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Title of meeting: 
 

Employment Committee 

Date of meeting: 
 

21 September 2021 

Subject: 
 

Reward and Recognition   

Report by: 
 

Assistant Director of HR 

Wards affected: 
 

None 

Key decision: 
 

No 

Full Council decision: No 
 

 
1. Purpose of report  

 
1.1. Following Employment Committee held on 22nd September 2020, Members 

requested a further report which outlined what the Council had already done, what 
existing mechanisms were in place for recognising employee's resilience and hard 
work during the on-going pandemic period and to outline options for what could be 
put into place for the future.   

 
2. Recommendations 
 

2.1. It is recommended: 
 

i) Members note how PCC has already publicly acknowledged the outstanding 
services and efforts that council officers have made and are continuing to make 
during the ongoing pandemic. Future email communication from the Leader and 
the Chief Executive to staff, recognising this and thanking them for their efforts is 
continued. 
 

ii) Members note what reward and recognition systems are already in place across 
the whole City Council (contained in Appendix 1).  

 
iii) Members provide an additional day's annual leave to all staff to be taken on either 

Christmas Eve or New Year's Eve (or at a later date for those rota'd to work on 
these days) in recognition of the efforts of all staff during the pandemic and 
recovery in 2021. 

 
iv) Members note the options for future reward and recognition. That they confirm the 

mechanism of reward and recognition they wish to implement in in the future, not 
discounting the arrangement of an awards ceremony when it is safe to do so, and 
that they confirm the level at which they wish staff to be recognised. 
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3. Background 
 
3.1. The Council has been and is continuing to go through unprecedented times. Across 

the Council, there have been many examples where staff have made outstanding 
contributions to the community.  

 
3.2. The Council want to recognise and reward the work that staff have undertaken to 

support the COVID-19 effort.  
 

3.3. There are a range of practices/mechanisms already in existence within the Council 
that may be used to compensate and reward staff and these and their 
appropriateness are outlined in Appendix 1. 

 
3.4. There have been a number of emails sent to staff via Corporate Communications, 

from both the Leader and the Chief Executive publicly thanking and commending 
staff for their efforts during the pandemic. 

 
3.5. Previously the Council have offered staff an additional day's annual leave as a 

mechanism of reward given during the Christmas period, known as a 'sandwich day' 
and given during the Christmas period.  

 
3.6. In December 2020, Members agreed to give staff an additional days leave on 

Christmas Eve as a gesture of goodwill, to reflect the hard work and dedication of 
staff during the pandemic. Appendix 2 details what other Local Authorities used to 
reward their staff during this pandemic, an additional days leave was a mechanism 
also used by number of other Councils.  

 
3.7. Having engaged with services and a concerted effort by staff to use their annual 

leave over the summer months, an additional days leave could be an option that 
Members may want to consider as a viable mechanism to recognise and reward staff 
for their efforts during the pandemic and recovery period this year. 

 
4. Requests from Trade Unions 
 

4.1. Trade Unions have requested an additional day's leave for all staff to be granted as 
soon as possible rather than waiting until the end of the calendar year. This is 
because they feel that staff are fatigued and should be rewarded with this sooner 
rather than later. 

 
4.2. Unite the Union also requested a payment of £500 for each member of staff as a 

reward. It was communicated to the Unions that this was outside the remit of the 
Trade Union meeting, but they could raise this with Councillors directly or via 
deputation at Employment Committee. 

 
5. Pay challenges within Local Government  

 
5.1. Offering competitive salaries to attract and retain the best calibre of staff has become 

increasingly difficult given the significant pressures and financial costs faced by 
Local Authorities. Changes to pay, such as the commitment to pay the Real Living 
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Wage provides great support to those at the lower end of the salary scales, however 
it does cause additional financial pressures to services budgets and compresses pay 
levels between workers and their managers or supervisors.  

 
5.2. At the middle and top end of the pay scale, the prospect of a pay cap and the 

clawback of exit payments for high earners is also likely to affect the quality and 
calibre of candidates choosing to work and continue their career in the public sector. 

 
5.3. In addition, National pay awards for staff within local government have been minimal 

in recent years due to significant financial pressures, emphasised even more so as 
a result of the pandemic. The last two years have seen inflation pressures rise in the 
economy; over time, these all begin to have an impact on the ability to attract and 
retain the right staff on current pay scales.   

 
5.4. At the same time, (as with many other Local Authorities), PCC are embarking on 

major change projects that require collaboration, culture change and most 
importantly specialist expertise. Recruitment and retention of staff with the desired 
skill sets, critical to successful delivery of PCC objectives for transformation are 
increasingly difficult.  

 
5.5. The above illustrates that the backdrop of pay within Local Authorities is challenging 

and shows why it is increasingly important for Councils  to adopt a more creative and 
innovative approach to reward and recognition, to help ensure they are able to recruit 
and retain the right staff and that these staff are engaged and feel valued. 

 
6. Reward and Recognition  
 

6.1. The culture of an organisation plays a big part in determining how employees feel 
about their workplace, particularly during challenging times. Staff resilience and 
commitment to each other also makes a big difference. Using reward and recognition 
can help an organisation develop and strengthen its culture, particularly when reward 
and recognition celebrate desired organisational values and behaviours.  

 
6.2. Reward and recognition is an activity employers engage in to acknowledge 

exceptional performance and encourage specific values or behaviours. Recognition 
can be monetary, non-financial or simply a public acknowledgement of someone's 
efforts. 

 
6.3. Reward is a subjective factor and is specific to the individual concerned, this 

therefore means designing a reward scheme can be challenging. Different monetary 
and non-monetary rewards will be valued differently by each employee. 

 
6.4. Reward and recognition is also an emotive topic that can have significant impact on 

staff engagement and retention. As such there should be consideration given to the 
level at which staff are recognised and the potential impact this may have if staff feel 
they have been excluded or treated unfairly. 
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7. Recognition schemes 
 
7.1. Recognition is acknowledging or giving special attention to a high level of 

accomplishment or performance, such as customer care or support to colleagues, 
which is not dependent on achievement against a given target or objective.  

 
7.2. Recognition is not about setting targets and rewarding people for achieving them; it 

is simply about recognising the great things that people are doing. It can be 
significant in influencing how engaged employees feel at work and if done right can 
aid in staff retention and engagement, improving motivation in the longer term. 

 
7.3. Recognition can be done frequently and, in the moment, which means people do not 

have to wait for praise on a job well done. There are a number of examples where 
this happens across the organisation, such as emails of thanks from Directors to 
front line employees and staff newsletters highlighting staff achievements. 
Recognition can be inexpensive when done in this way but publically acknowledging 
someone’s efforts often has the greatest impact on motivation.  

 
7.4. Non-financial rewards such as achievement, responsibility and recognition can be 

seen as intrinsic to the job and can bring much longer-term satisfaction than short-
term rewards such as pay. People are attracted to work in an organisation for many 
reasons, pay being a primary driver. However, pay is not always the driver for people 
to stay in an organisation.   

 
8. Non-Monetary Reward and recognition 

 
8.1. Not all employees are motivated by monetary pay or rewards. There are also non-     

financial rewards that can be added and used as part of total reward.  
 

8.2. Non-financial rewards already used within PCC include: 
  

 Flexible working arrangements (such as working from home) to help 
employees achieve a work-life balance.  

 Training schemes to aid personal and career progression.  

 Staff engagement through staff forums, involving staff in decisions that 
affect how and when employees do their work.  

 Employee well-being initiatives, Employee Assistance Programme, free 
eye tests and subsidised gym and leisure facilities. 
 

9. Level of application for Reward and Recognition  
 
9.1. The spectrum for recognition could range from multiagency/group, Council wide, 

Directorate, service, team, individual or peer-to-peer. Each level of reward and 
recognition has both pros and cons to consider (Appendix 3). 

 
9.2. What organisations choose to reward and not reward, sends a message about what 

the organisation values. Reward and recognition should reflect the organisational 
culture and objectives, it is therefore important to consider the level of application or 
assessment for a reward and recognition scheme at the City Council. 
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9.3. Employee surveys can be a useful tool to identify the types of reward that staff 

perceive to be of value. Regularly checking this will also ensure the reward and 
recognition scheme continue to meet the needs and values of employees and 
therefore having the desired effect of motivating and retaining staff.     

 
9.4. The sections below illustrate reward and recognition options, applied at varying 

levels that Members may wish to consider for implementation at the City Council.   
 
9.5. Reward and Recognition at Organisational Level (including multi-agencies)  
 
9.6. To date all staff within PCC have been recognised collectively, across the Council 

as 'one team' via Corporate Communications. These communications have sent a 
message to staff that all employees of the Council are a Team and has contributed 
to a team ethos, recognising that front line services could not do their job without 
support services and all staff are valued for the contribution they make. 

 
9.7. To continue recognising staff corporately and celebrating successes the 

implementation of an organisational wide employee recognition scheme could be 
used and include such things as e-cards, certificates or a community based award 
ceremony as a way to highlight and acknowledge the dedication, hard work and 
commitment of staff.  

 
9.8. In addition, a community based award ceremony could be a way to bring officers and 

the community together after a challenging period. Invitations for nominations could 
be taken from within the organisation and externally across our partners and the 
wider community including residents, local businesses, the NHS and voluntary 
organisations. Initially the ceremony could aim to recognise those who have made 
an outstanding contribution to the council or city, demonstrated exceptional customer 
service or gone beyond the call of duty during the pandemic. However, this is a 
concept that could be develop in future years to continue to recognise and reward 
employees for their dedicated hard work and contribution in the community and 
towards PCC's objectives. 

 
9.9. Engaging with our partners, the voluntary sector, and local businesses and residents 

would also aim to reinforce collaborative working and highlight the community wide 
response to the covid-19 pandemic. 

 
9.10. The open nomination process would allow a fair and equitable chance for all levels 

of employees to be nominated. However, it must be noted that some staff may not 
value this mechanism of recognition and may not want to be publically recognised. 

 
9.11. Launching an internal recognition scheme at this time is also an ideal opportunity 

to start developing a culture at PCC that acknowledges and recognises good 
performance and desirable values and behaviours.  This scheme could then be 
adapted locally to include an 'employee' or 'peer of the month' award for example 
and could allow staff to have a say, which may be more meaningful for some coming 
directly from colleagues. 
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9.12. Such a scheme would provide a means to recognise staff, without placing 
additional strain on existing budgets. There would be minimal cost to implement it 
and would allow for multiple levels of recognition to be used as required depending 
on the needs of the organisation or service. 

 
9.13. Reward and Recognition at Team Level  

 
9.14.  In looking at Team level of reward and recognition, the Employee Opinion Survey 

undertaken in 2020, revealed a strong message from staff around the value of time 
spent connecting with their team as well as in the community. This was of particular 
importance as a lot of teams have been working remotely and have not been able to 
see each other in person during the pandemic. To recognise staff feedback, link with 
our corporate priorities and commitment to employee wellbeing and to enhance 
social relations, a team level reward for staff could incorporate a team away day with 
volunteering in the community. 

 
9.15. Although it may be more challenging for some services to easily reserve time to 

do this, and there would be a loss of productivity for the day; the benefits for improved 
staff morale and improvements in team building would outweigh this and can often 
lead to an increase in productivity in the longer term. 

 
9.16. Reward and Recognition at Individual Level  

 
9.17. The implementation of an additional day's annual leave would enable each 

member of staff to be rewarded. This could be offered as a 'sandwich day' as 
mentioned above, or alternatively, as a 'wellbeing' day which could be given to staff 
to take at any time when they felt the need to use it. This could help reduce 
absenteeism by improving staff wellbeing, which would also link to the City vision to 
tackle health issues, and encourage active, healthy lives. A wellbeing day would also 
be in line with the request from the Trade Unions in recognising that staff are fatigued 
and need a break. Having staff take time off at different times of the year would also 
be easier for services to manage. 

 
9.18. Looking at how other Local Authorities have recognised staff contributions during 

the pandemic it is evident that budget constraints along with the limitations with pay 
influenced the reward and recognition, as there were very few who made an 
additional payment to staff (Appendix 2).  An additional day's annual leave was the 
most common along with implementation of an employee recognition scheme or an 
enhanced recognition scheme as many already had one in place. 

 
10.  Monetary rewards 

 
10.1. Setting a monetary reward amount would need to be considered carefully if it is not  

set at the right level (the reward does not match the expectation of the employee or is 
not perceived to equate to the task or the work) it could have an adverse effect and 
cause dissatisfaction. Making a payment to a specific group of staff can become a 
source of friction and can undermine efforts to create team working and a fair reward 
system.  
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10.2. The Council has lost a significant amount of income as a result of the Covid-19 
pandemic and may in the future have to make cuts to services/staffing levels.  
Nationally there is also an economic crisis developing, the perception of the public if 
we were to financially reward staff at this time needs to be considered carefully. 
Particularly if monetary rewards are not replicated throughout the community and our 
partners. 
 

10.3. Determining the level of any monetary reward and incentive can also have the 
following limitations: 

 

 The perceived 'reward value' will vary significantly between individuals subject 

to their personal circumstances 

 The motivation from a monetary reward is often short-lived - only felt at the 

time in which the payment is received  

 Rewarding a lot of employees would be costly to the council to implement, if 

only a few could be selected consideration needs to be given to what the 

selection criteria would be.  

 

10.4. If different employees are awarded different monetary amounts the reasons for the 

difference in payment would need to be justified. This is to demonstrate that the 

greater sums of money were a proportionate means to achieve a legitimate aim (e.g., 

to reward a sum of 5% of each person's salary). Justifying the payment in this way 

creates a 'material factor defence' to show that variable payments are paid for a 

legitimate reason and do not discriminate against an employee either directly or 

indirectly because of their gender or any other protected characteristic under the 

Equality Act. 

10.5. During the pandemic staff have be recompensed within existing policies and pay 
mechanisms including overtime. In looking at the amount of overtime claimed in 
2020-21 in comparison to previous two years (2018-19 and 2019-20), there has not 
been a significant increase in spend; however, the services that have used overtime 
have varied (Appendix 4).  For example, previously Public Health have had minimal 
overtime spend but during 2020-21, there was a significant increase. This additional 
spend can be linked to the requirement to support Track and Trace and other tasks 
related to the pandemic. In comparison, Culture, Leisure & Regulatory Services 
spend has reduced which could be contributed to the reduction in events held and 
staff on furlough due to the museums and libraries being closed. 
 

11. Integrated Impact Assessment 
 
See Appendix 5 

 
12. Legal implications 

 
12.1. The report outlines a recommendation to establish a reward and recognition scheme 

within the Council. There is no specific legislation or legal framework which determine 
how such a scheme should run; however, the Council must consider the Equalities Act 
2010 ("the Act") when deciding those employees who will be recognised under the 
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scheme and the nature of the reward to be given. This is to ensure that the Council 
does not discriminate against an employee directly or indirectly due a protected 
characteristic under the Act. 

 
12.2. The nature of any award provided must be in accordance with the Council's 

discretionary powers. 
 
12.3. Once a final decision is made with regards to the terms of the scheme, the matter will 

be looked at again by legal services to consider further legal implications, which may 
occur. 
 

13. Director of Finance's comments 
 
13.1. An annual event held at minimal cost could be met from existing revenue budget 

provision 
 
13.2. The financial impact of the recommendation will include any cover required to meet 

front line care delivery which has been estimated at circa £70k. The additional costs 
can be accommodated by the contingency set aside to deal with the legacy 
implications of the COVID 19 pandemic. 

 
 
 
 
 
 
……………………………… 
Signed by:  
 
Appendices:  
 
Appendix 1: Existing Reward Mechanisms 
Appendix 2: Reward and Recognition schemes used in other authorities 
Appendix 3: Options for Reward and Recognition 
Appendix 4: Overtime Analysis 
Appendix 5: Integrated Impact Assessment  
 
 
Background list of documents: Section 100D of the Local Government Act 1972 
 
 
The following documents disclose facts or matters, which have been relied upon to a 
material extent by the author in preparing this report: 
 

Title of document Location 
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The recommendation(s) set out above were approved/ approved as amended/ deferred/  

 
rejected by ……………………………… on ……………………………… 

 
 
 
 

……………………………………………… 
Signed by:  

 
 


