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By the end of today’s session, you will be 
able to…
• Describe key influences to consider for effective 

compensation planning in 2021. 

• Apply this trend information to effectively use 
financial resources in attracting & retaining staff 
to meet organizational challenges, while staying 
fiscally stable. 

• Describe other total reward priorities that may 
have temporarily taken a backseat to pressing 
COVID-19 concerns.



Key Influences to Consider for Effective 
Compensation Planning in 2021



Coronavirus Compensation Survey Results –
Summer 2020
An increase in uncertainty surrounding the long-term effects of the virus



Coronavirus Compensation Survey Results –
Summer 2020 (2)
An increase in uncertainty surrounding the long-term effects of the virus



Coronavirus Compensation Survey Results –
Summer 2020 (3)



Coronavirus Compensation Survey Results –
Summer 2020 (4)



Economic Outlook Impact
on 2021 Compensation Budgeting



The Federal Reserve Board – July 2020:
All Over the Place!

Source: www.cnbc.com



Congressional Budget Office 2021 
Projections
www.thehill.com

• Forecasted unemployment rate of 11.5% at the end of 
2020, painting a bleak economic picture.

• Unemployment = average 9.3% in 2021.

• Unemployment eventually dips down to 8.6% percent 
by the end of 2021.

• End result?  An economy that will be far from 
fully recovered, even by the end of next year.



Alternative Economic Indicators

• One, often overlooked economic indicator has been 
very consistent in predicting how strong the economy 
will be year after the year.  

• The Cardboard Box Economic Indicator:



Goldman Sachs Analysts Upgrade Their 
2021 Forecasts
• The availability of a vaccine is key to giving consumers the 

confidence to go back out there and spend.

• That spending is key to getting businesses growing again, 
which in turn leads to more employment.

• This forecast points to increased productivity during the 
first two quarters of 2021.

• Increased productivity often translates into expanding 
workforces and, ultimately, the return of labor shortages.



2021 Compensation Budgeting Projections



Salary.com 2020 – 2021 Salary 
Budgeting Survey Findings



Salary.com 2020 – 2021 Salary 
Budgeting Survey Findings (2)



Salary.com 2020 – 2021 Salary 
Budgeting Survey Findings (3)



Salary.com 2020 – 2021 Salary 
Budgeting Survey Findings (4)



WorldatWork 2021 Forecast



Poll Question #1

During the COVID-19 pandemic, which total reward planning strategy 
is your organization taking for 2021?

1. We are delaying planned pay adjustments for 2021 but have kept 
the same budget amount.

2. We have not delayed pay adjustments for 2021 but have reduced 
the budget amount.

3. We have not made any changes to our 2021 compensation budget 
or timing as of this time.

4. Adjustments to our 2021 compensation plan are still under 
discussion.

5. We are taking a different approach from the options above.



Addressing Entry Level Pay Compression



Creative “Pay Banding”
• No longer do we need to worry about state legislatures 

making moves on the minimum wage when we have Target, 
Walmart, Amazon, and others committing to $15.00 corporate 
minimum wages.

• This move has dramatically changed compensation program 
design parameters. 

• Many Astron clients across the country are following this 
practice and proactively establishing higher minimum wages 
going into 2021.

• But with this there is a greater need to analyze the financial 
impact of the compression that is created – particularly in 
lead and supervisory jobs – that are currently paid only a few 
percentage points different from the minimum wage staff.



Creative “Pay Banding” (2)

An alternative strategy Astron recommends is developing broad pay 
bands at lower grade levels and incorporating pay range zones 
linked to job complexity.  For example:



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



Poll Question #2

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

• We are currently following previously established employee engagement 
strategies and / or programs without reviewing them first.

• We have used this time to review and make revisions to current 
employee engagement strategies and / or programs for 2021.

• We have used this time to review current employee engagement 
strategies and / or programs, but are not making any changes for 2021.

• We do not have employee engagement strategies and / or programs, 
and are considering developing them in 2021.

• We do not have employee engagement strategies and / or programs and 
will not be developing any in 2021.



Key Compensation Strategies For 2021



• 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

Option 1: Scorecard Approach to 
Rewards



Option 2: Quarterly “MBO” Reviews



Poll Question #3

How has the COVID-19 pandemic impacted your 2021 total rewards 
strategies?

• We will be following previously established employee total reward 
strategies and / or programs without reviewing them first.

• We have used this time to review and make revisions to total 
reward strategies and / or programs for 2021.

• We have used this time to review current total rewards strategies 
and / or programs but are not making any changes for 2021.

• We do not have total rewards strategies and / or programs and are 
considering developing them for 2021.

• We do not have total rewards strategies and / or programs and will 
not be developing any for 2021.



• Recognize that different employee groups value 
different rewards. Build managers’ rewards toolkits 
accordingly. 

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

• Enhance engagement by having employees and 
managers involved in the design and launch of 
reward programs, while balancing legal 
considerations.

Final Thoughts



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

• Create a common language of recognition by requiring 
all recognized employee behaviors, actions, or attitudes 
be tied to organizational 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. Recognize deserving 
employees “in the moment” so the reason for 
recognition is top of mind.

Final Thoughts (2)







About Astron Solutions
Astron Solutions is a Human Resource consulting firm dedicated to the 
specialties of compensation & total rewards, employee surveys, and 
Flare® web-based talent management.

Organizations throughout the United States & abroad turn to Astron 
Solutions for effective, efficient, & cost sensitive solutions to questions on 
base pay & incentives for all employee levels, Fair Labor Standards Act 
(FLSA) & executive compensation compliance, and talent management 
technology solutions.

Please visit www.astronsolutions.com to learn more about Astron’s 
services, clients, and senior team.
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Jennifer can be reached at

Email: jcloftus@astronsolutions.com
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Twitter: @AstronSolutions
Connect with Jennifer on LinkedIn
Telephone: 212-792-8885
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