
Total Rewards 

 Tutorial 5 – Workbook 5 

 

What do you think having Total Rewards are important?  

 Employers today are acknowledging the increasingly important role of 

remuneration to achieve their business goals in terms of enabling 

organisation to deliver the right amount of rewards, to the right people, at 

the right time, for the right reason.  

 Employers are also realising that rather than replicating the remuneration 

practices of other companies, their remuneration strategy must be 

deliberately created to support its own unique human capital strategy – that 

is, the “people” side of the business.  

 By recognising that basic pay is not the only motivator, and acknowledging 

the importance of not only tangible but also intangible rewards within the 

wider context of the work experience, total rewards have wide-reaching 

implications for employers and employees alike.  

 Total rewards are potentially very powerful in assisting employers to align 

their HR and a business strategy with employee needs in order to improve 

performance. 

 “Total rewards” is the term that has been adopted to describe a reward 

strategy that brings additional components such as learning and 

development, together with aspects of the working environment, into the 

benefits package. It goes beyond standard remuneration by embracing the 

organisational culture, and is aimed at giving all employees a voice in the 

operation, with the employer in return receiving an engaged employee 

performance. 

 Total rewards offer employers the opportunity to differentiate and create a 

cultural brand, and hence competitive advantage, which is hard to replicate. 

Over the years there has been compelling evidence showing that the best 

way to attract, engage and retain employees is to focus on total rewards, not 

just pay and benefits (WorldatWork 2007). 

 The prescribed textbook says that remuneration is not just the payslip that 

an employee receives – but it is a holistic approach.  

 Total rewards are made up as follows:  
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 Make sure that you go to your Prescribed book and study all of section 1.5 

So now we know that Total Rewards are made up of different components, 

they are Financial Rewards and Non-Financial Rewards.   

How would you define Total Rewards after explaining to someone the 

importance of Total Rewards?  

 Total rewards can be defined as the monetary and non-monetary return 

provided to employees in exchange for their time, talents, eff orts and 

results. It involves the integration of compensation, benefits, work-life, 

performance and recognition and development and career opportunities to 

attract, motivate, and retain the talent required to achieve desired business 

results. 

 The concept of total rewards therefore combines what is referred to as 

“transactional rewards” (tangible rewards, including pay and benefits) and 

“relational rewards” (intangible rewards such as learning and development, 

recognition and status, and challenging work) (Bussin 2011:4). 

  A total rewards approach is holistic as reliance is not placed on one or two 

reward mechanisms operating in isolation.  

 The aim is to maximise the combined impact that a wide range of reward 

initiatives is likely to have on motivation, commitment and job engagement.  

 Total rewards can thus be explained as embracing everything that employees 

value in the employment relationship.  

 Total rewards encompass pay and benefits (generally in the form of a flexible 

benefits scheme), the working environment, and career and personal 

development. Other examples may include: 

o  flexible benefits  

o access to professional and career development  

o a challenging role at work, freedom and autonomy at work 

o opportunity for personal growth, recognition of achievements  

o preferred office space  

o flexible working hours  

o home or tele-working 

Now you should know that Total Rewards are made up of Financial and Non-

Financial Rewards. It can be monetary or non-monetary. It can be transactional or 

relational rewards. Be prepared to be able to explain each of these and provide 

examples from case studies if asked.  

 



If you have to convince someone to make use of Total Rewards you can 

explain to them the advantages and the importance and define the Total 

Rewards. There are several advantages to total rewards, they are:  

1. enhanced reputation  

2. increased flexibility  

3. improved recruitment and retention  

4. reduced labour costs/cost turnover  

5. heightened visibility in a tight labour market  

6. enhance profitability  

Be prepared to be able to list these and explain them, and if asked to substantiate 

your answer from a case study to provide example from the case study.  

Cool, so far we have talked about the importance of total rewards, defining 

total rewards, the components of total rewards which are transactional or 

relational rewards which means is either financial or non-financial and the 

benefits. So how would one implement all of this into the business? You 

will need a total rewards strategy.  

What is the purpose of a total reward strategy? What do we want it to 

achieve in the organisation?  

1. Reinforce the core mission  

2. Define the key elements  

3. Provide sufficient clarity  

4. And finally answer why we want to implement a reward strategy. 

What are the key elements that are required to go with the total reward 

strategy?  

Developing a reward strategy that meets the requirements mentioned above is a 

real challenge for many organisations. An organisation’s culture is not shaped by its 

stated values and communication, but by what and whose actions are encouraged, 

rewarded and punished. A reward strategy translates an organisation’s strategy and 

core values into policies, programmes and practices that directly influence the 

performance of people. The reward strategy statement thus needs to include the 

following elements:  

1. Established the context  

2. Provide a unifying statement of philosophy  

3. Express the importance of these programmes  

4. Define the primary programmes and their basic purpose of focus 

5. Identify the primary drivers of these programmes  



 

Great, we know now the main objectives, you will need to go back to workbook 5 

and add to these 4 objectives more clarifications for more marks if you get 

questioned on these.  

We have established that a total reward strategy will assist anyone to 

implement total rewards which are either monetary or non-monetary. 

What can we do to ensure that we pick the right total reward strategy as 

the right strategy is fundamental to the success of the integration of total 

rewards into the company?  

 

The four above blocks are described in detail in your Workbook 5. Make sure that 

you are able to list these 4 areas and discuss them in detail.  

At this stage in the process we have picked the right strategy to integrate 

our total rewards into the organisation based on the criteria in the above 

question. We also know that great policies drive the strategy so we will 

need to create specific reward policies and programmes to achieve the 

requirements. These different reward policies and programmes can be 

categorized according to different dimensions that speak to a specific 

function. There are different reward programmes that are:  

 Available to almost everyone because they are employed by the organisation 

(or for a specific level or group within the organisation). These programmes 

provide a foundation for the employment relationship.  

 Based on performance or meeting other requirements of individuals or 

groups to which they belong. In these types of programme not everyone 

receives these rewards, and the amount depends on many factors related to 

the design of the specifications of the particular policy or programme.  

 Clearly remuneration-based (e.g. salaries, variable cash remuneration, equity 

based plans, etc.)  

 Meet the personal needs of individuals (e.g. employee benefits, services, 

recognition award programmes, promotions, career opportunities, training 

and development, etc.) 
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There is a table in your workbook 5 in section 5.6.4 – make sure that you 

understand that there’s “foundation programmes” and “performance rewards” and 

for each of these programmes there are different “total remuneration” and 

“workplace opportunities”. Go study this table.  

Developing a Total Reward Strategy involves four steps.  

Step 1: Assess total reward implications  

Think about any organisation’s past, present and its future. What factors in its 

business environment have contributed to the organisation’s success? Which of 

these factors are likely to become more (or less) important as the organisation 

looks ahead? Figure 5.2 in workbook 5 classifies the factors as competitive 

dynamics. They are:  

 Business strategy and competitive dynamics – understand the business  

 HR Strategy  

 Culture /Values 

 Social and political context  

 Employee needs 

 Union needs  

Go back to Workbook 5 and supplement these with more information so that if you 

get asked this question that you have all the information to be able to explain what 

you mean by listing these factors  

Step 2: Map a total reward strategy  

A remuneration strategy is made up of the following elements:  

 objectives,  

 alignment,  

 competitiveness and  

 Contributions.  

Mapping these decisions is Step 2 in developing a total rewards strategy. Mapping 

is often used in marketing to clarify and communicate a product’s identity. A 

strategic map offers a picture of an organisation’s total rewards strategy. It can 

also clarify the message as to what an organisation is trying to deliver with its 

remuneration system. Go back to Workbook 5 and supplement these with more 

information so that if you get asked this question that you have all the information 

to be able to explain what you mean by listing these elements.  

Step 3: Implement strategy  



Step 3 in figure 5.2 in your workbook 5, involves implementing the strategy 

through the design and execution of the remuneration system. The remuneration 

system translates strategy into practice and into people’s bank accounts 

Step 4: Reassess  

Step 4 – reassess and realign – closes the loop. This step recognises that the total 

rewards strategy must change to fi t changing conditions. Thus, periodic 

reassessment is needed to continuously learn, adapt and improve. The results from 

using the pay system need to be assessed against the objectives the organisation is 

trying to achieve.  

Conclusion to designing a reward strategy 

The total rewards strategy needs to underpin the business strategy. It is important 

to note that there is no such thing as the “best” total rewards strategy, only the 

one that best drives the business strategy. Therefore it is important to first assess 

the organisation’s business strategy and determine whether or not the total 

rewards strategy can be easily linked to the business strategy. 


