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9 FOREWORD

Foreword 

In my career, I have had the privilege of witnessing the power of clarity when it comes to shaping the success 
and alignment of organisations. The questions of why we are here, what we do and how we do it are not mere 
philosophical ponderings; they form the very essence of an organisation's purpose, strategy and culture. 
Understanding these fundamental aspects is crucial for effective decision making and direction. In this con-
text, an organisation's total reward strategy emerges as a vital pillar supporting every action that it takes.

Reward, as a topic, has always fascinated me. The numbers, facts and data associated with it provide a 
structured approach that helps organisations make well-informed and data-driven decisions. However, 
I quickly realised that reward is not just about the quantitative aspects; it carries a significant emotional 
component as well. People need to feel that the reward they receive is fair, transparent and based on their 
performance and contributions.

Throughout my career, I have found that some of the most challenging professional conversations I've had 
are related to reward. It is a sensitive and delicate matter that can impact employee morale, motivation and 
overall satisfaction. That's why having exceptional reward experts by your side, both within and outside the 
organisation, is of the utmost importance. I am immensely grateful for the time I spent as a reward specialist 
and for the ongoing support I receive from these professionals. Their insights and expertise are invaluable in 
navigating the complexities of reward management.

Furthermore, in the ever-evolving landscape of business, it is crucial to continuously and proactively stay 
up to date on the dynamic aspects of reward. The world around us is changing rapidly, and reward systems 
must adapt to keep pace. Factors such as sustainability, pay transparency and flexible work arrangements 
are gaining prominence, and organisations must ensure that their reward systems and solutions can accom-
modate these shifts. Staying informed and proactive in understanding these developments is essential for 
effectively managing rewards in the changing landscape we face. 

In conclusion, reward is not a mere transactional exchange of numbers and data; it is about recognising 
and valuing the contributions of individuals within an organisation. It is a sensitive and delicate matter that  
requires the expertise of reward specialists. By staying informed and proactive, organisations can effectively 
manage rewards in a changing landscape, ensuring employee satisfaction and business success.

This book offers a comprehensive review of what modern reward is all about, delving into the various dimen-
sions of reward management to provide valuable insights and perspectives. Whether you are an HR profes-
sional seeking to enhance your understanding, a board member responsible for shaping reward strategies or 
simply someone interested in gaining a deeper insight into this hot topic, this book is highly recommended. 
I hope you find it as enlightening and thought-provoking as I did, and that it serves as a guide in your journey 
towards unlocking the true potential of reward management.

Line De Decker
Chief People and Sustainability Officer Aliaxis
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A word from the editors

What makes reward interesting now?
Throughout history, reward in its various shapes has played a crucial role in the evolution and progress of 
mankind. The pursuit of reward in the form of victory, treasure, food, fulfilment, etc. has been omnipresent 
as a motivator since the beginning of time. Reward is the carrot that keeps us going, driving our behaviour, 
starting in our childhood and staying with us until the very end.

So, if reward is such a large part of our daily lives, why are we sharing our interest with you now? As we explain 
in the following pages, we are currently in a period of flux, with societal influences and global disruptions im-
pacting the relationships between organisations and employees that were previously relatively stable. And 
this has an impact on reward. In no particular order, some of these influences and disruptions are: 

•	 Wellbeing at work 
A career is more like a marathon than a sprint, which is why it is important for people to be able to deal 
with the pressures and challenges of an ever more rapidly changing environment. This requires that the 
classic principle of a healthy mind in a healthy body is respected more than ever. 

In practice, this means that employers need to understand that they have a responsibility to create a 
working environment that equips their employees to work under pressure and embrace the changes they 
face. When faced with today’s labour shortage, employers cannot afford to offer an outdated working 
environment. Employers should enable hybrid working within a well-defined framework and provide an 
activity-based office space with a warm, welcoming atmosphere so that people want to be there instead 
of the office being a place where they have to be. 

And it doesn’t stop there. Organisations should implement policies that encourage a healthier lifestyle, 
embedding wellbeing in the working culture by encouraging employees to move more, get enough sleep, 
eat and drink well, breathe well, relax regularly and, most importantly, have enough fun.

Lastly, wellbeing also includes diversity and inclusion in the workplace, and this is intrinsically linked to 
reward as compensation for labour. In order to create a truly great place to work, an employer needs to 
make sure there is no distinction between its people based on their gender, sexual preference, ethnicity, 
or any other potentially discriminating characteristic. Even unconscious biases should be identified and 
excluded wherever possible. And this should, of course, also be reflected in people’s reward to ensure 
equal pay for equal work or work of equal value.
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•	 To work or not to work
Reward for labour is often taxed quite heavily, which triggers some people to question whether it makes 
sense for them to work when they could live off an allowance from the government. Although being re-
munerated for working is always more gratifying than receiving an allowance, it is fair to question the 
benefits of working where the net difference between a salary and an allowance is small. Governments 
are responsible for ensuring this difference is significant enough, as it touches on the productivity of an 
entire society where everyone should be encouraged to contribute in line with their capabilities.

Policy makers have a duty to ensure their citizens are encouraged to seek reward for their labour, which 
should be both fulfilling and financially beneficial. The government should also focus on the wellbeing of 
its population, for example, preventing illness rather than curing it and boosting citizens' energy levels 
so they are up to the tasks ahead. Without governments doing their part, a negative spiral starts where 
increasing numbers of people either prefer not to work or burn/bore out while doing so. Subsequently, 
governments need more money to take care of those who do not work, raising taxes even further and 
making it even less appealing to work (hard).

Too many governments have created the idea that people can have more for less, encouraging part time 
work, prolonged leaves and early retirement beyond what makes sense economically. An economy (cur-
rently) needs human labour to fuel its growth and the ongoing war for talent illustrates an almost perma-
nent shortage in multiple labour markets. Until human labour is (at least partially) taken over by smart 
technologies, more people will need to work (harder) than is the case today.

•	 Mankind versus machine
Artificial intelligence (AI) is currently the focus of a lot of scare stories: will it really turn out to be a giant job 
killer as some predict? Will an AI, once it is able to become conscient, ask for a reward for its continuous 
efforts and if so, what type of reward would that be? While the many technological waves we have seen 
throughout history have changed the labour landscape and the related reward models, they have also 
increased productivity and mankind’s ability to leverage technology to do things which would have been 
impossible otherwise.

Although nobody can say what will change or when, it is fair to assume that basic tasks are likely to be 
taken over by technology. However, technology could be used to upgrade jobs instead of replacing them, 
making the job content more appealing and probably more demanding. People will need to ensure they 
remain relevant. The fear of becoming obsolete (FOBO) may motivate employees to reskill or upskill to 
maintain or improve their career prospects. 

Based on the spread of technology that we have seen so far, we can also assume that technology will be 
concentrated in a limited number of countries, leaving us to question what this will mean for jobs every-
where else. Countries will need to keep up with the technology race to enable their citizens to earn a de-
cent living. When we reach this point, reward models will change significantly, as labour may not remain 
the dominant driver of economic growth.
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As well as these influences and disruptions, there are other factors driving the changes in reward. For exam-
ple, labour laws and regulations, which can vary across different countries and jurisdictions, can impact the 
minimum wage, working conditions and other aspects of the reward for labour. Another example of a driver 
is the rise in working from anywhere (WFA). While this has increased the size of the potential labour pool, it 
has also increased the complexity of the organisation’s reward system: should the employee’s remuneration 
be aligned with the headquarters, market levels in their location or the cost of living?

Taking into account these influences on, disruptions to and drivers of the traditional working relationship be-
tween employers and employees, we believe that there is room for ambitious organisations to use reward to 
position themselves to attract and retain the talent they need to achieve their goals. However, reward needs 
to be used effectively in order for the organisation to maximise their return on the investment they have made 
in their employees. With this book we aim to provide you with the information you need to successfully imple-
ment efficient reward systems that work to support your goals, empowering your organisation to realise the 
full potential of its mission statement and ambitions.

Axel and Bart
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How to use this book

To simplify navigation of this book, we have divided it into three parts. 

The first part gives the background to reward, explaining how it is linked to motivation, how it works to attract 
and retain talent and how it has been impacted by some of the megatrends facing today’s world.

The second part, the main section, introduces and explains our five pillar approach to building effective  
reward systems that help organisations stand out in the talent market. The pillars include the scope of the  
reward system, job architecture and benchmarking, the mix of reward components, what is driving the 
change in the reward system and the impact of the organisation’s structure on the reward system. Each 
chapter can be read on its own to give insights on one aspect of a reward system, or all together for organi-
sations interested in their complete reward strategy.

The last part is a series of special dossiers that either encompass multiple pillars or give extra detail on  
a specific situation or topic. These chapters highlight the changing impact of reward and how we are in a 
position to ensure this impact becomes increasingly positive for employees, organisations and society.
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