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• Key issue:  
– how to manage compensation in times when Agencies 

downsize and restructure & 
– how to evolve from traditional step increase 

compensation policy and schemes to individualized 
pay. 

• Bottom line: 
    in the context of  the need for government to do more 

and better with less employee commitment is a core 
consideration.   

• Broad total compensation programmes are a key 
component of strategic HRM 
 



Rationale & limits 

• “To achieve better value from pay and reward schemes – 
in any sector – employers have to constantly examine 
whether the way they reward and recognise their 
employees actually helps them achieve what they need to 
achieve. If it doesn’t, then changes have to be made to 
ensure the organisation operates effectively and 

employees are fully satisfied and engaged. “  (CIPD (Chartered 

Institute of Personnel and Development), 2010) 

 

• In other terms, whether one favours PRP or traditional basic 
pay on the basis of step increases, they have to be linked to 
performance management and performance 
appraisal.  

 



Country models 

• The structure of each country’s 
programme is clearly rooted in a unique 
country-specific history.  

• There are common issues but the 
structures and administrative mechanisms 
and techniques can be quite different and 
there are quite some basic formats who 
can be defined in almost endless 
variations.  



Country models (2) 

• Tendencies: 
– individualization and market compliance of 

remuneration 

– pay for performance 

– local pay setting 

– dialogue between the manager  & subordinate 

• Rationale : 
– agency’s improved ability to recruit & retain staff 

with adequate skills 

– best tool to motivate, develop & engage staff 

– fact that’s what generation Y expects (...)  

 

 



Country models (3) 

• Observations: 
– schemes : technical and complicated.  
– no single “textbook” answer or approach 
– a mix of grade increases, step increases and performance 

based increases 
– PRP may not be the right answer for all civil servants in 

every function and situation 

• Questions: 
– Culture: ready? 
– criteria : transparent, equitable, consistent fair and 

motivating, non-discriminating ?  
– Should decent basic pay not be enough motivator for doing 

the job right? 
– Stable basic pay  & incremental pay scheme: advantage of 

predictability, leads to stability in expectations and 
consumer behaviour and even labour social peace --- PRP? 

 
 
 



Conclusions 

When endeavoring a compensation reform: 
 
• Define the permissible increase so employees know 

what they can expect.  
• Communicate the organization’s compensation 

philosophy, especially when there is a change in policy.  
• The transition to performance-related pay should be 

managed as organizational change. 
• There is perhaps no more difficult change initiative 

for a public employer.  
• Experience also shows the reason these initiatives 

sometimes fail is that managers are not fully 
committed to performance management  
 


