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The Challenge of Managing 
Compensation Changes  

A Model for Measuring Impact  

Enhancing Employee Pay Perceptions 
Through Effective Change Management 
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48% 

38% 

24% 

21% 

21% 

35% 

To Improve Emp Productivity 

To Attract Talent 

To Enhance Employee Value 

To Increase Employee Retention 

To Ensure Market Competitiveness 

To Increase Cost Savings 

Most Common Reasons for Compensation Change 
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Term Definition Impact 

Plan Design 

Steps to devise 

compensation 

program or policy 

28% 

Change 

Management 

Steps to manage 

roll out of 

compensation 

change 

26% 

Change 

Implementation 
Ongoing execution 46% 
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22% 

 

9% 

 

Intent to 

Stay 

Discretionary 

Effort 

Change in 

Outcomes 
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Not  as Much Attention Paid to 
Change Management 
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• Organizations place relatively little emphasis 

on compensation change management 

relative to change design 

62% 
Plan 

Design 

38% 
Change  
Mgmt.  
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Ineffective Change Management 

Organizations 
focus efforts on 

designing 
change but not 

rollout 

Organizations 
communicate to 

inform rather 
than manage 

reactions 

Organizations 
fail to anticipate 
effectiveness 

before 
beginning  as 

well as to 
evaluate 

during/after 
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The Challenge of Managing 
Compensation Changes  

A Model for Measuring Impact  

Enhancing Employee Pay Perceptions 
Through Effective Change Management 



CONFIDENTIAL.  
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Employee Pay 

Perceptions 

Attraction 

Effort 

Intent to Stay 

Pay Design 

Change 

Management 

Plan 

Implementation 
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Employee Pay Perceptions Drive 
Talent Outcomes 
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The Challenge of Managing 
Compensation Changes  

A Model for Measuring Impact  

Enhancing Employee Pay Perceptions 
Through Effective Change Management 
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Leverage Key 
Stake Holders to 

Plan Change 
Rollouts 

• Target the right 
stakeholder 
involvement to 
plan rollouts 

Manage the 
Flow of 

Information 
Around Change 

• Go beyond 
information 
delivery to 
build 
understanding 
and promote 
positive 
employee 
outcomes 

Rollout Change 
for Continuous 
Improvement 

• Analyze and 
respond to the 
change 
management 
process 
before, during 
and after 
change 
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Getting Buy-In From the Right 
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EXEC SENIOR IMPLEMENTORS 

WHY THEY 

MATTER 

“Hard Power” 

 

“Hard Power” 

“Soft Power” 

“Soft Power” 

WHAT WE NEED Formal approval Formal approval 

and commitment 

to support rollout 

Informal buy-in, 

commitment to 

support rollout and 

execution 

WHERE WE 

FALL SHORT 

- Don’t obtain 

sign off quickly 

and efficiently 

-Don’t obtain 

sign off 

-Obtain 

superficial buy-in 

-Focus on wrong 

group 

- Fail to bring in 

during change 

design 
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Leverage Key 
Stake Holders to 

Plan Change 
Rollouts 

• Target the right 
stakeholder 
involvement to 
plan rollouts 

Manage the 
Flow of 

Information 
Around Change 

• Go beyond 
information 
delivery to 
build 
understanding 
and promote 
positive 
employee 
outcomes 

Rollout Change 
for Continuous 
Improvement 

• Analyze and 
respond to the 
change 
management 
process 
before, during 
and after 
change 
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Timing Sources 

Frequency 
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Timing 

#1: Build 
Understanding 
Before Change 

Sources  

#2: Manage 
Informal Networks 

Frequency  

#3: Embed and 
Extend Across 

Change 
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2.6% 

 

3.1% 

 

Early 

Communications 

Early         

Training 

Impact on PPI 
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Employees Default to Negative 
Reactions to Change 
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•  Short window between approval and 

introduction of new LTI plan required preparing 

impacted employees before change finalized 

•  Compensation team needed a way to start 

building foundational knowledge of LTI 

vehicles to enable informed choices in new 

plan 

• Compensation team offered general LTI 

education not related to change itself but 

related to organizational strategy and vehicle 
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• Focus on line of sight between 
individual and organization 

• Emphasize performance elements  
 P4P Philosophy 

• Communicate role of special groups to 
org. objectives Special Rewards 

• Lay groundwork with business updates 
Low/no 

merit/incentives 

• Emphasize contributions to long-term 
goals Expanded LTI 

• Build reminders or explanations of 
relevant components into already 
scheduled messages 

Salary Structure 
or Range Change 
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BEST PRACTICE 
Leveraging Informal Leaders as 
Change Champions 
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HRBPs 
surface 
informal 
leaders 

Focus 
group 

participation 

Champions  
support 
change  
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BEST PRACTICE 
Support Change During Rollout 
Through Peer Interactions 
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Informal Leader 
Change Champions 

• Advocate for change 
with colleagues 

• Answer colleague 
questions 

• Help HRBPs make 
business case 

• Support change and 
answer questions 

Affected Employees 

• Hear about change 
from trustworthy 
source 

• Discuss and have 
questions answered 
in way employees 
can relate to 

• Ensures change is 
not perceived as 
“HR” 
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Leverage Key 
Stake Holders to 

Plan Change 
Rollouts 

• Target the right 
stakeholder 
involvement to 
plan rollouts 

Manage the 
Flow of 

Information 
Around Change 

• Go beyond 
information 
delivery to 
build 
understanding 
and promote 
positive 
employee 
outcomes 

Rollout Change 
for Continuous 
Improvement 

• Analyze and 
respond to the 
change 
management 
process 
before, during 
and after 
change 
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Organizations Fail to Measure 
Business Impact of Change 
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27% 

 

7% 

 

Measure 

Employee 

Outcomes 

Measure 

Business 

Outcomes 

% of 

Organizations 
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Rollout Change 
for Continuous 
Improvement 

“Before”: 
Anticipate and 

Tailor 

“During”: 
Assess and 

Iterate 

“After”: 
Evaluate and 
Incorporate 
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1. Analyze 
Employee 
Compensation 
under Current 
and New 
Structures 

 

2. Identify 
Gap 
Between 
Current and 
New 
Structures 

 

 

3. Tailor 
Business 
Unit Rollout 
Plan 
Accordingly 
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1. Informal and Thought Leaders 

2. Accountability Needs 

3. “Resistors” 

4. Team Capacity and Capability 

5. Tailoring Needs 

6. Rollout Sequence 

7. Common FAQ’s 

8. Communication Opportunities 

9. Information Balance 

10.Up-front Questions 
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