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The essay being presented here deals with the analysis of 2019 reward issues at British Airways (BA) with the help of a case study.  In the write-up the recent literature is being used to determine the reward related issues being prevalent in the organization and recommendations are being provided to determine how the situation might be resolved to the mutual benefit of all parties.
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Employee rewards are the set of programs created by the company in order to reward the employee performance and motivate them on an individual or the team levels.   These programs are separate from salary but they can be monetary in nature or may have a cost to the company (CIPD, 2020b).
Strategic rewards are designed on the basis of long-term reward policies and practices which help in support and advancement of both the employee aspirations and organizational objectives whereas total reward  caters to all the work related aspects which are valued by employees such as wide pay and benefit packages, flexible work opportunities, training and development opportunities and other job related characteristics. It must be noted here that strategic and total reward are linked by employers many times. For instance, an organization may use traditional methods to determine pay and benefits but adopt the total reward approach in which flexible-working-option can be there like work from home or remote working etc.  It is important for the organization to secure its business objectives through employee reward system (CIPD, 2020b).
Total rewards have far-reaching implications on both the employees and employers, and it has been recognized that the pay is not the sole motivator, it is important to acknowledge both tangible and intangible rewards within the wide-ranging work-related context.  The five components of same include:
human resource strategy.
employee development and career opportunities
organizational culture
Work Life Balance
performance and recognition (CIPD, 2020b).
In order to improve the UK employment system, the Good Work plan has been changed on 6th April 2020. In this plan the ‘Swedish derogation’ a kind of employment contract that offered agency workers some specific amount of pay in between the contracts has been scraped, now when agency workers who will complete 12 weeks in a particular job,  will be entitled to receive same basic pay as the permanent employee working on the same role. This is a kind of reward system change which is done in order to improve the tangible benefits for the agency worker (Good work plan, 2020). 
Now the organizations have shifted their strict regulations to lenient ones in terms of use of social media usage at work-place earlier the use of social media at work-place was considered as a form of distraction but now it is considered as the form of rejuvenation and knowledge accumulation. Ten years ago, the social media was an unnerving and novel platform so most the companies used to block these websites and 75% of companies used to monitor the websites which employees visit. Now only 30% of the organizations monitor their employees and fewer block these sites (Milligan, 2020).  
Earlier health and retirement programs were the most commonly recognized rewards which employees received but now the employees have turned their interest into flexible and individualized benefits. Deloitte and Amazon have worked to include these rewards in their regular reward system. Deloitte has created a CFO Program, which is a personalized reward system which brings the diverse team of Deloitte subject matter specialists and leaders together in order to help CFOs deal efficiently with the growing business-related challenges and demands. The program aims towards strategically aligning the organizational capabilities by helping CFO at every stage of their career so that they can manage the complexities of their roles and deal with the changes being going on in the business environment (CFO INSIGHTS, 2018). The Career Choice program offered by Amazon provided up to 95 percent reimbursement of tuition and fees in order to provide training to their employees in technical fields such nursing, aircraft mechanics and machine tool technologies (Milligan, 2020).
Regular performance feedback and recognition based on them, Flexible working arrangements and remote working facility, introduction of gig-based promotion and advancement, opportunity for personal growth, recognition of achievements on the regular basis, providing  preferred office space or equipment that improves employee efficiency and including employees in decision making are some of the reward systems which are included in the organizations in past 10 years(Milligan, 2020).
At Google the employee reward system is embedded in its culture only, in which the main focus is to provide intrinsic satisfaction to the employees through extrinsic rewards. Creating immemorable experiences is the main idea behind Google reward system, this not only makes the employee to embrace and appreciate the organization but also creates a loyal and trustworthy work-force. The managers are given authority to reward employees who worked efficiently on their projects. A peer to peer bonus program is provided which helps in recognizing the exemplary work of the peers which may not be noticed by the managers (Steiber and Alänge, 2013).
According to Simon Sinek, when an employee recognizes the purpose of job more than the product they create and the process they pick then the rewards attached to them bring interesting results. The leaders play an important role in this process as the employees must be rewarded as per their effort therefore eliminating discrimination, rewarding exceptional performance or just making sure that employees stay with the organization all are included in the reward system (Innecto.com, 2020). 
Daniel Pink recognizes that there are two types of tasks algorithmic and heuristic. An algorithmic task is when you follow a set of instructions down a defined path that leads to a single conclusion on a regular basis. A heuristic task has no instructions or defined path, one must be creative and experiment with possibilities to complete the task. The rewards attached to the algorithmic tasks offer more satisfaction to the employees than those to the heuristic tasks as being monotonous and routine tasks they sometimes demotivate the employees hence attaching reward to it will help the employee to get some motivation and work efficiently (Farnam Street, 2020).
The factors which drive reward include rising competition due to technological and scientific advancement due to globalization, this has made some skills obsolete thus in order to employ the skilled workforce the old and traditional reward systems cannot be used (Colling, 1995). Normally recognition and rewards are given behind the closed doors thus in order to change the pattern the employee voice and two-way communication should be promoted this will not only help the organization to deal with intra-organizational conflicts but will also lead to increased job satisfaction, greater influence and better opportunities for development (CIPD, 2020a). Now people keep on looking for total rewards instead of strategic rewards and want to get meaningful work and growth, thus it can be challenging as employees who do not feel that they are rewarded properly may become demotivated and dissatisfied, which in turn can impact their performance and work quality. It can be concluded here that organizations need to focus on employee psychological inclination and must work towards providing intrinsic motivation to the employees through rewards.
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BA, the owners – If in response to the pay dispute BA increases pay levels then it may lead to many negative consequences. During the time when BA pilots were asking for a pay hike the CEO has got salary hike of ‘by £530,000’ this created disagreement in the company and British Airline Pilots Association (Balpa), went on a 48-hour strike over pay which led to cancellation of 1700 flights from London London’s Heathrow and Gatwick airports for two days and created huge amount of financial loss for the company(Metro.co.uk, 2020). It is suggested here that BA needs to put in place the proper reward management which coincides with its business strategy. During current global business environment when economic, political and industrial environment is not favourable for the industry, the owner of British Airways has filed an official complaint to the European commission about the bailout of the regional airline Flybe because it may lead to decrease in investment opportunities for the future and government fund may get drained out (Topham, 2020) . The increase in salary will leave a less budget for the company to deal with external threats as during the time of pandemic like Covid 19, flights are cancelled, the size of the planes changing the size of planes used on routes, employees are being removed from the jobs thus company will not have the funds to deal with the issue(Makortoff and Topham, 2020) . If pays will be increased then differential amount would be taken from the customers as well as shareholders thus it will lead to price hike in services which can lead to loss in customers and the profit for the shareholders will also be hindered.
Employees – According to Maslow’s hierarchy of needs the loss of monetary rewards affect the basic need of the employees i.e. psychological needs , which creates demotivation and loss of morale among the employees (Fallatah and Syed, 2017), on the other hand Adam’s equity theory states that if an employee doesn’t get paid or rewarded in balance to the effort he/she puts in then it affects his motivational level hence his performance (Ryan, 2016) .
Dan Pink’s Ted Talk talks about offering rewards to the employees when the algorithmic tasks are assigned to the employees (Farnam Street, 2020). Thus, inefficient reward implementation can result in the loss of talented and skilled BP pilots to the competitor airlines.
The Trade union(s) – If the Union i.e. BALPA fails to deliver the desired pay rewards to the pilots then it may decrease the rate of union membership. The case reveals that BA follows pluralist approach of employment relations. In the organization the employee-employer relationship is based upon collective bargaining as different interests within sub-groups are recognized which cause conflict, mainly between the management and trade union. At BP it has been revealed that the pay package the CEO has got a hike of £530,000’ which is 50% of his last year’s salary hike while pilots only receive 11.5% of salary hike, this in turn led the pilots to demand above inflation salary increment and profit sharing as they agreed to pay cuts when the organization was going through the financial crisis; thus when the company has recovered they want their due share from the profits(Metro.co.uk, 2020). This created the situation in which pilots went on strike. In contrast to unitarist approach, pluralism recognise the importance of conflict and negotiation within the organization (Tran, 2020). This approach has adversely affected BA which lead to frequent strikes and financial losses for the company where as trade union being not able to provide desired results to the members may in turn suffer loss of membership (Grugulis and Wilkinson, 2002).
Customers – If the pay packages of Pilots are increased, then it will have a repel effect on the customers as well as on the stakeholders. In order to balance the hike, the company will have to increase the prices of the services it offers hence customers will be affected as they will have to pay more. Whereas if the pay packages are not revised then the demotivated staff may provide low quality services, overall image and reputation of BA can be negatively affected whereas the mis-management may cause disruption in flight movement and travel arrangements throughout the course of dispute.
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It is recommended that organization must conduct an internal as well as external pay audit and then decide whether what Pilots are asking is there legal demand or not (Barkley Grey, 2019).  The external pay audit must be conducted in order to determine whether pilots are getting their due diligence or not and also to determine whether company is paying them in accordance with industry norms or not (Hope and Mühlemann, 1998). The internal pay audit will compare the employee positions, education, experience, length of service in the organization along with their total pay (Barkley Grey, 2019).  When these factors will be compared then it could be easily verified and communicated to the union that the raise review process is fair or not. It is also recommended that standard compensation comparison process being prevalent in the industry must be applied so that any kind of bias during the pay audit can be avoided.
While deciding upon increasing or not increasing the pay of the employee it is recommended that employee’s value for the organization must be considered (Barkley Grey, 2019). In case of BA when Pilots went on strike it led to huge financial as well as reputation loss for them therefore it is recommended that “value of employee” for the organization must be properly calculated before making any decision. There is a major possibility that if the organization denies legitimate demand of the employees then it can result in large number of employee turnover. The historical data of the employee can be considered by calculating the amount of money he/she brings to the business directly or indirectly (Barkley Grey, 2019). The non-monetary value of the employees must also be considered which includes innovation, commitment, loyalty, trustworthiness, commitment towards attaining organizational objectives or capacity to provide exceptional customer service.
It is recommended for BA to strategically think about the resources, time and money that would be invested in order to replace the employee. The length of the hiring process, the cost of recruitment process and the training costs. 
It is recommended that pay raise alternatives must be considered. With the changing global business environment, the face of reward and recognition is also changing thus other pay raise alternatives, like a “bonus, more paid time off, or flexible scheduling” can be offered to the employees (Barkley Grey, 2019). Now a day’s large number of employers consider paying non-financial benefits over pay raises in the form of paid leaves etc. It must be noted here that paying one-time bonus may cost the organization more upfront, but it can save the finances of the organization in the long run.  The employee’s raise request can also be appeased by proposing that they will get 20% more paid days off from work. Large number of employees now a days want a job that helps them in maintaining work-life balance thus they would consider choosing a job with more vacation time over a higher paid position. Flexible scheduling can be offered to the pilots which offers the employees to decide upon their work hours. 
In the end it is recommended that BA must calculate an appropriate raise so that the final decision can be made.  The employees may come up with the figure they want but it is the responsibility of the employer to gauge is it too high or too low. 
The flat raise can be given to the employees in the flat raise the additional money that is provided to the employee is added in their annual salary. For example, if you’re going to give an employee who earns $8,000 a $3,00 raise, their new pay would be $83,00. Also, the percentage raise can be offered to the employees which takes into consideration the cost of living adjustment and average salary of the job being considered.
After carefully considering the above-mentioned options the final recommendation is that BA must consider the pay hike request of the pilots by offering them a phased pay increase over a period of time, by considering the above-mentioned factors carefully.
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It can be concluded in the end that all the contemporary business organizations need to understand the concept of rewards and rewards management so that the situations like British Airways do not take place. The concept of reward has changes drastically in the past ten years as now employees want more intrinsic rewards than that of extrinsic rewards. Therefore, it is recommended that BA must consider the pay hike request of the pilots by offering them a phased pay increase over a period of time through proper internal as well as external pay audit,
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