
Acknowledging & Rewarding Staff 
The Performance and Development Review (PDR) process aims to encourage a working environment 
that places emphasis on a General Staff member’s development. The process provides a structured 
approach to providing development opportunities for staff, setting goals for the future and 
recognising and rewarding achievement. 

The low staff turnover at the University has resulted with more and more experienced staff. With 
this experience, the levels of performance have increased resulting with a greater number of people 
being placed in the merit range and in some cases at the top of the range.  

Given that a staff member in the merit range is already receiving the appropriate financial reward in 
recognition of their level of performance; the constraints of the job and budgets can prevent further 
salary increases to be used to reward continued high performance. Feedback from the PDR process 
suggests that both staff and managers find it challenging to consider other methods to recognise 
good performance.  

Below are suggestions of ways to reward good performance when salary increases are not available. 
Not all will be relevant or workable for all positions but they may assist when considering options.  
 

 

1. Professional Development 
Professional Development is often where the majority of job satisfaction lies. It can come in all forms 
and most often ‘on the job training’ such as work shadowing and mentoring can be by far the most 
effective training tool (see “The PDR process and Your Professional Development” for more details, 
http://www.otago.ac.nz//humanresources/pdr/index.html). Options for development can include: 

• Training and Development within and outside of the University 
• Mentoring 
• Observing /Work Experience (Work Shadowing) 
• Taking on a leadership role in projects within the department or Including the staff 

member in project work which may include extra responsibilities 
• Participating in University-wide committees 
• Taking courses or papers 
• Job Exchange 
• Project work 
• Attending conferences or seminars 

 
 

http://www.otago.ac.nz/humanresources/pdr/index.html


2. Work Life Balance 
On 1 July 2008 the Employment Relations (Flexible working Arrangement) Act became law. This Act 
gives employees the right to request flexible working arrangements (see the following link for more 
details http://dol.govt.nz/er/bestpractice/worklife/flexibleworkguide/index.asp ). 

Options for helping to promote a healthy work-life balance may include, but are not limited to: 

• Flexible working hours (or weeks/year) 
• Considering ways to give people ‘time-out’ which is convenient to them 
• Flexible working locations (eg: working from home) 
• Phased retirement 
• Job rotation or Job share 
• Time off in Lieu 

3. Bonus 
Bonus payments can be used to recognise successful project work or one off achievements.  More 
information about bonus payments can be found at 
(http://www.otago.ac.nz/humanresources/policies/BonusPolicy2000/). 

 

4. Other Suggestions 
In addition to those mentioned above there are other ways to recognise and reward your staff.  
Some suggestions include: 

• Divisional/Departmental Awards 
• Other forms of public acknowledgement 
• A hand written note of recognition sent from a person in a position of authority 
• A morning tea shout 
• Study support 
• Consider anything else that can be done to assist in their daily working life  

 

Please refer to the Sensitive Expenditure Procedure and Guidelines document that provides guidance 
to staff on the application of the University’s Sensitive Expenditure Policy. 
http://www.otago.ac.nz/administration/policies/otago215001.html 

 

http://dol.govt.nz/er/bestpractice/worklife/flexibleworkguide/index.asp
http://www.otago.ac.nz/administration/policies/otago215001.html
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