
 For the total rewards profession, 
it was a year of twists and turns 

that required solutions from 
WorldatWork members and staff.

By Jean Christofferson, WorldatWork 

Big data, wellness and health care, and 
CEO pay — workspan magazine in 2015 
explored these important issues facing 
total rewards professionals and sought 
out solutions to these challenges.

The Total Rewards Issues 
That Kept You Awake at Night in
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More than 70 feature articles 
and 65 monthly columns were 
published in 2015 for the sole 
purpose of educating and informing 
WorldatWork members. 

In this article, the editors explore 
the top issues and detail some 
of the most important tips, tricks 
and solutions straight from the 
pages of workspan.  

Technology Gets Cheaper, 
but Watch Out for Hackers
The year 2015 started off with 
suggestions for ways to incorporate 
technology on a budget. Author Dany 
Mathieu from Aon Hewitt provided 
ideas and tactics for creating total 
rewards success on a global scale. 
“Technological advances have 
improved multinational employees’ 
ability to access and analyze global 
data at a lower cost, significantly 
reducing the cost per employee for 
the certain analytical tools. They 
allow multinationals to make more 
informed decisions about benefits 
assessments and insurance solutions. 

Technology improvements have also 
reduced transactional costs. Solutions 
previously available only to large 
employee populations are now acces-
sible to virtually all employees within 
a multinational organization.” 

Speaking of technology, thousands 
of data breach headlines continue 
to show a need for increased cyber 
security. Remember Sony, Target and 
even the U.S. Postal Service, among 
others? Not only should companies 
be concerned about data, but author 
Drew Smith suggested that organiza-
tions arm employees with identity 
theft protection services as well. By 
adding identify theft protection as 
a voluntary benefit, employers can 
help stave off the enormous effect of 
identity theft on workers’ productivity. 
In the April issue he described the 
alarming rate at which identity theft 
happens and the effect it has on 
employees’ lives. 

“Consider that employees spend up 
to 165 hours of work time remedi-
ating their situation. Those victimized 
by ID theft also are absent from work 
five times more than average, use 
medical benefits four times more 
than average and use twice as much 
sick time as an average employee, 
according to an LSK Associates Study. 

Data and security breaches are at an 
all-time high. Hacking has evolved 
from something a computer geek 
may have tried in a basement to a 
lucrative, underground profession. In 
addition to becoming more sophis-
ticated, hackers are more efficient, 
too. Instead of infiltrating thousands 
of computers to get one-off informa-
tion, they are targeting one system or 
company to gain access to millions 
of identities.” 
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Top Headlines in 2015

Visit the Resource Center at www.worldatwork.org to find these workspan articles and more.

back to 
basics

10 Steps

Cyber Attacks  
on the Rise:  
ID Theft 
Protection Can 
Help Avoid Lost 
Productivity,
by Drew Smith

Back to Basics:  
Evolving from 
Wellness Into 
Well-Being, 
by Rose Stanley, 
CCP, CBP,  
WLCP, CEBS 

10 Steps  
for Effective  
Wellness 
Program  
Communications, 
by Linda Itskovitz

The New World 
of Shareholder  
Engagement  
& Activism,
by Eric Hosken 
and Kelly Malfis 

Breaking  
Down Barriers:  
Advances in 
Technology Make 
Access to Global 
Rewards Data  
Easier than Ever,
by Dany Mathieu

Engage Your 
Shareholders  
if you Want a  

‘Yes’ Vote,
by Russell Miller

Wellness and Well-Being 
Are Center Stage 
One of the topics most written about 
in workspan was wellness. With the 
increasing cost of health care and the 
fallout from the Patient Protection and 
Affordable Care Act of 2010 starting to 
take hold in 2015, companies started 
to look for ways to decrease health 
insurance premiums. With the goal of 
helping employees improve their health, 
several workspan authors offered 
tactics for creating a successful well-
ness program. Linda Itskovitz stated: 
“It is not necessary for companies 
to invest significant amounts of time, 
energy or money to develop compre-
hensive, large-scale programs. Rather 
than ‘go big or go home’ when it 
comes to their wellness programs, for 
health and financial wellness alike, 
companies can implement smaller 
and simpler activities that are just as 
effective — and can be expanded as 
enthusiasm and needs grow.”

Itskovitz suggested the following 10 
tips for success: 
1   | Create an employee-driven 

program. Empower employees 
to take charge of their health 
and finances. Before embarking 
on the design of a wellness 
program, establish a committee 
that includes both managers 
and staff members.

2   | Establish a baseline. Before 
kicking off a new wellness 
program, spend time getting 
to know the barriers to well-
ness within the workplace. By 
defining a baseline for the well-
ness program, the company can 
better match the program with the 
employee population.

3   | Create an atmosphere of healthy 
competition. Encourage the 
formation of teams for fitness 
programs, whether cross-func-
tional or within existing divisions. 
Then engage in a bit of healthy 

competition to see which team 
can meet specified fitness goals.

4   | Promote and communicate 
consistently. Ensure that program 
successes, activity options and 
feedback can be shared regu-
larly and easily.

5   | Be creative. Successful wellness 
programs don’t have to be expen-
sive and expansive — instead, 
innovation and simplicity are the 
name of the game.

6   | Create a wellness honor roll. Public 
recognition — especially from 
peers — can be a powerful moti-
vator. Establish wellness milestones 
that can be acknowledged publicly.

7   | Leverage internal communication 
channels and video to promote 
programs. Post interesting and 
informative videos that can help 
employees reach their health 
and financial goals. Promote and 
communicate wellness activities 
on an ongoing basis. 
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8   | Utilize the power of incentives 
(and disincentives). Visible incentives 
like losing weight or lowering blood 
pressure may be enough to motivate 
some employees. For other individuals, 
help keep enthusiasm high by incor-
porating small incentives and rewards 
along the way, such as stress balls, 
water bottles and gym membership 
discounts. Disincentives can be equally 
powerful — consider placing a “tax” on 
certain less-than-healthy food choices in 
the corporate cafeteria.

9   | Involve spouses and significant others. 
Enable employees to share well-
ness goals and activities, as well as 
ongoing progress, with these very 
important people.

10   | Think post program. Communicate about 
wellness activities at regular intervals to 
keep the program fresh and interesting. 
Revisit employee successes at specific 
milestones every three, six or and 
12 months to reinforce the importance of 
employee wellness.

In addition to physical wellness, total 
rewards professionals were interested in 
the expanded definition of wellness and 
how it leads to well-being. In the April 
issue, WorldatWork’s Rose Stanley, CCP, 
CBP, WLCP, CEBS, provided information in 
workspan’s Back to Basics column to help 
readers understand that financial concerns, 

spirituality and mental health are all part of 
an employee’s overall well-being. 
“This integrated well-being approach 
typically includes several components. 
WorldatWork has developed these categories 
along with the potential programs. 
❙  Physical health (enhancing one’s 

physical fitness)
❙  Mental/emotional health (resources to 

balance one’s self, situations and others)
❙  Financial health (tools to attain financial 

freedom and success)
❙  Spiritual health (defined as one’s strong 

sense of self or purpose through beliefs, 
principles, values and ethical judgments).”

CEO Pay: Shareholders 
Want More Information 
With the passage of the Dodd-Frank Wall 
Street Reform and Consumer Protection 
Act of 2010, CEO pay is under more scru-
tiny than ever. And shareholders have 
gotten louder in voicing their concerns by 
voting “no.” But several authors offered 
ways to help companies ensure a “yes” 
vote on CEO pay. 
“Shareholders consider both pay practices 
and company performance in casting their 
votes. Recognizing that a shareholder-friendly 
pay program alone cannot always guarantee 
a favorable outcome, companies have been 
forced to evolve their say-on-pay strategy. 
The companies that are best equipped to 
ensure a favorable say-on-pay vote outcome 
are those that design their compensa-
tion programs to reward for successfully 
executing their business strategy and then 
effectively communicating the rationale for 
their pay decisions to foster understanding 
by their shareholders. While this is typically 
accomplished through the annual proxy 
statement, many companies have enhanced 
their communication by directly engaging 
with shareholders. For example, in their 2014 
proxy statements, Intel and Janus Capital 
Group disclosed significant shareholder 
engagement campaigns and their responses 
to related feedback. Each of their 2014 say-
on-pay vote outcomes increased by more 
than 35 percent over 2013’s votes (when no 
shareholder engagement was mentioned).”
One way compensation professionals are 

trying to get ahead with CEO pay is through 
engaging shareholders in continuous 
communication campaigns. Authors Eric 
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Hoskin and Kelly Malafis in the 
November issue discussed the idea 
of shareholder engagement as an 
up-and-coming strategy to deal with 
the increased scrutiny, particularly 
with the recent passage of the CEO 
pay ratio reporting requirement, part 
of Dodd-Frank. 
“Shareholder outreach is becoming 
more and more common. In this 
last proxy season, 70 percent of 
companies in CAP’s database of 
100 large companies disclosed that 
they engaged in outreach with their 
shareholders. Companies typically 
reach out to shareholders controlling 
20 percent to 50 percent of their 
shareholder base with a median of 
40 percent among the companies 
in our database. 

Some companies have turned 
proactive engagement into an annual 
process. The benefits of this 
approach are that companies have 
more time to engage in discus-
sions with shareholders in the June 
through December timeframe than 
they do in proxy season. This is 
a prime opportunity to hear from 
shareholders about what drove 
their vote on the most recent say-
on-pay proposal as well as which 
aspects of the pay program they 
liked and which areas where there 
may be concerns.” 
The authors had the following 

recommendations:  
 ❙ Schedule meetings/conference 
calls with the major institutional 
shareholders (e.g., top 20) or 
activist investors.

 ❙ Determine who should attend 
the meetings.  

 ❙ Participation by the compensa-
tion committee chair signals 
that the board takes shareholder 
concerns very seriously and that 
they are very involved with the 
program design.

 ❙ From the company side, meetings 
are often attended by representa-
tives from legal, investor relations 
and compensation. 

 ❙ The committee’s consultant is also 
sometimes involved to provide the 

external market context and relevant 
benchmark data.

 ❙ Committee chair outlines the 
compensation philosophy and 
programs, how they align with the 
business strategy and why compen-
sation programs are designed in the 
best interest of shareholders.

 ❙ Committee chair asks shareholders 
what their concerns are about 
compensation program. 
Technology dilemmas, wellness 

and well-being, and CEO pay issues, 
among others — 2015 brought 
numerous challenges for total rewards 
professionals. But workspan is here 
to help. By publishing numerous 
high-quality, peer-reviewed articles 
each month, the editors hope to 
provide information that can help 
put your mind at ease. If you have 

an idea for article, please email 
workspan@worldatwork.org.   

Jean Christofferson is the managing editor at 

WorldatWork in Scottsdale, Ariz. She she can be 

contacted at jean.christofferson@worldatwork.org.
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