
What is Total Reward? 

Total Reward: covers all aspects of work 
that are valued by people, including such 
aspects as flexible working opportunities, 
or being rewarded fairly, in addition to the  
pay and benefits package1.

Total reward refers to the value of the total 

package of financial and non-financial 

rewards an employee receives. As well as 

the traditional financial components of 

pay, it can include: benefits such as health 

and retirement, non-cash compensation 

offered such as for transport or education, 

and non-financial rewards like flexible 

working, work-life balance provision, leave, 

performance and recognition, and learning 

and development opportunities.

Some organisations use the term 

total reward to refer to the process of 

monetising pay and benefits in order to 

demonstrate to employees the true value 

of their reward package, and may not 

include non-financial rewards.

Why use Total Reward?

A total reward approach helps organisations to be transparent 

about the package their employees receive. This may be 

particularly important in organisations that operate across 

numerous countries where there are different expectations  

and legal requirements for what is offered to employees. A total 

reward approach can be helpful for clearly laying out different 

components of the reward package in different locations, as a  

way to support internal equity.

A total reward approach enables a more holistic consideration 

of the reward package employees receive, recognising that non-

financial rewards are important to employees, particularly within 

the aid and development sector where salaries might be lower 

than within the private sector, and where many employees choose 

to work because they agree with the organisations values.

Non-financial components of total reward such as recognition and 

flexibility can serve to leverage intrinsic motivation of employees, 

while focusing on financial rewards might trigger more extrinsic 

motivation which can lead to more transactional behaviour.

Total reward is underpinned by an understanding of your 

employee value proposition, i.e. the skills, experience and qualities 

an employee brings to the organisation, and what the organisation 

offers in return. Understanding your employee value proposition 

offers insights into what attracts people to your organisation and 

why they stay with you. It tells you what rewards and benefits are 

important to your people, which in turn is key for knowing what 

aspects to emphasise in your total reward strategy. The easiest 

way to develop an employee value proposition is to ask your 

employees about what is important for them and what they  

value about working in your organisation.
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Water  
For People 
Using a Total Reward 
Approach to drive 
internal equity

In 2022 Water For People introduced a 

new Total Rewards Philosophy. They did so 

in order to create a fair and simple reward 

system, which meets their core values of 

accountability, courage, empowerment, 

partnership, and transparency.

Overview of reward structure
Water For People offers a job-based salary 

structure (as opposed to a grade-based 

structure). This means each position has 

its own pay range, based on what the local 

market is paying for similar jobs. This enables 

clear positioning of each job within the talent 

market and helps to be competitive within 

the relevant market. It also provides greater 

transparency and can help to minimise 

gender pay equity concerns. 

Compensation is based around three 

components: 

• Base compensation that is at least at the 

50th percentile of the external market.

• An annual cost of living increase based  

on the cost-of-living index.

• Merit-based bonus adjustments on an 

annual basis, intended to reward strong 

performance.
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This approach is supported by a recognition programme which 
offers various financial incentives for tenure and in support of 
performance that exemplifies the organisational values or shows 
innovative behaviour.

The organisation has committed that all adjustments are 
considered within the confines of the budget and maintain fiscal 
responsibility and future sustainability of the organisation.

Ensuring internal equity through total reward
Water For People use a total reward approach to evaluate internal 
equity across positions and countries. Their goal is to provide 
consistent, transparent and legally compliant reward. Within the 
parameters of department, function, geography, expertise level, and 
individual performance ratings, employees should receive similar 
total rewards for similar work. The organisation will be sharing what 
the salary range is for each position in the organisation.

To calculate the value of total reward offered to employees, Water 
For People compare salary, benefits, days off, work hours and cost 
of living for all positions. This comparison is made by monetising 
these components of reward. They will provide annual total reward 
statements to employees. These components are considered 
within the confines of statutory regulations as well as with a lens 
toward creating equal purchasing power for employees across 
geographic differences. The total rewards approach allows for 
pulling different levers where necessary to create a more equitable 
experience across vast geographies.

Pros and cons of this approach
Though it is a time consuming process, Water For People believe 
their total reward approach offers a comprehensive approach to 
fair reward. External equity is ensured through job-based salary 
structures, and internal equity is ensured through calculating total 
reward packages for all employees. Set-up is complex and time-
intensive, but once the system is up and running it should provide 
enhanced transparency and will be easier and more efficient to 
run. There is a large component of education for staff as well with 
this approach.


