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This report outlines the principles of reward management and explains their significance for organisational culture and performance management. It also highlights areas of concern for GreenFriendlyEco and provides a foundation for developing a strategic reward approach.
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Reward management refers to a strategic framework of key principles that is used to attract, retain, and motivate the workforce through financial and non-financial incentives (Armstrong and Brown, 2023). 
One key principle is equity, particularly related to fairness in pay and financial reward across the organisation. This promotes a culture that reinforces how responsibility and impact are fairly recognised.  With undisclosed senior staff benefits at GreenFriendlyEco seemingly apparent, internal equity becomes questionable. This results in erosion of trust leading to reduced motivation, thus, undermining both performance management and organisational culture (Wietrak and Gifford, 2024). The risk is a divided workplace culture where perceived favouritism impacts negatively on organisational culture.
Transparency and consistency in reward practices would encourage trust and clarity at GreenFriendlyEco. When employees understand how pay and rewards are determined and applied consistently across the organisation, it reinforces a sense of fairness and accountability. The blurred situation in GreenFriendlyEco regarding senior benefits, can create scepticism, resentment and withdrawal which challenges organisational culture and raises questions surrounding the credibility of leadership (People Management, 2024).
Compliance with legislation, such as the Equality Act 2010, is fundamental when creating fair, equitable and transparent mechanisms for reward. Non-discriminatory practice helps to create an inclusive organisational culture reducing the risk of legal challenge and dispute (CIPD, 2025)
Appropriately designed rewards should align with the organisation’s mission and values (Mattice, 2024).  Performance management systems that incorporate reward can reinforce specific behaviours such as innovation and collaboration.  The absence of any incentive scheme in GreenFriendlyEco suggests that its employees are not extrinsically or intrinsically motivated. Whilst pay is an external motivator, job satisfaction is intrinsic, therefore, without appropriate reward, employee output is likely to remain stagnant or decline.  Recognition and career development will create a more positive working environment because employees feel valued for their contributions beyond their pay (Taylor and Woodhams, 2022b).
This encompasses recognition for all aspects of work, combining both intrinsic and extrinsic factors (Taylor and Woodhams, 2022b).  For GreenFriendlyEco, the total reward approach would combine rewards to make the organisation more inclusive to include non-monetary benefits, potentially associated with flexible working to enhance employee engagement and retention levels (CIPD, 2025a). 

When applied well, the effectiveness of reward would see GreenFriendlyEco transform its currently negative culture into one that values talent, inspires for development and focuses on retention of its workforce whilst becoming an employer of choice (CIPD, 2024). A programme of review will also allow GreenFriendlyEco their reward strategies to maintain alignment with evolving external and internal factors (Institute for Employment Studies, 2024). 
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As briefly outlined above, reward systems are most effective when it considers the full work experience and what drives motivation.  Employee motivation is driven by both external and internal factors, both vital for sustaining organisation performance.  Extrinsic rewards are generally served as financial compensation in the form of and tangible such as pay and pay, bonuses and promotions or intrinsic rewards, which act as relate to the psychological and intangible drivers such as through recognition, purpose and growth (Armstrong and Brown, 2023).   

Extrinsic rewards include pay increases, bonuses, and benefits.  These are often tied to performance targets and used to reinforce expected behaviours. Pay rises, bonus payments and benefits to support wellbeing are recognised as extrinsic rewards linked to performance and conduct.  They can used to reinforce the expected behaviours within the organisation.  CIPD (2025a) explain the contributions such external incentives can have on the employer brand and how this can appeal to professionals seeking stability and growth highlight that such rewards are especially effective for attracting talent and boosting short-term output when linked to measurable objectives.  However, inequity can drive exit and high turnover.  Matters such as holidays, pensions and wellbeing benefits can address the safety needs as well as the legal expectations and compliance which helps to steady morale and sustain attendance at work (Vincenz-Krajewska, 2023).  

Intrinsic rewards are the psychological benefits through recognition, autonomy and job satisfaction from the work itself (People Management, 2017). These focus on the work/life balance needs that will allow for better employee engagement, long-term commitment and build self-esteem to encourage growth.  These motivators are triggered when employees feel a sense of purpose from their work and feel included in line with the organisation’s values and goals (Taylor and Woodhams, 2022b).

One clear benefit of intrinsic rewards is their long-term impact on engagement. According to Suff (2025), and employee wellbeing, creating a work environment to actively seek contentment is a factor strongly favouring both employees and employers.  Many factors influence wellbeing at work and the impact it can have on employee productivity and engagement.  This is further explored through seven domains that contribute to this: Health; Good Work; Values/Principles; Collective/Social; Personal Growth; Good Lifestyle Choices; and Financial Wellbeing.   However, intrinsic rewards are harder to manage. Unlike pay, they are not easily measured (People Management, 2017). GreenFriendlyEco can boost intrinsic rewards by improving recognition and autonomy, enhanced employee voice and development opportunities, thus strengthening engagement and reducing turnover. 

Intrinsic rewards are essential to sustained engagement and effort.  Suff (2025) identifies seven key domains that contribute to overall wellbeing: Health, Good Work, Values and Principles, Collective and Social connections, Personal Growth, Good Lifestyle Choices, and Financial Wellbeing.  These factors are strengthened when organisations create a workplace that supports fulfilment and satisfaction, benefiting both employees and employers. However, intrinsic rewards present challenge for organisations because, different to pay, they are less tangible and cannot be easily quantified (People Management, 2017). The expectation for pay structures to be fair should be addressed by organisations before the intrinsic rewards can be effective.  GreenFriendlyEco would benefit from boosting the impact of intrinsic rewards by improving recognition and autonomy, enhanced employee voice and development opportunities, thus strengthening engagement and reducing turnover.

Overall, GreenFriendlyEco should consider a balanced approach and seek to close the gaps in both extrinsic incentives and intrinsic motivators. Mapping interventions to theorist, Maslow’s hierarchy of needs ensures that foundational needs (pay/security) are met while building a culture of belonging, esteem and growth (LinkedIn, 2025).  These are essential considerations as we look to rebuild and stimulate positive change to culture and performance at GreenFriendlyEco.
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Pay structures present a framework that sets out how employees are rewarded based on the value of their role, behaviours and performance.  It underpins fairness, lawfulness, and a level of transparency that supports an organisation’s purpose, mission and culture (CIPD, 2025b). Two recognised structures are spot salary and broad-graded pay structures, both offering different approaches to remuneration and career development.
A spot salary structured approach assigns a specific and fixed salary to role without any pay range or incremental progression.  The roles are often defined by factors such as experience, performance and benchmarking (HR Director, 2025).  This creates a rigid structure with little room for pay negotiation.  In line with the market value, employees will know what a job pays, which creates transparency, However, in the absence of internal progression, there is limited scope to recognise and reward development, performance, or reliability, which can lead to demotivation and low productivity (Unison, 2023).
Broad-graded pay structures will group multiple job roles or grades into fewer, wider pay bands. This gives more flexibility whilst supporting progression based on competence, contribution, without frequent grade changes (Armstrong and Brown, 2023).  Employees can be rewarded for improving their skills or taking on additional responsibilities, which encourages longer term engagement. However, broad pay bands can be complex and reduce pay transparency which will require clear guidelines for application.  This brings risk of discrimination, inequity and perceptions of unfairness if not managed effectively (Unison, 2023).
To summarise, the key differences between spot salaries and broad-graded relate to flexibility, progression, and transparency. With no structured progression, spot salaries lack built-in progression but are best suited to market-driven roles, whereas broad-graded can enable internal career development and talent retention for organisations seeking to motivate employees through a simplified structure. 
For GreenFriendlyEco, a hybrid approach could be considered.  With clear communication and administrative practices, having such a dual system would endeavour to address both strategic talent attraction and long-term engagement. 
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Contingent rewards are incentives, financial or non-financial, that employees receive in response to reaching specific performance standards or outcomes. Separate to any fixed salary, these rewards are conditional on results, making them useful in reinforcing desirable behaviours in line with organisational goals (Cotton, Gifford and Young, 2022). They can take various forms, such as bonuses, commissions, or recognition awards, and are designed to motivate desired behaviours, enhance productivity, and reinforce accountability. When implemented effectively, contingent rewards link effort to outcome, driving performance at individual, team, and organisational levels.
Two common types of contingent reward are Performance Related Pay (PRP) and Skills-Based Pay (SBP).
Skill-Based Pay (SBP) rewards employees for developing new skills rather than relying solely on job titles, motivating them to enhance their competencies and improve overall job performance (HRM Handbook, 2021; Brown, 2024). At GreenFriendlyEco, SBP would enable employees to address more complex tasks, boost productivity, whilst increasing job satisfaction and strengthen long‑term commitment to reduce turnover. 
At individual level, this can increase fairness where there is understanding that reward is attributed to skills within a clear, career pathway. This becomes a useful consideration where the CIPD survey suggests that employees can often perceive that pay and reward processes are inequitable (Marriott, Perkins & Cotton, 2019).  As employees build their capabilities, teams will benefit from an expansive but collective skill base and a culture of knowledge sharing, improving quality and operational efficiency (HRM Handbook, 2021). At organisational level, SBP supports innovation, efficiency, and competitiveness by developing a highly skilled and adaptable workforce capable of meeting emerging trends and demands.
PRP links financial incentives to performance, typically assessed through appraisals or objectives towards fairly set standards (Cotton, Gifford and Young, 2022). This allows for connection between effort and reward, whilst encouraging focus and drive. Employees are more likely to prioritise high value tasks if they know outcomes are financially recognised. However, unclear or unrealistic targets can lead to stress or disengagement and may lead to reduced collaboration (Unison, 2024).
PRP links financial incentives to performance, typically assessed through objectives towards fairly set standards (Cotton, Gifford and Young, 2022) creating synergy between effort and reward for tangible outcomes.  At individual level, striving for incentivised, personal development can become a positive motivator to increase engagement and productivity.  However, ambiguous targets can create stress leading to disengagement and reduced collaboration (Unison, 2024).
At the team level, PRP may unintentionally encourage create competition within teams. If there is a non-uniformed approach when distributing rewards are distributed unevenly, employees can become more self-focused and lose sight of required group collaboration, thus, weakening trust and the stability to bring collective success. might prioritise personal success over group outcomes, weakening trust and reducing teamwork.  Organisationally, PRP can help build a high-performance culture when aligned with strategic objectives such as sales or quality. PRP can easily impact or influence capability and culture within an organisation. With careless communication and implementation, it can have damaging effects through diminished trust and a perception of inequity, thus reducing productivity and efficacy.  However, if poorly managed or perceived as unfair, it risks damaging morale and reducing engagement (Cotton, Gifford and Young, 2022).
For GreenFriendlyEco, PRP could be introduced for roles like production supervisors or sales staff business development, where output or quality metrics are measurable where you can measure outputs in line with key indicators. With clear, objective criteria and a transparent process, this could increase enhance productivity levels and boost workforce morale.
Contingency rewards are not necessarily a one-size-fits-all system.  At GreenFriendlyEco, a blended approach, when implemented effectively, should link effort to outcomes whilst driving performance at individual, team, and organisational levels.
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Employee benefits deliver measurable value to enhance the overall employment package. They serve multiple purposes, from improving wellbeing and morale to strengthening organisational appeal in the labour market (CIPD, 2025c).  
Financial benefits, for example, pensions and bonuses enhance attraction/retention and, when well‑designed, can reinforce desired behaviours and productivity amongst a more engaged and loyal workforce (CIPD, 2025).
Work‑life benefits such as flexible and hybrid working, enhanced leave and employee assistance programmes EAPs, help to improve work–life balance and are associated with lower stress, reduced absence and higher engagement, strengthening overall organisational performance (Taylor and Woodhams, 2022b). 
Non‑financial benefits, generally relating to learning and career development, help build capability and internal progression routes to help address UK skills shortages while supporting motivation and progression (CIPD, 2022). 
Two widely used benefits are enhanced paid leave and non-contributory pension schemes:
Whilst the 28-day leave entitlement at GreenFriendlyEco is compliant with the minimum statutory requirements (ACAS, 2025), to enhance this to a more benefitting package, with a wellbeing focus, could strengthen employee engagement in line with organisational values.  Additional time off allows employees to recharge, leading to higher productivity and reduced absenteeism.  CIPD, reports poor work-life balance as a distinct concern, with many employees reporting their role negatively impacts family life and hinders their ability to switch-off outside their working hours. They also note that 60% say they work longer hours than they want. This is further compounded by the impact on health, with a staggering 66% reporting a work-related health matter or condition (CIPD, 2019).  Whilst flexible arrangements, such buy/sell schemes, or an offer of additional days can be seen as a retention tool, they can also offer so much more by meeting diverse needs and increase loyalty (CIPD, 2025c). Generous leave offerings improve employer attractiveness, especially when framed around modern priorities like wellbeing and work-life balance.
Non-contributory pension schemes help reduce financial stress, where there can be notable impact on performance through fatigue (Cotton, 2025). Where employers invest in financial wellbeing support, they subsequently enhance employer reputation which strengthens the brand. When applied fairly across roles, they promote trust and confidence with a sense of belonging. However, where enhanced schemes are reserved for certain groups, such as at GreenFriendlyEco, trust can diminish quickly. A review to ensure equity would support a more inclusive culture within the organisation.
For GreenFriendlyEco, a balanced package that considers financial, work‑life and development benefits will help to create a positive employee experience and a sustainable performance culture. 
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Recognition schemes are incentives designed to acknowledge and value employees’ contributions, behaviours, and achievements, with the aim of enhancing positive behaviours through increased motivation, engagement, and performance. (Cotton, Gifford, and Young, 2022).

Recognition can be delivered formally or informally through financial incentives, awards, or non-financial rewards (CIPD, 2020). Two commonly used schemes include peer-to-peer recognition and, more formally, through public recognition.  

Informal peer-to-peer recognition affords a range of employees to appreciate team efforts without any management intervention or reference to formal performance outputs. This could include thank-you notes or verbal praise for example.  Such schemes encourage a culture of mutual respect, inclusion and an opportunity to strengthen team dynamics when appreciation is received across the workforce (NHS Employers, 2025).  This process does need careful implementation, within a wider total reward package, to ensure fairness and avoid lessening its intrinsic motivation (Taylor and Woodhams, 2022b).  Such a scheme can be low cost but high impact, they are particularly suited to organisations like GreenFriendlyEco, where day-to-day interactions between peers are integral to workplace culture.

More formal recognition programmes will follow a structured approaches based on set criteria, such as 'Employee of the Month' or long-service awards. Such recognition could be highlighted in internal communications or through more formal occasions or events to signify the celebration. Whilst such programmes have been in play for a long time, as with any scheme, it needs careful design, implementation and review to be effective and valued amongst the workforce (Wagner, 2016).  This approach offers transparency surrounding the behaviours that are expected and valued.  It can also strengthen emotional links to the organisation by recognising significant contributions or loyalty, improving retention and morale.  By aligning awards with organisations goals and values, there is encouragement for desired behaviours (People Management, 2020), for example providing high value customer service, or even an ‘Eco-Champion’ approach to support the overall business objectives and the positive impact it can have.

While informal recognition supports motivation, formal recognition schemes provide structured appreciation and organisational visibility. A blended approach would enable GreenFriendlyEco to fairly encourage regular appreciation while strategically reinforcing long-term expectations and behaviours that support the organisational values and goals.
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The reward environment at GreenFriendlyEco is a complex and shifting one, linked to a combination of internal and external factors that has shaped how the organisation’s design impacts service delivery.  Assessing the reward environment plays a key role in the organisation’s future success.  
The reward environment at GreenFriendlyEco is linked to a combination of internal and external factors that has directly influenced the culture and had impact on service delivery.  Assessing the reward environment is a necessity to evaluate the organisation’s future success.     
Factors include labour market conditions, legislation, organisational culture and managing employee expectations. Understanding this wider context is essential to accurately assess how our reward systems remain fair, competitive, and sustainable (Armstrong and Taylor, 2023).
Externally, the labour market conditions indicate growing competition for low‑carbon skills, particularly in construction and energy‑efficiency, which is driving for higher expectations for pay, thus creating a need for better reward and development pathways (ONS, 2025).
The absence of a competitive, values-led reward strategy may already be contributing to GreenFriendlyEco retention problems.  With acute pressures in attracting and retaining talent due to ongoing skills shortages, post-Brexit workforce declines, and inflationary wage demands (CIPD, 2022a) organisations risk losing staff to competitors if they fail to differentiate their practice. 
Regional labour market differences also shape the reward environment. Pay benchmarks, living costs, and talent availability will vary significantly across the UK.  Salaries are generally higher in the Southeast and London compared to the Northeast or Wales (ONS, 2026). If GreenFriendlyEco has a base in a lower cost region, it may benefit from lower wage expectations and reduced overheads. However, in more competitive regions, the basic pay and benefit packages may deter talent. This supports the need for more flexible reward incentives that meet regional expectations, for example, by offering localised incentives or non-financial rewards.
Understanding regional labour market differences help to make informed workforce decisions, including the development of the reward strategy and framework.   Factors will vary depending on the geographic area.  These may include unemployment rates, average salaries and skills shortages or surpluses within varying industries. For example, salaries are generally higher in London and the Southeast when compared to Northeast or Wales (ONS, 2026).  GreenFriendlyEco’s location could prove cost effective in the right regional area with lower labour and operational costs.   Yet, in more competitive regions, basic pay and benefit packages will have a deterrent effect on the existing, or potential workforce. This supports the need for more flexible reward incentives that meet regional expectations, perhaps, cost‑of‑living considerations, and local talent shortages (CIPD, 2025).
Internally, GreenFriendlyEco’s structure and declining workplace culture are key concerns. The organisation’s “measured day work” model offers limited opportunities to reward initiative, which may be contributing to the rising turnover of staff (Cotton, Gifford and Young, 2022). Without visible reward pathways it can leave employees feeling undervalued, particularly when combined with a lack of performance-linked incentives. 
Employee expectations have also evolved, especially in the wake of the pandemic. Many employees now place greater value on wellbeing, flexibility, inclusion, and alignment with environmental or social values (Young and Tong, 2025). Although GreenFriendlyEco’s eco-friendly undertaking is a potential strength, the basic statutory benefits and a lack of visible wellbeing initiatives may give the impression of an outdated employment offer. To remain attractive to today’s workforce, GreenFriendlyEco must improve its reward strategy to reflect current values, such as equity, sustainability, and work-life balance.
By addressing both internal and external factors,
GreenFriendlyEco’s structure and declining workplace culture are key concerns. The current arrangements including finance-led standard times and hidden senior staff benefits can be seen as informal and obscure whilst presenting some risk under the Equality Act 2010 (ACAS, 2024a).  It is highly likely that the imbalance noted within the current reward framework at GreenFriendlyEco, will be a contributing factor to the retention of the workforce.  
Introducing a holistic reward framework featuring pay, benefits and recognition, GreenFriendlyEco can target pay, progression, wellbeing and recognition to be able to reposition itself as an improve its organisational culture thus become an employer of choice and drive sustainable long-term performance for its success (CIPD, 2022a).
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Effective benchmarking draws on multiple data sources, including national labour market statistics, professional body surveys, and internal organisational data. This helps to develop insight into competitiveness, fairness, and sustainability by identifying trends and patterns (Taylor and Woodhams, 2022b). As a medium sized, manufacturing business with current perceptions of reward inequality, GreenFriendlyEco’s benchmarking approach must balance accuracy, cost effectiveness, and speed to address both strategic and operational needs.
Survey data and evidence reviews undertaken by professional bodies provide insight into how employers can make effective pay and reward decisions using a trusted source of evidence-based practice. Recognised organisations can provide an examination of key issues such as pay positioning, pensions and employee benefits (CIPD, 2022a; CIPD 2024a; CIPD 2025e).  
Government agencies, such as the UK’s Office for National Statistics (ONS), publish official UK data sets that provide insight for employers to make important business decisions (ONS, 2025a) particularly surrounding the labour market. The data is reliable and robust enough to be indicative of what is happening with the UK’s economy (ONS, 2025; ONS, 2026). 
Internal benchmarking is equally effective as there is a wealth of data available that will be relevant and current. Employee engagement and consultation are key, and employee surveys are a great source of data when executed correctly.  They should be carefully structured to get relevant input from employees (Taylor and Woodhams, 2022a) and this will help to maximise response rates.  Data should help to identify patterns, issues, and opportunities for enhancing the reward package.  Linking this to GreenFriendlyEco’s internal data metrics, for example, surrounding turnover, absence and performance by roles/teams and whole organisation, would provide a broader picture to help identify clear proposals and actions.   
Measuring effectiveness of these benchmarking methods is essential.  GreenFriendlyEco could track reduced turnover for hard to fill roles, narrowing of internal pay disparities identified through equal pay audits and employee survey results on perceptions of pay fairness. GreenFriendlyEco should consider a blended approach, for example, combining salary survey data with internal payroll evaluation and exit interview findings. Measured consistently over time and using ACAS guided principles will help develop competitive reward schemes that enhance employee relations (CIPP, 2019) and give GreenFriendlyEco the accuracy needed for compliance and trust building. 
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[bookmark: _Hlk220078519]Job evaluation is generally a structured process to maintain the integrity of the pay and grading arrangements within an organisation. Its purpose is to create a fair and consistent framework for pay and grading (Taylor and Woodhams, 2022b); it places focus on the responsibilities of the job itself, not the person undertaking them whilst avoiding prejudice or discrimination. That said, there are informal and formal approaches that can be considered.  Where an informal evaluation takes place, this is often based on assumptions and perceptions or, custom and practice direction that form potentially, unreliable judgments with the lack of systematic criteria (HRM Handbook, 2021a).  

Furthermore, there are two main categories to further breakdown job evaluation; analytical and non-analytical methods.

Analytical job evaluation is a common method to review quantifiable components methods break jobs down into measurable components or ‘factors’ such as competencies, knowledge and skills, value of responsibilities, and conditions affecting effort (Taylor and Woodhams, 2022b; NHS Wales, 2024). One widely used analytical method is the The point-factor method, where jobs are scored against pre-determined compensable factors. Each factor is an objective weighted and using an allocated point value, producing an overall score that to determines the job’s rank or pay grade that will determine the pay in line with the demands of the job (CIPD, 2025i). This method is valued for its objectivity and is useful when placed under scrutiny and need to defend pay decisions i.e. gender equality (ACAS, 2014). Noting GreenFriendlyEco’s structure, small size, and current employee concerns surrounding reward equity, a point-factor system could provide the transparency and evidence-based scoring to validate pay levels.  Legal compliance would be evident i.e. Equality Act 2010 and, therefore, helps to rebuild employee trust.  This process would support GreenFriendlyEco to rebuild employee trust and confidence following the current concerns surrounding reward equity. The evidence-based, point scoring system is a transparent approach to validate pay grading and provides some security for legal compliance (ACAS, 2014).  

In comparison, non-analytical job evaluation methods are less objective and are generally quicker, and cheaper, to implement.  The job classification approach, sometimes known as job grading, is where jobs are allocated by grade descriptions, and are paired or grouped accordingly (CIPD, 2025h). For example, all clerical roles may fall under one grade, while technical roles fall under another. It provides a useful framework for managing large numbers of jobs with similar characteristics.  Job grading may not provide enough transparency to address perceptions of inequality at GreenFriendlyEco however, as roles within its small teams can vary significantly.  Reviewing the job as a whole and, with no scoring system assigned, it can leave an organisation open and vulnerable to equal pay claims (Taylor and Woodhams, 2022b). 

In general, job evaluation supports internal pay equity and helps meet the requirements of the Equality Act 2010 by providing a sounds and consistent basis for how pay decisions are reached made and equal pay issues are addressed (GOV.UK, 2014). It also provides a footing for wider HR initiatives, including career progression, workforce planning, and performance management. Recommending an analytical approach for GreenFriendlyEco seems sensible, specifically the point-factor method, which would help to address current reward concerns, equity disputes, and allow for a transparent pay structure that employees can follow and trust in, to ensure fairness and legal compliance. 

In general, job evaluation offers a platform to address equal pay issues and strive for equitable decision making (GOV.UK, 2014). It also provides a footing for people professionals to advise and guide leaders towards the development of people-centric strategies. Recommending an analytical approach for GreenFriendlyEco seems sensible, to help focus on the current reward concerns whilst ensuring fairness and legal compliance. 
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There are key pieces of legislation that shape and govern reward practices in the UK.  They are designed to protect employees' rights and promote fairness and equality in the workplace. For example, legal frameworks such as National Minimum Wage and Gender Pay Gap will influence principles of equal pay and how organisations structure their pay systems and distribute benefits (CIPD, 2025).  For GreenFriendlyEco, complying with such laws is essential to addressing the workplace culture that may be impacting on high employee turnover thus preventing potential workforce expansion. Failure to comply can lead to significant litigation risk including financial penalties, tribunal claims, and reputational damage (CIPD, 2025h). Two relevant requirements are the Equality Act 2010 and the Employment Rights Act 1996. 

The Equality Act 2010 is a single, enhanced act that consolidated previous anti-discrimination laws; this offers added strength to the approaches for equal pay in the UK (GOV.UK, 2015). The Act sets out that employees have the right to equal pay for equal work, regardless of protected characteristics such as gender, age, race, disability, or sexual orientation (ACAS, 2025a).  

GreenFriendlyEco must comply by ensuring their pay decisions are based on criteria that can be explained and supported (Taylor and Woodhams, 2022b). Earlier mentioned job evaluation systems and regular equal pay audits are fundamental in recognising potential bias (CIPD, 2024a).  Under the Equality Act 2010 (Gender Pay Gap Information) Regulations, employers with 250+ employees must report annual gender pay gap figures to uncover and address inequalities (Taylor and Woodhams, 2022b). GreenFriendlyEco is currently below the threshold, however, with any projected growth it could become subject to gender pay gap reporting in the future. Good practice could see the introduction of annual pay gap analysis now, on a voluntary basis, allowing for early intervention to correct gaps. This would then inform pay and reward policies, lessen the risk of future non-compliance and boost its commitment to equality (CIPD, 2024).

The Employment Rights Act 1996 includes statutory entitlements relating to pay including the right to receive a payslip and notable protection against unlawful deductions. This is key for displaying transparency and protecting employee rights. Failure to provide an accurate payslip could result in a claim to an employment tribunal (ACAS, 2024). 

With this in mind, GreenFriendlyEco must ensure that reward and associated payroll processes are accurate and compliant with employment contracts and legislation. Deductions must be clearly communicated and justified, and all wages must be paid in accordance with the employment contract. This transparency is essential for demonstrating that remuneration complies with the National Minimum Wage Act (GOV.UK, 2026), which requires employers to ensure that any pay calculations including bonuses or deductions do not reduce pay below the lawful minimum. Ensuring full compliance reduces the legal risk of unlawful deduction claims and helps rebuild trust where transparency has been questioned.
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