DELIVERING A REWARD
STRATEGY TO SUCCEED
IN THE DIGITAL MARKET:
ALIGNING REWARD AND RECOGNITION
FOR DIGITAL AND TECHNOLOGY SKILLS
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STANDING
OUT IN THE
CROWD
ISN’T EASY

As industry sectors collide in the demand for digital talent – and the labour market continues to
fragment with ‘boutiques’, interims and contractors making up an increasing share of the skills
supply – a flexible reward and recognition strategy is essential to be able to source, motivate and
keep the skills that you need.
Delivering a successful reward strategy in the Digital market is both business critical and highly
beneficial. Done properly and it:
• Gives you a competitive advantage in attracting, building and retaining the digital and
technology skills needed at every stage of digital transformation and on-going digital delivery.
• Sets you apart from the competition in a way that fits the culture and maturity of your business
and provides the necessary flexibilities for the realities of the labour market.

Flexible skills
sourcing calls for
flexible strategies

• Aligns closely with, and supports talent growth and management.

• Positions HR as a strategic business partner in delivering the strategy and tools to
attract, motivate and retain critical digital and technology skills.
Mike Curtis, Reward and Human Capital Consultancy Leader at MCR
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THE FUTURE IS FLUID, AND YOUR REWARD STRATEGY MUST ADAPT
of business leaders think their existing business models will cease to exist within the next five years.
Microsoft report: “Digital Transformation: The Age of Innocence, Inertia or Innovation?”, December 2016.

“We deliver largely the same way we did more than ten years ago. We need to get ready for the industry
of 2050, which will appear by 2025.”
MCR Client, 2017.

50%

of business leaders think that their industry will be disrupted within the next two years. Microsoft whitepaper, December 2016.

The World Economic Forum reported “a lack of understanding of the disruptive changes ahead, resource constraints,
short-term profitability pressures, and lack of alignment between workforce strategies and firms’ innovation strategies”
as the biggest barriers to managing change effectively.
World Economic Forum: The Future of Jobs Report, 2016.
of the workforce will be made up of temp and contract workers by 2019, Accenture reported on executive expectations.
Moreover 79% of this contingent workforce is expected to be engaged in ‘dynamic projects’ as opposed to ‘static job
Accenture Technology Vision Survey, 2016.
functions’.

STANDING STILL ISN’T AN OPTION
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THE IMPACT OF DIGITAL TECHNOLOGY
THE IMPLICATIONS FOR REWARD IN FOUR KEY AREAS

Source: PWC Blog, Creating a Reward strategy for a Digital Age, (2017)

THE NATURE OF WORK

THE

SKILL

REQUIREMENT

Replacement of jobs by
technology.
Impact
of
organisational models and
structure on how value is
created.

Skills required of employees to add
value in the new world. Emphasis on
creative or caring skills as opposed
to process and operational.

THE DELIVERY OF REWARD

SOCIAL

Opportunities
provided
by
technology for mass customisation,
data analytics and real-time
responsiveness of reward and
performance management.

Political pressures created by
reduction
in
white-collar
workforce, major organisational
change, and trust around
executive pay

CONSEQUENCES
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DIGITAL AND TECHNOLOGY
REWARD
Source MCR: Digital and technology skills and reward cycle (2017)

Will the cycle be broken?

Every organisation needs access
to digital and technology skills…

Building supply in vital skill areas.

Industry 4.0: what will demand
look like? In 2025? 2030?

1

Will demand
pressures
reduce?

‘Universal’
demand as
sectors collide
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Future skills
pipelines

Fragmented
labour market

Depending on organisational culture, skills maturity
– strong pipeline or ‘need to buy’ – and ability to
spend…

Start up

Big technology outsourcers and
consultancies; digital boutiques;
interims and contractors; existing
employees…

5

1

Internal pipeline build via development
programmes; industry permeability;
outreach to universities and schools…

Mature
business

High and increasing demand for software
developers, cyber security, data science
and cloud service skills in particular…

Trends: • Holistic, premium employee reward and
‘family benefits’ • Highly competitive pay: for outputs,
not effort • Employee as customer, with personalised
and flexible rewards • Individual development focus:
clear career paths; project rotation; secondments •
Empowered and flexible working • Stock ownership;
growth shares; ‘jam tomorrow’.
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Variegated
reward strategies

Flexible skills
sourcing

Significant supply variations by
geographic
region.
False
economy to locate away from
technology hubs…

Employers require menu of contracting
models for (a) different phases of digital
and technology business needs; and (b)
realities of the labour market: • Contingent labour frameworks • Fixedterm contracts • Consultancy contracts •
Secondments and loans • Permanent hires
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WHAT SUCCESS LOOKS LIKE
GET ON THE FRONT FOOT TO COMPETE EFFECTIVELY FOR TALENT
Forward-thinking organisations are reviewing the skills they need to secure, and the new skills they need to
build for the future – and not just in the digital and technology function.
They are putting in place career pathways and reward frameworks as the foundation, which:
• Significantly enhance the Employer Value Proposition (EVP).
• Reflect the impact of technology on all roles, not just digital and tech roles.
• Are flexible enough to absorb and support changes in business strategy and the market.
• Help ensure that turnover and flight risks don’t undermine the future workforce.
• Align with competitive rewards.
• Set out the progression options (vertical and lateral) available to individuals.
• Define the capability and skill requirements, and learning resources at each level.
• Give clear sight of the talent pipeline.
• Give individuals the information to build their professional skills, experiences and careers.
• Help build a diverse and meritocratic organisation.
• Support a healthy level of mobility (in-flow and out-flow) across businesses and industries.
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Mike Curtis, Reward and Human Capital Consultancy Leader at MCR

TOP TIPS FROM MIKE CURTIS

Reward and Human Capital Consultancy Leader of MCR

Recognise the challenge: it's really tough to secure some digital and tech skills given current market demand.
However it's not across the board so don't think there's a pay premium for every tech role, far from it in fact.

Don't feel beaten by the circumstances of your business: "Our business is too young", ''Our brand is too plain", "We're
not agile enough", "We're too constrained in what we can pay"... these are all things that we hear. Devise a strategy
that works for your business, playing to your strengths in the overall EVP and increasing the flexibility of your reward
strategy as much as you can. It will make a BIG difference.

Compete where the talent is. And that's not only London.

Build for the future: lay out clear career paths and align talent management, succession planning, reward and
mobility strategies.

Assess technology's impact on non-digital and tech roles as well, and get your workforce ready!
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THANK YOU FOR READING
In this New Year edition, our
Marketing Specialist went out to
interview an expert in Reward and
Human Capital, Mike Curtis, who is
helping organisations to deliver
reward strategies to succeed in the
Digital market.

FIND US

Mike Curtis
Reward and Human Capital
Consultancy Leader
www.mikecurtisreward.uk

MCR is a unique human capital and reward consultancy.
With experts from senior consultancy and practitioner
roles in major organisations: • We have applied most of the big consultancies’
methodologies in most industry sectors.

www.williams-kent.com
Williams Kent Ltd,
Langdale House,
11 Marshalsea Road,
London, SE1 1EN
0203 800 1160

• We also have deep reward and HR practitioner
experience; we are not ‘just consultants’.
• Our business model gives you access to far greater
resource for the level of expertise within any given
budget than is the norm for an external consultancy.
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WILLIAMS KENT LTD
313 LANGDALE HOUSE, 11 MARSHALSEA ROAD,
LONDON, SE1 1EN

W: www.williams-kent.com

E: contact@williams-kent.com

T: 0203 800 1160

KEEP UP TO DATE WITH WHAT WE ARE UP TO AND ALL THINGS HR …
/company/williams-kent-ltd/

@WilliamsKentHR

@WilliamsKentHR

Williams Kent Limited. Registered in England and Wales with number 6687039. Registered office: Office 2 Tweed House, Park Lane, Swanley, BR8 8DT.
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