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What total rewards issues are 
on the minds of employers 
from around the world? 

What will concern them in the years 
ahead? As the business landscape con-
tinues to become more globalized, the 
need to attract, engage and retain top 
talent remains at the top of employers’ 
priority lists.

The 2014 Global Top Five Total Re-
wards Priorities Survey from Deloitte, 
the International Society of Certified 
Employee Benefit Specialists (ISCEBS) 
and the International Foundation of 
Employee Benefit Plans is an annual 

barometer of talent and rewards man-
agement challenges. Conducted global-
ly for the second year, the survey asked 
employers in 22 countries to rank the 
top five priorities for 2014 and answer a 
series of questions on their approaches 
to total rewards.

Across all geographies surveyed, at-
tracting, motivating and keeping tal-
ent was both the top priority and the 
top challenge of the next three years 
for human resources (HR) leadership. 
This concern reflects the talent paradox 
companies around the world continue 
to face as they struggle to fill technical 

and skilled jobs. The pressure mounts 
as employers compete for a group of 
skilled workers that is smaller than the 
market.

The top five priorities for 2014 are:
 1. Aligning total rewards with busi-

ness strategy by attracting, moti-
vating and retaining employees

 2. Costs of providing benefits to em-
ployees

 3. Motivating staff when pay in-
creases are flat or nonexistent

 4. Demonstrating appropriate re-
turn on investment for reward 
expenditures
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 5. Creating a rewards program that reflects the culture 
and goals of the organization.

The priorities list remained fairly stable from 2013 to 
2014. One noteworthy change is that the cost of provid-
ing benefits to employees jumped from the fourth place in 
2013 to second this year. This also was one of the key differ-
ences in priorities among the geographies—The Americas 
region places a greater emphasis on the cost of providing 
benefits to employees. Particularly in the United States, 
there is a great deal of uncertainty around health care ben-
efits and the role they could play on the incentive structure 
for talent.

A survey finding of particular concern was that only half 
(50%) of employers agreed with the statement, “My orga-
nization has the correct total rewards strategy in place to 
recruit and retain the talent we need in our workforce.” 
Overall, this suggests organizations continue to struggle 
with finding the right way to align total rewards with their 
overall business strategy; however, organizations do not ap-
pear idle or content.

The top action taken last year (or expected to be taken 
next year) regarding total rewards was increasing health and 
well-being initiatives. The Americas place considerably more 
emphasis on wellness compared with the rest of the world. 
There is a growing interest among both employers and em-
ployees in the Americas to provide and participate in well-
ness and disease management programs.

Increasing employee communication and education is the 
top change employers plan to make. This reflects recognition 
of the value employees place on career development, as well 
as the continued need for employers to train and educate 
their workforce to stay current and competitive and develop 
the next generation of leaders. Employees often have high ex-
pectations of employers to be transparent and openly share 
information. In addition, the complexity of communication 
and education efforts continues to escalate as aging work-
forces worldwide are increasingly concerned with retirement 
security and health.

“Employers recognize the critical nature of total re-
wards as a primary way to attract, motivate and retain 
employees,” said Michael Wilson, CEO of the Interna-
tional Foundation and ISCEBS. “Equally important is for 
employees to understand the value of their total rewards. 
Employer-provided education and communication are 
imperative for employees to better understand and make 
use of their rewards. Additionally, employers are educat-
ing beyond benefits literacy to include topics such as per-
sonal finance, health and wellness.”

Compensation programs continue to garner signifi-

cant attention as they are generally the most visible and 
costly component of a rewards strategy. Organizations 
looking to redesign their compensation programs are 
most likely to focus on variable pay and performance-
based pay. As further evidence of the shift toward pay for 
performance, among those that are considering compen-
sation plan redesign, seven of the top ten choices selected 
were directly related to performance-based pay and/or 
incentive compensation.

While the design of total rewards programs is the most 
important aspect in driving value, correctly administering 
and delivering these programs continues to be extremely 
important from a talent and risk management perspective. 
More and more, the communication and delivery of the to-
tal rewards programs is how success will be perceived and 
measured. Administration should be aligned with both the 
capabilities of the organization and the goals of the total re-
wards strategy. Asked to identify how they restructured ad-
ministration of some or all reward programs within the past 
12 months (or how they’ll do so over the next 12 months), 
respondents indicated the top focus was increasing the use of 
employee self-service technologies, including decision sup-
port tools to help employees make informed rewards pro-
gram decisions.

In an ever-changing economic environment, organiza-
tions continue to review and evaluate the total rewards pro-
grams they have in place to understand the return on invest-
ment for this area of significant cost. Going forward, the 
best companies will continuously evaluate whether specific 
rewards programs are good fits for their employees, gauging 
the value the employees place on the benefits.

by | Neil Mrkvicka, Senior Research Analyst
International Foundation of Employee Benefit Plans
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