
 

 

We were commissioned by an internal Government agency to conduct a review of its reward and 

performance management arrangements, with the aim of developing a reward strategy and 

arrangements suited to the developing needs of the organisation.  

 

The need:  

The agency carries out a diverse range of activities and therefore employs a diverse range of 

specialist staff, including specialisms which are in limited supply in the external market.  

Against this background, they were seeking support in developing new robust and fair systems for 

making decisions around pay, assessing performance, and rewarding good/high performance.  It 

was expected that this could include: 

 

➢ Clearly defined and fair pay progression principles 

➢ Review of the use of allowances and temporary promotions to ensure these were appropriate 

to the needs of the agency and were consistently and equitably applied 

➢ The introduction of appropriate performance related pay arrangements linked to effective 

performance management  

➢ A general shift from focussing primarily on the achievement of task-based objectives towards 

broader consideration of generic key results areas, role profiles and behaviours.  

 

Considerations included: 

➢ The needs for transparency and fairness in pay decisions 

➢ Affordability in both the immediate and the longer term, given funding limitations 

➢ Appropriate alignment with the needs and structure of the organisation and with relevant Civil 

Service and public sector pay structures to ensure overall competitiveness 

➢ Compliance with relevant equalities legislation and good practice 

➢ Suitable support for managers to increase their competence in performance management.  

 

To achieve this we delivered: 

➢ We initially worked closely with senior stakeholders inside and outside the organisation to 

identify its current and projected needs in a rapidly changing environment.  

➢ We then consulted extensively with management, staff and trade unions, using interviews and 

focus groups to explore the perceived strengths and weaknesses of current arrangements 

➢ We developed a sophisticated pay model, designed to enable the organisation both to evaluate 

the existing pay arrangements and to model the costs, benefits and implications for staff of a 

range of potential reward options 

➢ We identified a number of shortcomings with current arrangements including potential equal 

value issues and an overall lack of opportunities for pay progression 
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➢ We modelled a series of options for change, enabling the organisation to understand the cost 

and practical implications of potential changes over a project five year period, working closely 

with internal management to support the resulting changes 

➢ Finally, we identified the preferred options in conjunction with internal management and 

provided support on implementation.  
 

Outcomes:  

The agency reviewed the range of options presented, including assessing the potential implications 

on staff of some of the more radical options for change. Following consultation facilitated by 

Develop Global, they implemented a range of recommendations to improve the quality of their 

reward strategy and practice. We left the client with a working pay model which they could use to 

evaluate further changes as required, and we have provided further continuing support in 

addressing specific pay issues.      


