help inform 
answer.  

3  Pass  
  

Demonstrates good knowledge, understanding or skills (as appropriate) 
required to meet the AC.  
Includes confident use of examples, where required, to support each answer.  
Presentation and structure of assignment is appropriate for the assessment 
brief.  
Answers are clear and well expressed.  
Good evidence of the use of references to wider reading to help inform 
answer.  

4  High Pass  Demonstrates a wide range and confident level of knowledge, understanding 
or skill (as appropriate).  
Includes strong examples that illustrate the point being made, that link and 
support the answer well.  
Answers are applied to the case organisation or an alternative organisation.  
Answers are clear, concise and well argued, directly respond to what has been 
asked.  
The presentation of the assignment is well structured, coherent and focusses 
on the need of the questions.  
Considerable evidence of the use of references to wider reading to inform 
answer.   
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