TOTAL REWARD
BEST PRACTICES FOR

NON-PROFITS

Answer the following question:
At what point (how many employees) should an
organization have, before establishing a
formal compensation program2222

Anne Koo Thornquist, SPHR
(She/Her/Hers)
Consultant, Non-Profit HR

done, his aim fulfilled, they wil say: we did it ourselves.
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“I DON’T PAY GOOD
WAGES BECAUSE 1 HAVE
A LOT OF MONEY; I
HAVE A LOT OF MONEY
BECAUSE | PAY GOOD
WAGES”

~ Robert Bosch

Inventor, engineer and industrialist — founded Bosch
(automotive parts)

LORI ANN WHITTING
CEO OF PINE CASTLE

How the Compensation Survey helped my organization.
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A leader is best when people barely know he exists, when his work is

TODAY AGENDA
—

* Lori Ann CEO at Pine Castle — Shared Experience — Case Study

* Compensation Philosophy

Types of Compensation

Benefits of Compensation Plan

Total Rewards/Compensation Statement
* How to Use the Compensation & Benefit Survey — provided by Nonprofit Center of Northeast FL

* Advanced & Basics of Building a Compensation Plan

Florida Minimum Wage Impact

*TQ&A

COMPENSATION PHILOSOPHY

Tells the story of who you are as an organization
and what you value as an organization.

* Provides consistency in three areas: among
department, over time and as the company grows

« Strategy that links the different compensation
programs and pieces into one.

Aligns with the business objectives and is focused. i.e.
not “attract, motive and retain the best people”
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COMPENSATION PHILOSOPHY COMPENSATION STRATEGY
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% Lead the Market — Lag the Market * pay, variable compensation and benefit opporsoniies
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AT ANYO NS —
TYPES OF COMPENSATION COMPONENTS OF TOTAL REWARDS

Variables Pay: Bonuses and Incentives

Financial
Benefits: Health/Medical, Vacation/Sick Pay,
* People willing to work in exchange for rewards. Unemployment, Workers” Compensation, Social Security,
Refirement, Paid Family Leave, Tuition reimbursement.
* Started as a barter system i
* Financial; wages or salary Employee Discounts, Recognifion

Flexible work schedule

@)

N Non-Financial
Straight salary Inexpensive day care options for children

ommission Onl
C Only Favorable work situation

Salary Plus Commission
Piece Rate HR Development

Performance & Talent Career & Succession Planning
Management w

Performance Appraisals

Training / Professional Development
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Emploee Led Efort Finds en Ave Paid

Women on Average Arc Paid Less, Especially at Mid-Lovels

BENEFITS OF COMPENSATION PLAN =
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Proportionality Performance Recruitment & Retention Men's Bonuses Tend to Be Higher
* Market Data * Compensation Strategy * Employer Brand - W°M:m -

* Distributive Fairness + Key Organization Goals + Transparency N

* Procedural Fairness * Job related performance tied * Competitive with Market
into compensation




MY TOTAL COMPENSATION

TOTAL COMPENSATION STATEMENT

+ salary/hourlyrate

+ Flexible spendingaccountinformation

.  holida 1.b ity
duty, etc. v

+ Disabilityinsurance
+ Ufeinsurance

+ Employeeassistance program

+ Educationalassistance programs
+ Relocationexpenses
+ Leaming and developmentofferings

+ Career-advancement opportunities
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THE ADVANCE VERSION OF BUILDING COMPENSATION PLANS

+ Compensation Philosophy

Conduct Job Analysis

* Grouping into Job Tiers/Families

Ranking Positions using Job Evolutions

Conduct Market Research

Create Job Grades

Crate Salary Range Based on Research

Update and Aging the Data
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BASICS OF BUILDING A COMPENSATION PLAN

* Determine your Compensation Philosophy
* Pull a report of all current staff; DOH, Salary, FLSA Status, Title.

« Review all IDs and ensure they are updated.
* Title, Day to Day ibiliti ience, Years of Experience, Soft Skills

+ What other positions are needed for organization to succeed?
* Research Market Compensation with like positions

* Nonprofit Center of Northeast Florida

* Indeed.com, Glassdoor.com, Salary.com etc.

* Current posted positions within same industry.

* Review Total Rewards/Benefits

* Adjust range to reflect your organizations goals
* Determine the overall impact and how to move forward with adjustments (if needed)

HOW TO USE THE COMPENSATION & BENEFITS SURVEY

Hands on activity

* Review the survey being used
« Pull your salary and benefits data

+ Have job description (current) available for all staff
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DEBRIEF

CREATING A RANGE BASED ON RESEARCH

Proposed Ranges Min Mid Max.
Grade | $11.48 $13.50 $15.53
Maintenance | (market salary = $13.00)

Administeative Asst. (market solary = $14.00)

Grade Il $15.09 $17.75 $20.41
Special Events Coordinator (market salary = $17.50)

Community Educator (market salary = $18.00)
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Grade|
Maintenance | Administrative Asst. FLORIDA MINIMUM WAGE INCREASE
11.00 ircl 1372 . .
g EamdiDry E Effective: January 1, 2021, by September 30, 2026 increase completed
$11.50 $14.88
SRR GED * Effective immediately: $8.56/hr to $8.65/hr
Gradel + Over 6 periods gradually increase from $8.65/hr to $15 /hr
Communicator Educator Special Events Coordinator
$18.00 $17.65 * Things to consider
$18.20 $18.20 * Payroll taxes
* Strategic cost cuts
$18.30 $19.35 + Consider funding to ease immediate needs
$19.60 * Wage compression
$20.45 (red circle rate)

19 20

Name. Designation sasicsalary |__Hourly | New wase|_o/30/2021 [a/3012022] ss3or203 | assorauea | aszorazs szorzozs
(Gipson Gil__Customer senvice 256 s s 1000 s110 120 13, 14 15
(Ganesh Rahu _|Customer Service 256 se58  ses 1000 s110 120 13, 14 15
inudask o s 5 1000 s110 120 13 14 1
harafaip_|customer Senvice 2651 ss.8: 1000 s110 120 13 14 15
Vs oo P S0 _soq_smod siodsuod _sis FINAL THOUGHTS
shipaR___|customer ervice 285 9, 1000 s110 120 13 10 15
From smith__customer service 350 116 120 23 13, 15
onicBaker _Customer Sevice a7 124 13 14 15
lDivya Kumar _Customer Sevice a00 133 14 15
indhute |customerservice 400 133 14 15
ecpthie. a0 133 10, 1 « FLSA Categories
fsmon Tomy _Customer Sevice Lead o0 166
disonML__|customer Service Lead 500 20 + Preventing empl from di
iink jceLead 50 15
oseph?__Manager 700 B3 * How do bonus fit into non-profits
ciasmith _Manager 7001 233
Ha\e:el :anaker ;:Z zi * What is compression? What is red circle mean2 What is green circle?
jeanbonna__|Manager
ot o0 * How offen do you review your ranges?
obinGeorge _|Manager a0 266
oirector 1000 333
nidPaul __|oirecor 1100 366
oirector 1100 36.6
jBasie _|pirector 1100 36.6
awanpaul__|ve 1250 sa16
sharad Gandhi [ve 150 s0.
km_ve 17501 58.3:
Eirwrnry o —— [=]
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QUESTIONS??

* Highlight the functional competencies of

Total Rewards

* Knowledge to get maximum advantage

by better compensation and benefits
CONCLUSION management.

* Benchmark across other business and

functions to attract and retain good talent




