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• Determines how much you want to pay 
employees and what type of employees you 
want to attract. 

• Entails a variety of aspects including pay scales, 
reward programs, benefits packages, and 
organizational perks. 

• Allows your organization to compete for the 
best employees in your industry.

Compensation Program Design & 
Administration Basics –
Your Total Rewards Strategy



• Retaining quality workers requires a strategic 
plan for compensation that rewards employees 
for loyalty. 

• Compensation based in part on seniority shows 
new employees that your organization values 
workers who remain long-term. 

• This encourages new employees to make a 
commitment to build a career with your 
organization and deters established employees 
from jumping to other employers. 

• Experienced workers will think twice about 
pursuing another opportunity if the new job 
also comes with a pay cut.

Encouraging Employee Retention



Key Discussion Points 

During the COVID-19 pandemic, has your organization 
taken advantage of the time to review the total rewards 
strategy currently in place?

• We have completed our 2020 total rewards strategy 
review.

• We have our total rewards strategy currently under 
review.

• We have made plans to begin a total rewards 
strategy review during 2020.

• We will not conduct a total rewards strategy review 
in 2020.

• We do not have a formal total rewards strategy.



Astron Solutions’ Pulse Survey Results



Our organization is considering 
modifications to the 2020 base pay 
compensation budget…



Our organization is considering 
modifications to the 2020 short-term 
incentive compensation plan…



Our organization is considering 
modifications to the 2020 sales 
compensation plan…



How does your organization provide 
hazard pay?



Has your organization begun discussion 
on 2021 compensation budget planning?



Additional Pulse Survey Data



Korn Ferry Pulse Survey Results

• Decline in participants who are uncertain of business impacts.  
More organizations taking actions on labor cost and reward 
management. More negative perception of the severity of 
impact.

• Salary freezes are the most prevalent form of wage control. 
Salary cuts are less prevalent. 

• Executives are most impacted by reductions in compensation. 

• Increasing trend for premium pay for front-line essential workers 
in sectors where their presence is critical for operations. 

• A strong majority of organizations anticipate profound changes 
to workforce management practices going forward, including 
more disciplined cost management, a more virtual workforce, 
and better communications with employees.



Economic Research Institute Pulse 
Survey Results
• “Which of the following best describes your compensation 

plan in response to Coronavirus (COVID-19)?”, with six 
possible responses: 
– Increasing compensation, continuing as planned, 

freezing pay, reducing compensation, still undecided, 
and other. 

• Targeted increases were generally directed towards front-
line hourly employees.  Targeted decreases were generally 
focused on executive compensation.

• Overall, 6.6% of organizations are increasing compensation, 
49.7% are continuing as planned, 10.5% are freezing pay, 
and 14.8% are reducing compensation.

• Of note, the second most common response was “undecided” 
(12.2%), indicating sensitivity to the duration of this event.



Key Discussion Points

During the COVID-19 pandemic, which temporary total 
reward strategy is your organization taking?

• We delayed planned pay adjustments for 2020 and 
have kept the same budget amount.

• We have not delayed pay adjustments for 2020 but 
have reduced the budget amount.

• We have not made any timing delays or changes to 
our 2020 compensation budget as of this time.

• Adjustments to our 2020 compensation plan are still 
under discussion.



Reward Strategies to Maintain Employee 
Engagement in a COVID-19 World



Employee Engagement & the New 
Remote Workforce
(Source: Forbes)

• Have clear deliverables so that you can measure 
results. 

• Define the policy clearly and review it as a team.

• Reach out to individual team members regularly to 
solicit opinions.

• Have regularly shared experiences on which to build 
trust and rapport.

• Create opportunities for employees to stay connected. 

• Maintain daily communication and check-ins.

• Use “spot awards” to recognize extraordinary efforts.



• Pick one or two methods of communication and stick with 
that, versus multi-platform.

• To engage people, you need to better understand them.  
Practice powerful questions that deepen your awareness.

• Revert to the same principles that existed before 
collaborative technology existed (daily phone calls and 
check-ins, texts, and e-mails). 

• Effectively communicate your mission, vision, and values 
in a way that resonates outside of HQ.

• Build rapport with every member of your team.

• Have an agreed-upon process, an established time to talk, 
and a check-in system to hold all members (including 
yourself!) accountable for work.

Employee Engagement & the New 
Remote Workforce (2)
(Source: Forbes)



Look Outside the Paycheck



Key Discussion Points

How has the COVID-19 pandemic impacted your current 
employee engagement strategies?

• We are currently following previously established 
employee engagement strategies and / or programs.

• We have used this time to review and make revisions to 
current employee engagement strategies and / or 
programs.

• We have used this time to review current employee 
engagement strategies and / or programs, but are not 
making any changes.

• We do not have employee engagement strategies and / or 
programs, and are considering developing them in 2020.

• We do not have employee engagement strategies and / or 
programs and will not be developing any in 2020.



Key Compensation Strategies For Reopening



• Before making any compensation system changes, 
consider 2009.  Reflect on the impact modifications 
to compensation programs then had on employee 
morale and engagement. 

• A major lesson learned was the importance of 
protecting “mission critical” employees and 
positions during downturns. 

• When the economy returns stronger than before, 
organizations do not have the time to “re-tool” to 
meet increased service and / or product demands.  

• Employers that did not protect their mission critical 
positions were unable to re-tool as timely as 
competitors.

Reopening Strategy Considerations



• Consider “mission-critical” based incentive and pay 
differentials to be sure such employees are retained 
and do not leave for competing organizations. 

• Re-think the use of annual performance reviews.  
Move quickly towards more results-oriented 
systems such as Management by Objectives.

• More frequent employee feedback opportunities 
coupled with spot awards for those who excel 
throughout the year will mesh well with our current 
and near short-term business environments.

Reopening Strategy Considerations (2)



• Offer peer-to-peer recognition opportunities. 

• Give all employees individual ownership of bringing 
your organizational values to life by allowing 
employees to formally recognize each other.

• Give the reward of choice to cater to the desires of 
every generation and every culture by ensuring 
rewards offered are culturally relevant and 
personally meaningful. 

• Spread a culture of appreciation by regularly 
highlighting recognition recipients in departmental 
meetings, newsletters, and other communications.

• Encourage senior leadership to congratulate 
recipients. 

Potential Reward Strategies



Financial Performance

Utilization of Resources 

Core Competencies Required

Growth Performance  
Process Improvement Core 

Competencies Required 

Human Resources 
Performance 

Teamwork/Interaction  Core 
Competencies Required 

Quality Performance 

Process 

Core Competencies Required

Customer Performance 

Customer Interactions 

Core Competencies Required

Organization 
Success





• Recognize that different employee groups value 
different rewards and build managers’ rewards tool 
kits based on this understanding. 

• Focus on the ways in which managers can use 
career development, organization and job design, 
non-financial recognition programs and 
organizational work climate to reward employees 
in different roles and different stages of their 
careers.

• Reward professionals indicate that engagement is 
enhanced when employees and managers are 
involved in the design and launch of reward 
programs, despite the fact that they seldom are in 
practice.

Final Thoughts



• Recognize efforts that reflect your 
company/organization’s values and strategy.

• Create a common language of recognition by 
requiring all employee behaviors, actions or 
attitudes that are recognized be tied to your 
company’s values and strategic goals. 

• Frequently recognize contributors in a timely way.  
Don’t wait for the annual review or bonus to 
recognize and thank team members for their 
exceptional efforts.

• Make appreciation a habit and recognize deserving 
employees “in the moment” so the reason for 
recognition is at top of mind. 

Final Thoughts



Potential Reward Strategies

• Offer peer-to-peer recognition opportunities. 

• Give all employees individual ownership of bringing your 
company values to life by allowing employees to formally 
recognize each other.

• Give the reward of choice to cater to the desires of every 
generation and every culture by ensuring rewards offered are 
culturally relevant and personally meaningful. 

• Spread a culture of appreciation by regularly highlighting 
recognition recipients in common mediums such as 
departmental meetings and newsletters. 

• Encourage senior leadership to congratulate recipients. 






