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Summary
The aim of this report is to analyze the main reward problems faced by employer, employees, trade unions and customers, and then provide some recommendations to prevent these problems in the future. 

The main findings of this report are that there are some challenges for the employee reward as sometimes the employees do not understand about the reward procedure, and sometimes there is no connection between reward and business. Besides, employers, employees, trade unions and customers face a number of reward problems including unfair allocation of rewards and a big reward gap between jobs. In order to prevent disputes happening in the future and improve the employee reward, the most suitable approach is to provide more flexible working and development chances as staff can have more work freedom, more intrinsic motivation and more spiritual encouragement, rather than only financial reward. In addition, displaying the success of an employee on the notice board, providing certificate for good performance is also a practical recommendation. 
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1. [bookmark: _Toc38944967]Introduction
The first objective of this report is to use recent literature to clarify the significance of employee reward strategies. The second objective of this report is to use suitable academic models to critically evaluate the reward problems experienced, particularly reward operation issues. It involves the point of view of British Airlines, employees, the trade unions and the customers. Thirdly, this report will offer a number of related recommendations for how the step might be undertook to the mutual benefit of all parties, which could avoid dispute happening in the future. 

Employment reward systems are established to reward performance and inspire staff. They are commonly regarded to be different from wages but are more likely to be financial or have a cost to the organization. Generally speaking, employee credit programs are merged with reward programs, however, they hold a different aim by offering a mental bonus (Cindy, 2013). 

[bookmark: _Hlk36694991]Nowadays, with the changes of global markets and technological development, job security has been a main focus for the staff. The increased pressure has an adverse impact on their faithfulness in the organization. Therefore, the Human Resource professionals are being confronted with the challenges including low output, declined staff maintenance rates and decreased attendance rates in the workplace. In order to deal with these difficulties, a suitable strategic employee reward institution that can resolve the problems of compensation, recognition and benefits is required (Idexcel Technologies, 2020). 

[bookmark: _Toc38944968]

2. The importance of employee reward strategies
[bookmark: _Toc38944969]2.1 The definition of employment reward
Reward generally involves all monetary requirements made to staff, including cash pay and the broader benefits package such as pension and paid leave. It can also consist of broader requirements for staff, with the word ‘total reward’ involving non pay benefits. The pay is often divided into two types: immobile pay and total earnings (Rose, 2018). For the total reward, it involves all terms of work that are treasured by staff, consisting of essentials such as progress chances or flexible job opportunities (Brown, 2014). 

[bookmark: _Hlk36782304]There are five components in the total reward including performance and appreciation, organizational culture, corporate strategy and flexible benefits. These components are always managed in separation. According to the total reward strategy, all parts of the working experience are authorized, compensation and non-monetary rewards are provided (Armstrong, 2019). A large-scale method that motivates business change should be required in the process of scheming and carrying out a total reward strategy. There are four important stages in carrying out a total reward strategy including assessment, design, perform and appraisal (Robert, 2019). Bersin thought that highly valued rewards are more likely to become competitive differentiators that make a worker more outstanding (Miller, 2018). 

[bookmark: _Toc38944970]2.2 The changes of the concept of reward in the last decade
With the globalization and technological progress in the last decade, the concept of reward has been changing. In UK, a refreshed concept of reward would take consideration into the intense employment markets and new generations of staff with different priorities and ambitious. Flexibility in benefits rules enables staff to tailor what they want their specific demands and preferences. The greater the degree of benefits provided, the greater the need to sum together the content into a total reward statement. This can enable the employers to convey the whole value of the overall package on offer (Robinson, 2016). 
[bookmark: _Toc38944971]2.3 Different academic and business leader perspectives on employee reward  
[bookmark: _Hlk36872300][bookmark: _Hlk37003337]There are different perspectives on employee reward from academic and business leader. From Dan Pink’s perspective, it involves the connection between salary and performance and concludes that rising compensation is not the only factor resulting in improving output. Instead of concentrating on money, Pink argues that people need to search the inherent motivation (Pink, 2017). The first thing people need is independence, which means that staff need more freedom to accomplish their goals in their own methods. The second thing employees need is proficiency, which could be enhanced by regular face-to-face feedback and check. The third thing employees need is purpose. Workers need to have a sense of becoming an essential part of unified and well-organized team (Hearn, 2017). From Sinek’s standpoint, excellent leaders motivate their employees by putting the drive before the procedure, or the item. This is a perception which can be used to reward with interesting outcomes. The reason of reward is to ensure that people obtain the salary they deserve for the work they do. It will be employee perception that ultimately determines how valuable the reward is. Reward strategies need to be free from discrimination (Sinek, 2018). 

[bookmark: _Toc38944972]2.4 The factors and challenges of employee reward
[bookmark: _Hlk38340422]A number of factors can drive employee reward. The first factor is an effective communication ability. The employee engagement will be improved as the managers and workers can communicate effectively. Perfectly, staff need to understand the methods of making choices about reward, and the time about salary rises (Gennard, 2014). The second factor is taking more vibrant method such as offering non-monetary rewards as only relying on compensation cannot always attract and retain employees. Thirdly, asking staff for performance feedback can motivate the employees’ reward. In order to understand more clearly about the motivation of the employees, a staff satisfaction investigation can be considered. In addition, an excellent manager is also an indispensable drive of the employee reward as a manager can offer important guidelines for employees (Herzberg, 2018). 
[bookmark: _Hlk37216649][bookmark: _Hlk37216876]However, there are a number of challenges about employee reward. Firstly, sometimes the staff may not understand the procedure which is behind the schedule and design of the reward routine very clearly (Severin, 2013). Therefore, sometimes, human resource may not clarify the value of bonus to its interior clients. Secondly, the reward may have no connection with the organization’s business. Generally speaking, Human Resource always work in isolation, and sometimes not consistent with the organization’s mission or its company policies (Bjerndell, 2013). 

[bookmark: _Toc38944973]3. The reward problems experienced
[bookmark: _Toc38944974]3.1 British Airway and the owners
[bookmark: _Hlk37381855]From the point of view of related parts, including employer, employee, the trade union and customer, there are some reward problems. For the British Airway (BA), the principal administrative has been criticized for rising his remuneration ‘by £500,000’ while asking flyers to return to the negotiating table after beginning a two-day strike over pay. The organization says it has provided a salary increase of 11.0% over four years, which made the salary of some chiefs exceed £210,000. However, British Airway Pilots Association stated that pilots should be rewarded with higher pay packages, due to the recent earnings that BA has made (Mahmood, 2019). According to the psychological contract, BA staff felt the take and give between employees and employers was out of balance. The company decided to reduce benefits when the business was struggling, and when the business did well, they felt the business did not pass that better fortune on to the workforce (CIPD, 2014). Obviously, there is unfair problem in the employee reward for BA, which may cause employees lose confidence in BA as an employer. 

[bookmark: _Toc38944975]3.2 Problems of employees
The introduction of pension plans can meet the security needs of BA pilots. In order to meet the physiological need, BA offered its staff with appropriate working conditions and paid them well based on their performance (Louise, 2014). 

[bookmark: _Hlk37607531]According to the theory of Adams Equity, there are two major principles. First of all, there should be a balance between work effort and work remuneration. Second, employees should be treated equally compared with their coworkers. As they believed pilots in other airlines were being paid more competitive salaries, they felt inequality (Richard, 2013). According to this theory, there are some bad impact of inequality. It tends to cause the employees’ discontent, and consequently cause the low efficiency and low work quality (Gligorea, 2015). 

[bookmark: _Toc38944976]3.3 The Trade Unions
In terms of reward inequality, the inequality gap between the jobs which have the highest salary and the large proportion of the workforce is increasing over the past thirty years. There is also an inequality phenomenon of CEOs getting millions of rewards while staff are on the lowest wage (CIPD, 2014). There are some debates about this increased inequality due to the increase in unitarian, the decline in pluralism and the decrease in Trade Union Membership. 

On the issue of reward inequality, it has some positive aspects. Some people perceived that it is natural as the people who are smarter and have more talent deserve higher rewards. As a result, inequality can make society work better. The commitment of large rewards motivates people to innovate, invest and take risks, which can accelerate economic development and can benefit everyone as wealth flows to the poor. However, increasing inequality has a negative impact on a country’s overall wealth and wellbeing. When people are left behind in poverty, they have worse health, are less educated, become less productive and have less money to spend (Gerhart, 2013). 

Appropriate reward gaps are reasonable, but excessive gaps are not acceptable. The function of the trade union is to protect and advance the interests of its members in the workplace. The trade union should take steps to reduce the inequality of rewards and ensure the fairness of rewards. Otherwise, failing to deliver the desired pay award could cause a drop in membership. 

[bookmark: _Toc38944977]3.4 Customers
Ryanair has increased its prices after the breakdown of travel company Thomas Cook, according to holidaymakers. As furious passengers hope to rebook their cancelled holidays, Twitter users have slammed the Irish airline for allegedly bumping up the cost of its flights. Customers claimed prices were rising in the wake of the public economic failure and have accused the discount flight provider (Godfrey, 2019). The above example illustrated that price hikes might result in disgruntled customers, who may lose confidence to the company. 

If BA gives the pay award to staffs including pilots, the motivated staffs may provide good service for customers, which may consequently result in an increase in customers. If BA did not give the desired pay award, the quality of service may drop as the talented staffs may be demotivated, as a consequence, the reputation of BA will be damaged.
[bookmark: _Toc38944978]4. Appropriate recommendations for preventing conflict happening
[bookmark: _Toc38944979]4.1 The benefits and drawbacks of rejecting the desired pay rise
There are a number of reasonable points of refusing the desired pay increase. Sometimes, rejecting the desired salary rise is considered as a wise conduct in certain situations (Lisa, 2019). If a salary rise makes them exceed the income doorsill for the benefits, therefore, their benefits will be declined and be lost. Besides, the reward provided may be too low, which may be regarded as impertinent. Another case may cover a contract which people need to undertake more responsibilities instead of wages worth rising. (Sara, 2018). 

[bookmark: _Hlk37694661]However, there are a number of drawbacks of rejecting the desired pay rise. First of all, appropriate salary increase has an incentive effect on employees and improves work efficiency and loyalty. If employees refuse a pay rise, they may become demotivated at work, therefore they may lose confidence at their work and the work efficiency may be declined. In addition, employees may lose a sense of honor in their workplaces when rejecting the desired salary rise (Miller, 2016). 

[bookmark: _Toc38944980]4.2 Advantages and disadvantages of a phased pay increase over time
[bookmark: _Hlk37870690]In order to end pay dispute, BA reaches contract with pilots’ union. British Airway Pilots Association claimed that the negotiation has reached a new pay and situations proposal. BA has consented to add an inflation protection provision to its former pay offer of an 11.5% increase over three years according to the Monetary Times. It was reported that the airline also provided enhancements to working positions and flight reward (Searles, 2019). 

[bookmark: _Hlk37896574]A phased pay increase over time can bring a series of benefits. First of all, it can ensure an annual increase of employee rewards, and thus improve cohesion, morale and loyalty. In addition, it can reduce the expense of handling with employees’ turnover. A full-time marketable flight training course completed at a European flight school will cost up of £80,000 to around £120,000. For the part time training, it will start at around £40,000 to £60,000 (Kristine, 2017). However, there are a number of disadvantages of incremental pay increase (Wiggins, 2013). Firstly, as an incremental pay rise did not take personal performance into consideration, it can not act as a significant role for inspiring staff. Some staff may regard the incremental pay rise as injustice as even poor employees can still get pay rise, which may act as an inhibitor (Wiggins, 2013). In addition, if an employer wants to give up automatic increases in the future, the manager should expect some resentment from individuals who have come to depend on and expect frequent raises (Gennard, 2014). 

[bookmark: _Toc38944981]4.3 Advantages of providing non-financial benefits
According to a research, non-financial rewards were regarded as more influential motivators than financial incentives. Non-financial incentives are divided into four parts including recognition, reward, chances, and flexibility. For example, the employers can provide small gifts such as free fruits or gift cards which employers do not need to spend too much money in order to show staff how much they mean (Bussin, 2018). 

There are several benefits of flexible working for employees. Flexible working plays an essential part in creating equality to the workplace. The people who are disable and have caring duties are unable to work normal hours, as a result, they need to choose part time jobs or remote work. As increasing number of employers start to see the opportunities linked to flexible working, people can both enhance multiplicity and inclusion and also can end the ability shortages. In addition, a flexible working can enable employees to have more freedom to work in an environment that is beneficial to rising productivity (Jones, 2017). 

For offering the development opportunities, there are also several benefits. Firstly, it can improve job satisfaction and drive among staff. Secondly, it can increase employees’ motivation. Thirdly, it can increase innovation in strategies and reduce the staff’s turnover (CIPD, 2018).  

[bookmark: _Toc38944982]4.4 The most appropriate method and justification
[bookmark: _Hlk39162484]Among the three methods abovementioned, the most appropriate method is to offer non-monetary benefits. There are a number of justifications. Above all, rejecting the desired pay rise is absolutely impossible to consider as employees can not be motivated at work and can not have enough confidence. Secondly, an incremental pay rise did not consider the individual performance and cannot have an important influence on staff. For the method of offering more flexible working, employees can have sufficient freedom and motivation in a workplace (Raghda, 2019). Offering staff more responsibility and helping them obtain new skills which can benefit them is also a good method. In addition, the company can consider the employee recognition program such as presenting the accomplishment of a staff on the notice board, offering certificate for good performance. 


[bookmark: _Toc38944983]




5. Conclusion
In a whole, the main purpose of employee reward is to attract, retain and motivate employees and improve both employee and organisational performance. There are some challenges about employee reward, including the employees’ lack of understanding about the reward strategies and process, and no link between the reward and the organization’s business. There exist main problems of unfair distribution of rewards and an unavoiding interest gap among BA, employees, customers and trade unions. In order to improve the employee reward, the most appropriate method is to provide the non-financial benefits such as more flexible working and development opportunities. Employees need not only monetarily rewards, but also more internal motivation and working freedom. 

[bookmark: _Toc38944984]

6. References
Bjerndell, E. (2013) “The challenges of designing and using reward systems in small professional service firms”, Oxford: Oxford University

BROWN, D. (2014) “The future of reward management: from total reward strategies to smart rewards.” Compensation and Benefits Review. Vol 46, No 3, pp147-151.

Bussin, M. (2015) “Attractiveness of non-financial rewards for prospective knowledge workers an experimental investigation”, Employee Relations, 37(3):274-295

Cindy, V. (2013) "Make Their Day! Employee Recognition That Works." Berrett-Koehler Publishers. 13(3) p23

CIPD (2014) “CEO pay”, Oxford: Oxford University

CIPD (2018) “Corporate governance: executive pay”, London: CIPD

Gerhart, B. (2013) “Reward Chapter”, London: Routledge

Gennard, J. (2014) “employment relationships”, London: CIPD

Gligorea, R. (2015) “Equity and its impact on employee motivation”, [online] Available at<https://www.performancemagazine.org/equity-and-its-impact-on-employee-motivation/> Access [11th April, 2020]

Godfrey, K. (2019) “Ryanair TRIPLE their prices after Thomas Cook collapse as ‘greedy’ airlines and travel firms are STILL ripping off customers”, [online] Available at< https://www.thesun.co.uk/travel/9992365/ryanair-thomas-cook-airlines-price-hike-triple/> Access [24th April, 2020]

Hearn, S. (2017) “6 Motivational TED Talks for Managers and Business Leaders”, [online] Available at< https://www.clearreview.com/6-employee-performance-management-ted-talks/> Access[3rd March, 2020] 

Herzberg, K. W. (2018) “Concept of reward management, reward system and corporate efficiency”, International Journal of Economics, Commerce and Management, 10(2), pp7

Idexcel Technologies (2020) “Employee reward system,” [online] Available at< https://www.idexcel.com/blog/tag/employee-reward-system/> Access [1st April, 2020] 

Jones, K. (2017) “The Most Desirable Employee Benefits”, [online] Available at<https://hbr.org/2017/02/the-most-desirable-employee-benefits?referral=00060> Access [27th April, 2020] 

Kristine, M. (2017) “Calculating the Cost of Pilot Turnover”, National Training Aircraft Symposium, 20(3) p17

Louise J. (2014). “Evaluating the applicability of Maslow's theory of motivation to ancillary staff.” Doctoral, Sheffield Hallam University. 

Lisa, D. (2019) “Show me the money! The behavioural science of reward”, London: CIPD

Mahmood, B. (2019) “BA Chief Exec Officer slammed for pay awards”, [online] Available at< https://metro.co.uk/2019/09/09/ba-chief-exec-slammed-taking-530000-pay-rise-cutting-pilot-salaries-10712855/> Access [9th April, 2020]

Miller, B. (2016) “Automatic Pay Increase Pros and Cons”, [online] Available at< https://hrdailyadvisor.blr.com/2016/05/24/automatic-pay-increase-pros-and-cons/> Access [12th April, 2020] 

Miller, S. (2018) “How Total Rewards Can Drive Performance Management Success”, [online] Available at<https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/total-rewards-can-drive-performance-management.aspx> Access [2nd April, 2020] 

Pink, D. (2017) “Drive: The surprising truth about what motivates us”, Boston, MA: Harvard Business School Press. 

Raghda, B. (2019) “Benefits of Flexible Working For Employers”, [online] Available at< https://croner.co.uk/resources/business-advice/benefits-of-flexible-working/> Access[30th April, 2020] 

Richard C. (2013) “A New Perspective on Equity Theory”, The Academy of Management Review, Vol. 12, No. 2, pp. 222-234

Robert, L. (2019) “Implementing Total Rewards Strategies”, SHRM Foundation’s Effective Practice Guidelines Series, 23(3), pp12

Robinson, D. (2016) “Changes in Remuneration and Reward Systems”, International Publications, Vol. 14, No. 1, pp. 104–122. 

ROSE, M. (2018) “Reward management: a practical introduction.” 2nd ed. HR Fundamentals. London: CIPD and Kogan Page. 

Sara L. (2018) “the importance of pay in employee motivation: discrepancies between what people say and what they do”, Vol. 43, No. 4, pp381 

Searles, M. (2019) “British Airways reaches agreement with pilots' union to end pay dispute”, [online] Available at< https://www.cityam.com/british-airways-reach-agreement-with-pilots-union-to-end-pay-dispute/> Access[14th April, 2020] 

Severin, P. (2013) “The challenges of designing and using reward systems in small professional service firms”, Oxford: Oxford University

Sinek, S. (2018) “How Simon Sinek's Start with Why can inspire your reward strategy”, [online] Available at< https://www.innecto.com/resources/insights/How_Simon_Sineks_Start_With_Why_can_inspire_your_reward_strategy> Access [3rd March, 2020]

Wiggins, L. (2013) “Pay progression in the public sector”, Incomes Data Services, 23(4) pp27
2

