
Organisation Background

ARTICLE 19 is a human rights INGO 
established in 1987 and focuses on two 
foundational freedoms: the freedom 
to speak and the freedom to know. 
Its mission is to create a world where 
everyone can freely express themselves 
and actively engage in public life without 
fear of discrimination. ARTICLE 19’s work 
ranges from advocacy to driving policy 
change and programme implementation. 
The organisation employs a diverse group 
of 200 professionals and activists with an 
international office location in London  
with people distributed throughout  
Asia Pacific, Tunis, Europe with both 
Regional Branch Offices and affiliate 
offices located in Bangladesh and  
Senegal, Brazil, Mexico, and Kenya.

Using the Project Fair Principles and Standards of Fair 

INGO Reward to strengthen equity and transparency and 
provide assurance around reward decisions

The governance structure of ARTICLE 19 involves working with 
affiliates as well as regional offices, which brings complexities 
in handling reward issues. As a result of this structure, 
different parts of the organisation have different levels of 
independence over their reward practices, with some being 
more developed than others for a variety of reasons. The 
Principles and Standards were used primarily as a guide to a 
common ground for the development of a Reward Framework 
for the organisation. The framework is intentionally broad, 
with guidance for the development of pay scales and reward 
policies for each ARTICLE 19 office. It sets minimum standards 
around areas such as leave, access to health, family support, 
and long-term savings that appeal to staff and, at the same 
time, give flexibility to the offices in their development and 
implementation.

A key goal of the framework is to strengthen internal equity, 
and consistency to reward. This is particularly important during 
periods of change and the uncertainty this creates, such as 
following Covid-19; having the Principles and Standards provide 
transparency about ARTICLE 19’s approach to pay, benefits and 
commitment to developing an inclusive culture.

Feedback from staff has been positive. Employees have 
indicated that the Principles and Standards offer assurance 
about how decisions are made and help when issues are not 
clear or misunderstood. The Principles and Standards are 
helpful in communicating about reward with senior leadership, 
when they are clear and aligned with organisational objectives. 
The organisation aims to adopt a total reward, holistic 
approach that goes beyond cash reward to consider wider non-
financial aspects of reward, such as development and learning. 
The Principles and Standards will be foundational for the 
ongoing development of reward policies and practices.
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Align the leadership
It is challenging to engage in meaningful conversations 
with senior leadership about the values underpinning 
reward, how they are articulated through a reward 
framework/philosophy, and how this links more 
widely to the organisation’s operating model. While 
this is challenging it is crucial and getting buy-in for 
the Principles and Standards will not only inform 
your reward decisions, but broader people decisions 
too. ARTICLE 19 recommend clear and regular 
communication about the Principles and Standards 
across stakeholders. Furthermore, it is key to truly 
embed the Principles and Standards by interlinking 
them to the organisational operating model, other 
initiatives around building an inclusive culture and be 
prepared to evolve your approach as the organisation 
changes and develops. Though the Principles and 

Standards are focused on reward, the values they 
reflect can be brought to different conversations, to 
help with consistency across the organisation.

Have a long-term focus
It is important to recognise that developing and 
embedding the Principles and Standards is a long-term 
project. Be optimistic and positive about the possibility 
of implementing the Principles and Standards whilst 
acknowledging they are aspirational and very much a 
long-term goal.

Understand the current state
Developing Reward Principles for your organisation 
leads to broader conversations that drive employees 
to ask about how they would be realised. This is 
important because it helps to develop ways to 
operationalise the values of the organisation through 
the HR policies and people practices. It may be helpful 
to start with a mapping exercise to understand the 
status of the organisation in terms of rewards and 
benefits. This can help to guide discussions and 
provide information about what employees value  
and want to see in their packages.

Insight into the Process

ARTICLE 19 made very few changes to 
the Principles and Standards, as originally 
outlined via Project Fair. It was felt that 
they were relevant and aligned with 
the organisation in their current form. 
Principle 1 (Ethical Reward) was directly 
linked with the organisation’s language 
and was the only part that was slightly 
adapted by expanding it to better fit their 
mission and values.

To help with institutionalising the 
Principles and Standards, the organisation 
will have documents and policies 
accessible to all employees so everyone 
will know how decisions and calculations 
are made across regions. Policies will be 
reviewed every three years, to ensure 
alignment with local markets.

Recommendations for other organisations
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