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JENNIFER ATKINS HAS SPECIALIZED IN THE FIELD OF COMPENSATION ANEELD TOTAL REWARD FOCUSED z

ROLES FOR THE PASE3YEARS. SHE HAS WORKED WITH NONPROFIT, PRIVATE, LOCAL AND FEDERA

GOVERNMENT AND HIGHER EDUCATION ORGANIZATIONS. HER PRIMARY FOCUWSAS BEEN TO DEVELOP
AND IMPLEMENT STRATEGIC COMPENSATION SOLUTIONS THROUGH POLICYIARROCEDURE
DEVELOPMENT AS WELL AS IMPROVEMENTS TO COMPENSATION PROCESSEBHRAREAS OF BASE PAY
MAINTENANCE, MARKET EVALUATIONS, REGULATORY CHANGES, REWARDS ARIECOGNITION
PROGRAMS, AND BONUS/INCENTIVE PLAN DESIGNMOST RECENTLY, JENRER HAS SERVED AS THE
COMPENSATION MANAGER FOR THE UNIVERSITY OF VIRGINIA AND CARMAXNC. AND IS PRINCIPAL
CONSULTANT AT STRATEGIC COMPENSATION SOLUTIONS. SHE HOLDS A BROM THE UNIVERSITY OF it
VIRGINIA, AND A M.S. ED. IN HUMAN RESOURCES DEVELOPMENT FROM JA3 MADISON UNIVERSITY.
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Human Resources
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Total Rewards Strategy

Compensation Benefits Work-Life Effectiveness
Recognition Performance Management Talent Development
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Compensation:  Pay provided by an employer to its employees for services
rendered. This includes both fixed and variable pay tied to performance
levels.

Benefits: Programs an employer uses to supplement the cash compensation
employees receive. These health, income protection, savings and retirement
programs provide security for employees and their families.

Work -Life Effectiveness: A specific set of organizational practices, policies
and programs, plus a philosophy that actively supports efforts to help
employees achieve success at both work and home.

Recognition:  Either formal or informal programs that acknowledge or give
special attention to employee actions, efforts, behavior or performance and
support business strategy by reinforcing behaviors that contribute to
organizational success.

Performance Management: The alignment of organizational, team and
individual efforts toward the achievement of business goals and

organizational success. Performance management includes establishing
expectations, skill demonstration, assessment, feedback and continuous
improvement.

Talent Development: Provides the opportunity and tools for employees to
advance their skills and competencies in both their short - and long -term

careers.



WHY ARE TOTAL REWARDS IMPOR

52%

are reporting
difficulty keeping
critical-skill employees,
compared with 41%

in 2013.

2in3

employers (66%)

reported having
problems attracting
) critical-skill employees.
l
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Source: Talent Management & Rewards and Global Workforce Studies




Compensation: Pay provided by an employer to its employees for services rendered. This
includes both fixed and variable pay tied to performance levels.

TRADITIONAL

BASE PAY MANAGEMENT:
MERIT
PAY FOR PERFORMANCE
C.O.LA |
SUPPLEMENTAL PAY el 0
OFF CYCLE ADJUSTMENTS




Pay-For-Performance Outcomes

But, some managers are rethinking the role of merit pay by moving
beyond short-termindividual performance towards a more holistic
approach...

In making decisions about merit increases, employer respondents say their managers

give more weight to the following indicators than was called for in program design:

Program Manager
Design Considerations
Criticality of roles 19% 42%
i fro busiessmodsl . 25% | 45%
reedncene - 46%  64% ;
Achievement of team goals 25% 41%

Source: Talent Management & Rewards and Global Workforce Studies
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Base Pay Performance
(Holistic Review) Management "

Quialifications DECOUplE!

Regular Meetings

Job Content and Performance

Contributions Base Pay Performance Goal Setting

Pay History Performance Evaluation

-
Position in Market ( /nternal and ‘
External)




TOTAL REWARDS ARE THE LARGEST ORGANIZATIONAL EXPENSE
SALARY MASS GROWTH > NEED FOR STRATEGIC ALLOCATION OF TALENTHSVYMENT

PURPOSE OF COMPENSATION IS TO ATTRACT AND RETAIN TOP TALENT NHEEDO BE A WORLBCLASS
BUSINESS SCHOOL THROUGH MARKET LENS OF SUPPLY AND DEMAND

MUST EXPLORE VARIETY OF WAYS TO COMMUNICATEALUEAND MOTIVATE STAFF

MERIT POOL BUDGET WILL NEVER BE ENOUGH TO ACCOMMODATE A LARGBHBESH DIFFERENTIATION TO BE
A TRUE MOTIVATING FORCE

DETERMINING MERIT IS AN IMPERFECT PROCESS WITH INCONSISTENT EBEEMENT BY MANAGERS (NOTED
BY % COMPLETION OF PERFORMANCE REVIEWS)

PEOPLE WANT TO BE COMPENSATED FAIRLY FIRST AND FOREMOST; MEBRIREASE AMOUNTS HAVE BEEN
ONLY SLIGHTLY EFFECTIVE IN COMMUNICATING VALUE OR REWARDING PERMANCE




PILOT BEGAN APRIL 2016

FOCUS ON HOLISTIC APPROACH TO PAY
ADMINISTRATION

MONTHLY MEETING BETWEEN EMPLOYEE AND
MANAGER
QUARTERLY REVIEW OF

JOB DESCRIPTIONS

MARKET MATCHES

RANGE PENETRATION

COMPENSATION PHILOSOPHY COMMUNICATED TO ALL
MANAGERS

HELD MANAGER TRAINING SESSIONS ON COACHING

COMMUNICATED PROGRAM TO ALL EMPLOYEES
INVOLVED IN THE PILOT

HELD MONTHLY MEETINGS AS A PILOT TEAM TO LEARN
WHAT IS WORKING, WHAT CHANGES WERE NEEDED, ANI
ACTIONS TO TAKE TO KEEP PILOT ON SCHEDULE

STEERING COMMITTEE CREATED WITH MEMBERS OF
CROSSFUNCTIONAL LEADERSHIP




HOLISTIC ANNUAL COMPENSATION PHy

A All employee profiles confirmed as current and accurate ]

A HR analyzes/compiles data and makes recommendation based on holistic pay fact%»rs

A Salary managers review HR recommendations, make changes and provide approv%ils

A Budget rolls up to larger senior leadership to allow more flexibility with budget pool%

”{t'} 3 pe v




INCREASE IN ENGAGEMENT BETWEEN MANAGER AND EMPLOYEE

FLEXIBILITY AROUND MEASURABLE GOALS AND OBJECTIVES
REAL TIME COACHING AND RECOGNITION OF EMPLOYEES
BETTER INTERNAL AND EXTERNAL BASE SALARY ALIGNMENT TO MARKET




COMPENSATION

Compensation: Pay provided by an employer to its employees for services rendered. This
includes both fixed and  variable pay tied to performance levels.

TRADITIONAL

VARIABLE PAY PROGRAMS:

AANNUAL BONUS
ASPOT BONUS



US ORGANIZATIONS SPEND OVER $ 100 BILLION ANNUALLY ON INCENTIVE
PROGRAMS (HRM REPORY)

51% REPORTED USING ORGANIZATION PERFORMANCE TO DETERMINE
FUNDING AND INDIVIDUAL PERFORMANCE TO DETERMINE AWARD
PAYOUTS AMOUNT ( WILLIS TOWERS WATSON)

50% SAID ANNUAL INCENTIVE PROGRAMS ARE EFFECTIVE AT BOOSTING
INDIVIDUAL PERFORMANCE LEVELS. ( WILLIS TOWERS WATSON)

"



N

COMPENSATION SUPERCH~= .HI

Variable Pay
Bonus u

Variable Pay

Incentive

Future focused

Static total lump sum amount

Know the

Differencel!

Targets (may achieve +/-) Look back over past performance

Projected goals/objectives Formal or informal program

Behaviors or outcomes prescribed Not directly tied to forecasted goals

On the spot recognition
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Compensation:  Pay provided by an employer to its employees for services
rendered. This includes both fixed and variable pay tied to performance
levels.

Benefits: Programs an employer uses to supplement the cash compensation
employees receive. These health, income protection, savings and retirement
programs provide security for employees and their families.

Work -Life Effectiveness: A specific set of organizational practices, policies
and programs, plus a philosophy that actively supports efforts to help
employees achieve success at both work and home.

Recognition:  Either formal or informal programs that acknowledge or give
special attention to employee actions, efforts, behavior or performance and
support business strategy by reinforcing behaviors that contribute to
organizational success.

Performance Management: The alignment of organizational, team and
individual efforts toward the achievement of business goals and

organizational success. Performance management includes establishing
expectations, skill demonstration, assessment, feedback and continuous
improvement.

Talent Development: Provides the opportunity and tools for employees to
advance their skills and competencies in both their short - and long -term

careers.



Benefits: Programs an employer uses to supplement the cash compensation employees receive. These
health, income protection, savings and retirement programs provide security for employees and their
families.

Work -Life Effectiveness: A specific set of organizational practices, policies and programs, plus a
philosophy that actively supports efforts to help employees achieve success at both work and home.
Recognition:  Either formal or informal programs that acknowledge or give special attention to
employee actions, efforts, behavior or performance and support business strategy by reinforcing
behaviors that contribute to organizational success.

TRADITIONAL
AHealth Plans AWorkplace Flexibility C AReward Programs
ARetirement AHealth Wellness focused . AService Award

AVoluntary Benefits on employee health - AEmployee of the month

APTO ACommunity Involvement ANonmonetary gifts
ADependent Care
AFinancial Support
focused on employees
retirement options

Benefits



87% OF RECOGNITION PROGRAMS FOCUS ON TENURE WITH THE #1 TYPE
BEING SERVICE ANNIVERSARIES ( BERSIN& ASSOCIATES

69% OF EMPLOYEES STATED THEY WOULD WORK HARDER IF THEY FELT
THEIR EFFORTS WERE APPRECIATED ( SOCIALCAST)

ONLY 14% OF ORGANIZATION PROVIDE MANAGERS WITH THE TOOLS
NECESSARY FOR REWARD AND RECOGNITION ( GLOBOFORCI

WHEN ASKED WHAT LEADERS COULD DO MORE OF TO IMPROVE £
ENGAGEMENT, 58% SAI D 0G| WSYCREMEORIGH TI1 ON (
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Employee (+plan participant) Financial wellness check Team Builders
health screenings

Reduction in premiums or Persongl fir\ancial services Community Involvement
award for healthy goals (consolidation, group rates, (Volunteer or Board Services)
etc.)

Life style management Active Social events (Sports

Financial Dashboard

education (Stress or weight tournaments, teams or races) '

management) : . .
T Finance educational classes Special interest groups (book -

Health device give away and club, sporting events) :

link to online motivation

Dependent financial

On-site wellness rooms management (college funds,
aging parents)

Celebratory events and n on
monetary recognition




Health, Financial & Social Wellness




