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Roughly four in 10 companies are planning or considering changes to their executive pay programs, or have already taken action, according to a recent study by

Willis Towers Watson.

While 59% of surveyed employers say they do not plan to make any changes to their executive compensation strategies, experts say they may seek to revisit their

pay metrics later in the year once they set their 2018 fiscal goals.

The most common changes employers have made or are considering include spending more time and analysis on this year’s incentive target and increasing the

use of discretion in 2018 incentive plans.

Steve Seelig, executive compensation counsel at Willis Towers Watson, says when discussing executive pay, employers should focus on two major changes that

came from the Tax Cuts and Jobs Act. The first is that companies’ tax rates will go down, but the second change revolves around the timing of when the act was

signed into law.

“The law was signed back in December 2017, which means companies are going to have a change in their 2017 year-end financials,” Seelig says. “The question we

posed to the employers is supposed to make them look forward to determine whether or not they will make any changes in the future.”

The question of change stems from the loss of deduction for compensation in excess of $1 million under Code Section 162(m) of the Internal Revenue Code, which

limits the ability of publicly held corporations to deduct annual compensation paid to a covered employee in excess of $1 million, with an exception to this limit for

certain performance-based compensation.

In a recent analysis completed by Haynes and Boone, LLP, the law firms' attorneys identified that what is considered as a covered employee has also changed

under the tax law.

Previously, Code Section 162(m) defined covered employees as the CEO and the three most highly compensated officers for the taxable year. The Act modifies the

definition of covered employees subject to the $1 million deduction limit to now include CFOs and also adds a ‘once covered employee, always a covered

employee,’ concept for any individual who was a covered employee on or after Jan. 1, 2017.

This means the rule will continue to cover former employees. For example, compensation paid after termination of employment — such as severance pay or

nonqualified deferred compensation beyond separation — is generally exempt from the limits under Code Section 162(m).

Expansions

Under the act, once the employee is covered by Code Section 162(m), he or she will remain covered for all future years — even after death, with respect to

compensation payable to his or her estate or beneficiaries.

This could result in subjecting severance and other post-termination compensation to the deduction limit.
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Also see: “With the new tax law, employers should expect changes to their benefit plans.”

Finally, covered companies under Code Section 162(m) have also expanded. The code initially covered companies with publicly traded equities required to be

registered under Section 12 of the Securities Exchange Act of 1934.

The act modifies this rule to also apply to companies that are required to file SEC reports under Section 15(d) of the Securities Exchange Act of 1934. This will pick

up companies that report due to publicly traded debt, as well as certain foreign companies, according to the analysis done by Haynes and Boone, LLP.

Seelig says his impression from speaking with employers in regards to executive pay programs is that the results from Willis Towers Watson’s survey are

surprisingly low.

“As companies get closer to their 2019 goal setting, they are going to find that they are going to be revisiting a lot of their pay metrics,” Seelig says. “Those

discussions are still ongoing with clients, but the results of this survey may have under-reported what is really going on out there.”
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The 50 best places to work in 2018, firms 1-25

As the new year begins, employers across the nation are aiming to recruit and retain top talent to help their business grow. Some employers, of course, are doing a
better job than others.  

Now in its 10th edition, Glassdoor’s 2018 “Best Places to Work” list is based on employee-submitted reviews collected between Nov. 1, 2016 and Oct. 22, 2017. To be
eligible, an organization needed to receive at least 75 employee reviews within the past year and must employ 1,000 or more workers.  

Winners are ranked based on their overall employee ranking achieved during the past year. (Employee rankings are based on a 5-point scale: 1.0=very dissatisfied,
3.0=OK, 5.0=very satisfied; Actual calculations extend beyond the thousandth decimal place). 

Here are the employers selected in the top 25. Employers ranked 26-50 can be seen here.

' !  � � �Print

� Start Slideshow

' !  � � �Print



Login or Register

Posted By Al Lewis

Thursday, February 15 2018 at 11∶31 AM

I was first an associate and then a partner at Bain & Co years ago. It was a great place to work then too, so no surprise it is on this list now. I've tried to apply what I learned there to

other jobs, as CEO, to create a similarly positive culture.
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Artificial intelligence is giving HR professionals the information they need to source and hire higher-quality professionals, according to a new survey from Korn

Ferry.

“A lot of folks thought AI was going to replace recruiting, but our perspective has always been AI is going to allow recruiters to do even more, from a qualitative

standpoint,” says Franz Gilbert, Korn Ferry’s vice president of product innovation.

The consulting firm’s survey of 800 talent acquisition professionals found that industry professionals routinely leverage AI to hone different aspects of the quest to

find the best candidates for the right jobs. Among the survey respondents, 69% turn to AI specifically to aid in finding higher-quality candidates, and the same

percentage of respondents agree that AI has transformed recruiting.

An attendee photographs an autonomous parcel delivery robot, developed by Starship Technologies Ltd. at the AI Congress in London, U.K.
Bloomberg

Among the other findings:

· Fifty-nine percent of survey respondents said that compared to five years ago, when AI was still novel, candidates now are more qualified, and 51% reported that

roles are filled in a more timely manner. 
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· Forty-eight percent of recruiters say AI is making their roles easier. 

· Forty percent say AI’s No. 1 benefit is providing valuable insights. 

· Twenty-seven percent report that AI’s No. 1 benefit is freeing up time.

But not everything that came out of the survey was positive. Of the 14% of respondents who report that AI has complicated their work lives, the majority say it

leads to an excess of data and they aren’t sure how to leverage it all.

Artificial intelligence is task-based, Gilbert says — not a sweeping solution to broad processes.

“Am I going to use it to source candidates? To interview them? Every application is different, and you have to decide where you are going to use it,” he says. “Also,

recruiters need to ask, ‘What data am I training AI for?’ You have to train AI. You can’t take a retailer’s data, for example, and run it against a bank. [Those are]

very different environments. And finally, when you do implement AI, you have to measure it. What are your results? How do they contrast to systems you were

using before?”

Looking ahead, Gilbert says, among other things, he is excited about AI’s natural language processing possibilities. For now, most AI is mostly through English, but

AI is swiftly learning new languages and is on the cusp of engaging with many more world languages.

Why does this matter for recruiters?

“Think about video interviewing,” he says. “For now, most recruiting is geographically based, often because of language. But soon AI will have auto translation, so I

can interview somebody in China” without the recruiter speaking Chinese, or the candidate from China speaking English. “It makes geographic barriers disappear,

and you make sure you get the right recruiter to do the right interview.”

Douglas Brown is a writer in Boulder, Colo., who has covered business and technology.
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