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Report – Reward for Performance




1.1 
The Principles of Reward and Its Importance to Organisational Culture and Performance Management
Reward management encompasses strategies that recognise and compensate employees for their contribution to organisational success (Armstrong & Taylor, 2023). At GreenFriendlyEco, where turnover is rising and morale is low, adopting a total reward approach is essential. This combines extrinsic rewards (pay, bonuses, benefits) with intrinsic rewards such as recognition, career development, and flexible working, creating a holistic employee value proposition (CIPD, 2025a).
Core Principles of Reward
1. Fairness, Consistency, and Transparency
Reward systems must comply with legislation such as the Equality Act 2010, minimum wage laws, and gender pay reporting. Transparent processes build trust and prevent perceptions of bias, which currently may exist due to special schemes for senior staff, and thus CIPD emphasises fair pay, legal compliance and transparency as foundational to reward design (CIPD, 2025a).
2. Balancing Internal and External Equity
GreenFriendlyEco, aligning pay with industry standards is critical. Job evaluation ensures roles are valued fairly internally, while benchmarking against market rates prevents pay disparities that could fuel turnover. ONS ASHE (Office for National Statistics, 2024) shows median weekly earnings for full‑time employees rose 6.0% year‑on‑year.
3. Integration with Business Objectives
Reward should reinforce goals, such as sustainability and quality. Linking incentives to eco-friendly innovation or productivity improvements can stimulate performance and align behaviours with company values.
4. Variable Pay and Incentives
Introducing performance-related bonuses or team-based incentives can motivate employees beyond a measured days’ work. Incentives should be tied to clear, achievable targets and communicated effectively to avoid demotivation.
5. Non-Financial Rewards and Recognition
Recognition programmes can boost intrinsic motivation and engagement. Research shows that non‑financial recognition has positive effects on performance and morale, especially for complex or creative tasks (CIPD, 2022a).
Importance to Organisational Culture and Performance Management
Reward strategies signal valued behaviours and shape culture. The CIPD Health & Wellbeing 2025 report shows sickness absence rising to 9.4 days per employee, highlighting the need to align reward with wellbeing to support performance and attendance (CIPD, 2025b).
Implementing fair and inclusive reward systems can foster trust, engagement, and retention, supporting a positive organisational culture. Performance management is strengthened when reward recognises achievement and encourages continuous improvement, and reward systems enhance motivation and reinforce desired performance behaviours (CIPD, 2022a). By aligning reward with value‑creating behaviours, organisations can stimulate high performance and support wider strategic aims, including commitments to more sustainable and responsible working practices.
Reward can also discourage poor performance by linking incentives to clear performance standards, as reward systems are designed to stimulate high performance and reinforce the value of effective contribution (Armstrong & Taylor 2023). 
In summary, a well-designed reward strategy integrating financial and non-financial elements, aligned with legal compliance and organisational objectives, will help GreenFriendlyEco reduce turnover, improve morale, and build a culture of trust and performance.
1.2
At GreenFriendlyEco, rising turnover and negative culture highlight the need for a reward strategy to improve motivation and sustained performance. Extrinsic and intrinsic rewards play complementary roles in achieving this.
Extrinsic Rewards
Extrinsic rewards include pay, bonuses, pensions and benefits (Armstrong & Taylor, 2023). When linked to measurable behaviours and outcomes, they align with Expectancy Theory (Vroom, 1964), which argues employees are motivated when effort leads to performance and valued rewards. Evidence from the CIPD (2022b) shows that financial incentives have a moderate to large positive impact on performance, with meta‑analyses showing incentives can significantly increase performance.
Extrinsic rewards also support Equity Theory (Adams, 1965), as fair pay and transparent progression reduce perceived injustice, which may exist due to senior‑only schemes. Rewards are significantly more effective when employees perceive both distributive and procedural fairness in their allocation and communication (CIPD, 2022b).
Benchmarking extrinsic rewards against market rates ensures external competitiveness for attracting and retaining skilled workers. Pink (2010) argued that over-reliance on financial incentives risks may undermine intrinsic motivation. Recent evidence finds no generalised crowding out effect unless rewards are unfair or overly controlling (CIPD, 2022a).
Intrinsic Rewards 
Such as meaningful work, autonomy, recognition and development are equally important for long‑term engagement. The CIPD (2022a) finds that recognition has positive effects on intrinsic motivation, performance, attendance and engagement, with additional benefits that enhance team performance. This reinforces Herzberg’s Motivator‑Hygiene Theory, which emphasises achievement, responsibility and growth as drivers of effort. Initiatives such as Green Innovator Awards would reinforce positive behaviours and address cultural concerns (CIPD, 2022a). 
Self‑Determination Theory (Deci & Ryan, 1985) shows that autonomy is a key psychological need; rewards are less effective when targets are overly prescriptive and reduce discretion (CIPD, 2022a).
Impact on Organisational Performance
A total reward approach, integrating both extrinsic and intrinsic elements, drives sustained performance. This is illustrated by the Nationwide Building Society, where intrinsic recognition (public acknowledgement, certificates, leadership visibility) is paired with extrinsic elements such as team bonuses, vouchers and experiential rewards, this approach motivates individual and team contribution and reinforces organisational values (Purcell et al., 2003). Clear communication, leadership role‑modelling and equitable reward processes will be essential for embedding trust and supporting GreenFriendlyEco’s objectives.

2.1 
Grade and pay structures provide a framework for managing fair pay, influencing motivation, retention and culture. At GreenFriendlyEco, where turnover and negative culture are concerns, understanding these structures is essential for designing a transparent, motivating reward system.
Formal Structures
Formal structures are systematic frameworks that define pay ranges for job groups using job evaluation. They include:
· Narrow-Graded Structures: Many grades with small pay ranges, providing clarity and tight progression control. Suitable for hierarchical organisations but can become rigid and lead to grade drift (CIPD, 2025a).
· Broad-Graded Structures: Fewer grades with wider pay spans, allowing flexibility and development within a grade. This reduces pressure for regrading but requires strong governance to ensure fairness.
· Broad-Banded Structures: Very wide pay bands, typically four or five, enabling lateral movement and individualised pay. While flexible, they increase equal pay risks and require robust performance management (ACAS, 2014).
· Job Families: Group similar roles into frameworks, supporting specialist career paths and market alignment. This suits GreenFriendlyEco’s mix of roles but may create silos if poorly managed.
The NHS Agenda for Change (NHS, 2025) is a robust formal structure using nine national pay bands. Each band is underpinned by job evaluation for fairness and consistency and allows for transparent pathways for pay and development across the workforce. 
Informal Structures
Informal structures are less systematic and often used in smaller organisations or for unique roles:
· Spot Rates: A single pay point per job. It is a simple structure, but Unison (2023a) warns it offers no progression which can negatively impact morale and productivity. 
· Individual Job Grades: Tailored pay ranges for specific roles, providing flexibility but less transparent and consistent than formal systems (CIPD, 2025a).
CIPD (2019) shows individual, and spot rates remain the most common base pay methods. This trend reflects their simplicity, especially in manufacturing and private service sectors.  
Key Differences
Formal structures prioritise equity, transparency, and progression, supporting equal pay compliance and consistency. Informal structures offer simplicity and speed but risk inequity and dissatisfaction, contributing to turnover. Formal systems also integrate with performance management, enabling progression based on skills or results, whereas informal systems rarely link pay to measurable behaviours.

In summary, the choice between these structures depends on organisation size, culture, and strategic goals. For GreenFriendlyEco, adopting a formal structure such as job families or broad grades would improve fairness, support development and align pay with market rates, helping address retention and morale issues.


2.2 
Contingent rewards pay directly to performance or contribution; employees earn part of their income only when targets or results are achieved. Emily Burt of People Management (2017) notes that this type of incentive pay often forms part of wider schemes that motivate employees by linking reward to measurable outputs.
Types of Contingent Pay
· Performance-Related Pay (PRP): Links pay to measurable outcomes such as productivity or quality.
· Competency-Related Pay: Rewards employees for demonstrating behaviours and skills critical to success.
· Contribution-Related Pay: Combines performance and competency measures, focusing on overall value added.
· Skill-Based Pay: Incentivises acquiring new skills, supporting flexibility.
· Service/Tenure-Related Pay: Rewards loyalty through incremental increases for length of service.
Impact on Individual Performance
PRP can enhance individual motivation when goals are clear and achievable, aligning with Expectancy Theory (Vroom, 1964): employees exert effort when they believe it leads to valued rewards. For GreenFriendlyEco, linking bonuses to output or eco-innovation would encourage proactive effort. Competency and skill-based pay promote development, supporting Herzberg’s motivators of achievement and growth. However, poorly designed schemes risk undermining intrinsic motivation (Deci & Ryan, 1985), so fairness and transparency are essential.
Impact on Team Performance
Team-based PRP or gain-sharing fosters collaboration and accountability, particularly in interdependent roles. Equity perceptions matter: distributing rewards based on contribution rather than equal splits prevents resentment and encourages collective problem-solving. Recognition within teams strengthens morale and cohesion, addressing GreenFriendlyEco’s cultural challenges.
Impact on Organisational Performance
Organisation-wide schemes such as profit-sharing align employees with objectives, creating a sense of ownership and commitment. Competency and skill-based pay build organisational capability, supporting innovation and adaptability critical for GreenFriendlyEco’s sustainability mission. Contingent rewards also reinforce cultural values by signalling which behaviours are valued, boosting engagement and retention.
In summary, when well aligned, contingent pay can strengthen individual effort, team collaboration and organisational results. GreenFriendlyEco can learn from Toyota’s approach, where rewards and recognition are closely linked to employees’ contributions to continuous improvement. At Toyota (Talent Management Institute, 2024), practices and a culture of empowerment encourage staff to propose ideas that enhance processes, with contributions acknowledged and valued boosting motivation, team-based problem‑solving, and supporting the organisation’s innovation and productivity.


2.3 
Merits of Different Types of Benefits Offered by Organisations
Employee benefits are a key component of a total reward strategy, complementing pay and recognition to attract and retain talent. At GreenFriendlyEco, where turnover and morale are concerns, introducing benefits can improve culture and performance.
1. Pensions
Merits: Supports loyalty, meets legal obligations, and promotes financial wellbeing.
Workplace pensions provide long-term financial security, supporting retention and compliance with UK auto-enrolment legislation. They appeal to employees seeking stability, particularly older workers. However, behavioural science shows deferred benefits are often undervalued (CIPD, 2015). Communication and financial education can increase perceived value, however.
A recent study by The People’s Pension (2017) shows that pensions are a highly valued workplace benefit, with 69% of employees considering pension contributions important when job‑seeking and 83% valuing them in their current package. Yet almost half of employers don’t promote their pension scheme, missing a clear opportunity to attract and retain talent. This shows how strong pension communication can improve loyalty and organisational stability.
2. Healthcare and Wellbeing Benefits
Merits: Lower absenteeism, improved wellbeing, stronger engagement.
Healthcare benefits such as occupational sick pay, life assurance, and Employee Assistance Programmes reduce absence and support health. Amid cost-of-living pressures, holistic wellbeing is critical for productivity and engagement (CIPD, 2025b). For GreenFriendlyEco, introducing health cover or counselling services could address stress and improve morale.
Google is a leading example of supporting wellbeing, productivity and growth for its employees (Thanks Ben Ltd, 2026). Their employee benefits include gym memberships for on-site fitness centres, Dental cover, Health Screening, Mindfulness Apps, Eye Care, and Mental Health Support. 
3. Flexible Benefits
Merits: Supports diversity, autonomy, and fairness; improves employer brand.
Flexible schemes allow employees to tailor benefits to personal needs, promoting inclusion and autonomy. Options might include childcare vouchers, season ticket loans, or enhanced parental leave. This recognises individual differences, younger employees may prioritise childcare, while others value professional fees or gym memberships. However, excessive choice can cause decision fatigue; simplifying and refreshing options improves perceived value (CIPD, 2015).
Examples include Cadbury Schweppes with a well-established flexible benefits programme (Robertson, 2005), with packages open to all employees. Perks include private medical insurance, home computing initiatives, AA membership, and will writing services. 
In summary, benefits must be affordable and aligned with organisation budgets. For GreenFriendlyEco, a phased approach starting with low-cost, high-impact benefits such as wellbeing initiatives and flexible options can deliver quick wins while managing costs. Benchmarking against market practice ensures competitiveness without overspending.
Pensions, healthcare, and flexible schemes offer strong merits: they improve engagement, reduce churn, and strengthen organisational culture. For GreenFriendlyEco, adopting a total reward approach that balances cost with employee needs will help attract and retain talent, address culture issues and support sustained performance.
2.4
Merits of Different Types of Recognition Schemes
Recognition schemes are non-financial mechanisms that acknowledge employee contributions and reinforce positive behaviours. At GreenFriendlyEco, where turnover and morale are concerns, introducing recognition schemes can improve engagement, culture, and performance without significant cost.
1. Formal Recognition
Features: Structured programmes such as Employee of the Month or Eco Champion Awards linked to organisational values such as sustainability and innovation. Recognition is often public via announcements, certificates, or events.
Merits:
· Strategic Alignment: Reinforces behaviours that support company goals.
· Visibility and Prestige: Public recognition satisfies employees’ need for status and competence, boosting motivation.
· Fairness: Clear criteria support trust and procedural justice.
For GreenFriendlyEco, formal awards could spotlight eco-friendly initiatives, strengthening sustainability culture (CIPD, 2022b).
2. Informal Day-to-Day Recognition
Features: Immediate, personal gestures such as praise, thank-you notes, or shout-outs on internal platforms.
Merits:
· Immediacy: Timely feedback improves relationships and engagement.
· Cost-Effective: Requires minimal resources, ideal for budget-conscious organisations.
· Culture Building: Encourages appreciation as a habit, improving morale.
Behavioural science shows informal recognition supports intrinsic motivation because it signals genuine appreciation rather than control (Deci & Ryan, 1985).
3. Cash and Non-Cash Awards
Features: Cash bonuses or non-cash rewards such as vouchers, tickets, or gifts for exceptional contributions.
Merits:
· Tangible Value: Cash awards provide financial benefit, appealing during cost-of-living pressures.
· Personalisation: Non-cash rewards can be tailored to interests, increasing impact.
· Retention and Engagement: Both types create memorable experiences, reinforcing loyalty.
However, cash awards can be perceived as transactional; combining them with symbolic recognition amplifies impact.
In summary, formal, informal, and award-based schemes offer significant merits, including boosted engagement, reduced turnover, and strengthened cultures. For GreenFriendlyEco, a blended approach combining structured awards with everyday appreciation and occasional non-cash rewards would deliver quick wins, improve morale, and align behaviours with sustainability goals.
3.1
Assessing the Business Context of the Reward Environment
GreenFriendlyEco operates in the UK private manufacturing sector, and reward practices are shaped by economic conditions, labour market dynamics, and regulation. UK manufacturing faces cost pressures and skills shortages, driving competition for talent. Regional pay differences and annual pay review cycles require calibrated salary ranges to maintain equity (CIPD, 2025f). Pay trends favour variable pay and skills premiums for technical roles, while equality legislation (Equality Act 2010) and transparency norms demand defensible structures (ACAS, 2014).
External Factors
· Labour Market & Efficiency Wage: A tight local labour market and competitor incentives (attendance bonuses, skills premiums) create retention challenges. GreenFriendlyEco’s flat pay and absence of incentives reduce competitiveness. Impact: Higher turnover, recruitment costs, and reduced productivity (CIPD, 2024).
· Regulation & Equality: Senior-only pension risk breaching equal value principles and damaging trust. Impact: Compliance risk and cultural disengagement (ACAS, 2014).
· Economic Outlook: Inflation and rising living costs heighten expectations for fair pay and financial wellbeing support. UK inflation averaged 3.2% with Bank Rate at 3.75% (Bank of England, 2026). Median weekly earnings rose 6.2% but fell 1.5% in real terms (Office for National Statistics, 2023). Impact: Necessitates inflation-aware adjustments and benefits optimisation.
Internal Factors
· Psychological Contract & Equity: Day work without recognition undermines expectancy and distributive justice. Opaque senior benefits erode morale (CIPD, 2025f). Impact: Negative culture reduced discretionary effort, and higher attrition.
· Pay Determination & Voice: Centralised pay setting with limited employee involvement weakens trust and adaptability. Impact: Change resistance and lower engagement (ACAS, 2014).
Cultural Drivers
Manufacturing typically combines base pay with overtime, shift premiums, and production incentives. Introducing transparent job evaluation and market benchmarking will align pay with regional norms and legal frameworks (CIPD, 2025f). Drivers such as sustainability and fairness can be reinforced through recognition schemes (e.g., Eco Champion) and development-linked rewards (Summerfield, 2022).
Manufacturers rely on shift allowances, overtime and production incentives to attract and retain staff. Around 3.5 million UK workers regularly work shifts, with manufacturing accounting for a major share (Montgomery, 2025) so employees expect rewards that reflect demanding schedules. Outdated shift patterns reduce productivity and increase turnover; many manufacturers use additional incentives to stabilise staffing. Without these premiums, GreenFriendlyEco risks falling behind competitors for skilled labour.
Implications for Reward Strategy
1. Implement job evaluation and market pricing to ensure internal and external equity.
2. Introduce variable pay and recognition schemes tied to performance and values.
3. Harmonise benefits and clarify senior schemes to meet equality standards.
4. Strengthen communication and employee voice to rebuild trust and psychological contract.
3.2 
Evaluating Methods for Gathering and Measuring Benchmarking Data
To address GreenFriendlyEco’s rising turnover and negative culture, benchmarking must use valid and reliable methods to inform a competitive, fair reward strategy. Three main approaches recommended:
1. National Statistical Sources
The Office for National Statistics’ Annual Survey of Hours and Earnings (ASHE) provide pay distributions by occupation, region, and sector. Its large sample and audited methodology ensure reliability (Office for National Statistics, 2023). ASHE can be used to compare GreenFriendlyEco’s production operator pay to regional manufacturing medians to test competiveness.
Measurement: 
Use median (P50) for central tendency and quartiles. 
(P25/P75) to assess pay dispersion. 
Adjust for inflation to avoid nominal effects (Bank of England, 2026).
Applicability: Supports external equity and pay-gap analysis, anchoring reward decisions to objective benchmarks.
Limitations: Annual updates may lag markets; job matching requires robust evaluation to avoid misalignment (ACAS, 2014).
2. Industry Salary Surveys
Commercial and sector surveys offer granular, real-time data for niche roles where national statistics are too broad (CIPD, 2025c). Willis Towers Watson and Mercer are providers that offer highly detailed benchmarks for technical and engineering roles, supporting accurate market matching (Groom, 2025).

Measurement: Compare market midpoints (50th percentile) and upper quartiles; triangulate with internal data.

Applicability: Critical for competitive positioning in specialist roles and retention-sensitive areas.

Limitations: Reliability varies by vendor; title inflation and sampling bias are risks. Regular validation against ONS data is essential (ACAS, 2014).

3. Internal Job Evaluation and Pay Analytics
Analytical job evaluation (factor-based scoring) and payroll data ensure internal equity and legal defensibility (ACAS, 2014). GreenFriendlyEco can use job evaluation and pay analytics such as range penetration to identify roles below market medians and ensure fair progression.

Measurement: Compa ratios against external medians, range penetration for progression, and equity diagnostics (gender or ethnicity gaps) (CIPD, 2025c).

Applicability: Aligns external benchmarks with internal structures, supporting fairness and transparency.

Limitations: Requires governance and clear communication to maintain trust (CIPD, 2015).
Evaluation and Integration
ONS ASHE provides a national baseline; industry surveys add depth for specialist roles; and internal analytics ensure fairness and compliance. Using all three creates a robust evidence base that supports competitive decisions, improves transparency and addresses turnover and cultural issues.
3.3
Approaches to Job Evaluation 
Job evaluation determines the relative worth of roles within an organisation, ensuring fairness and compliance with equal pay legislation (ACAS, 2014). At GreenFriendlyEco, where turnover is rising and reward structures are unclear, a robust job evaluation approach supports equitable pay and improves culture.
Formal vs Informal Approaches
Formal approaches use frameworks (grading structures) to ensure consistency and defensibility. They are essential for organisations seeking transparency and compliance with the Equality Act 2010.
Informal approaches rely on managerial judgement or ad hoc decisions, such as setting spot rates. Whilst quick, these methods risk inequity and cannot defend against equal pay claims, which may worsen concerns about fairness and morale (CIPD, 2025f).
Analytical vs Non-Analytical Approaches
Analytical methods break jobs into compensable factors…skill, responsibility, effort, and working conditions and assign weighted scores. The point-factor system is the most common analytical approach, producing a hierarchy that supports equal pay defences. Although resource-intensive, it would provide GreenFriendlyEco with a defensible structure and address perceived inequities between senior staff and other employees.

Non-analytical methods evaluate jobs as a whole. Techniques include:
· Ranking: Ordering jobs from highest to lowest value.
· Classification: Slotting jobs into predefined grades.
These are simpler but lack precision and cannot withstand equal value claims under UK law (ACAS, 2014).

Job Matching and Levelling
Job matching compares roles to benchmark jobs, while levelling ensures roles align across grades. For GreenFriendlyEco, these techniques could help integrate new reward systems and maintain internal equity.
Several NHS trusts including Somerset Partnership, Glasgow Clyde, and Livewell Southwest have used job evaluations to review Healthcare Assistant roles and found many undervalued for years. This resulted in pay increases and recognition of previously overlooked skills and responsibilities (Unison, 2023b). This shows how structured Job Evaluation can correct inequities and rebuild trust.
Equal Pay Defences
Analytical approaches, particularly point-factor systems, provide strong legal defences against equal pay claims by demonstrating gender-neutral criteria. UNISON (2023b) emphasises that valid JE studies must be analytical, impartial, and reliable to meet Equality Act standards. This is critical to avoid litigation and foster trust.
In summary, a formal, analytical job evaluation method supported by job matching and levelling would create a fair, transparent pay structure. This will underpin reward initiatives, improve morale and support cultural change.
3.4 
Legislative Requirements Impacting Reward Practice
Several legislative requirements ensure fairness, protect worker’s rights, maintain transparency, all of which shape reward practice.
· The Equality Act 2010
Mandates equal pay for equal work or work rated as equivalent for men and women, and prohibits discrimination based on protected characteristics (ACAS, 2024). 
The impact on reward applies to bonuses, allowances, benefits, overtime, pensions and other terms. The CIPD (2025d) notes GreenFriendlyEco must document objective criteria for incentives and progression and audit reward elements for bias and conduct a thorough analytical job evaluation to ensure defensible pay structures. 
ACAS (2024) recommends reward structures be consistent and regularly audited to prevent pay inequality or discriminatory outcomes. 
· National Minimum Wage Act 1998 & National Living Wage
Sets legally enforceable wage rates, updated annually. Current minimum wage rates are for employees aged 21+ must receive at least £12.21 an hour (GOV.UK, 2024).
The impact on reward practice: Employers must pay including deductions and bonuses ensuring they never fall below statutory minimums. Thus, employers must include unpaid time into calculations and avoid illegal deductions. 
· Employment Rights Act
The Employment Rights Act provides a statutory framework for employment terms, protecting employees from unfair or excessive deductions and ensuring fair contractual treatment (Legislation.gov.uk, 2026a).
The impact on reward practice includes GreenFriendlyEco having to clearly record reward data in payroll systems. All reward must be transparent, fair, and contractually sound. Organisations must also be aware of flexible working requirements; flexible working is a key part of a total reward and is a competitive reward differentiator.  
· Working Time Regulations
Workers are entitled to rest breaks, annual leave, and a 48-hour working weekly limit unless they opt-out (Legislation.gov.uk, 2026b). 
The impact on reward practice means that any schemes that encourage overtime including productivity bonuses must be structured so employees are not pushed into excessive working hours or reduced rest.
· PAYE Income Tax and National Insurance Contributions
Employers must operate PAYE and NIC on taxable earnings and report benefits, and so all salary sacrifice arrangements must adhere to HMRC rules (GOV.UK, n.d.).
Reward design must comply with HMRC rules on tax efficiency and salary sacrifice. Payroll reporting and deductions must be accurate to avoid penalties. 
· Gender Pay Gap Reporting Regulations
Under the 2017 regulations, Employers with 250+ employees must publish annual gender pay gap and bonus data (Government Equalities Office, 2018).
The impact on reward practice requires organisations to review pay structures, how bonuses are distributed, and the building of pay progression frameworks to ensure fairness and reduce unexplainable gaps. 
It can also encourage cultural change around equity and retention, and for all employers voluntary reporting is seen as excellent practice (CIPD, 2025e). 
· Data Protection Act 2018
GDPR requires lawful, secure and transparent data use, used only for legitimate, transparent purposes. 
This impacts benefits platforms, performance-related pay and recognition systems, as they usually involve collecting and processing sensitive personal information. Wellbeing benefits they involve processing sensitive health data, covered under GDPR so handling must be lawful. 
In summary, reward practice is shaped by legislation designed to ensure fairness, equality and transparency, and all responsibilities are upheld by employers engaged in these practices. GreenFriendlyEco must ensure compliance in areas such as equal pay, contractual fairness, wage and working time rules, data protection and transparent reward processes. 
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