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Q&A: How Boards Can Sell Pay-for-Performance 
 

By Sharon Podstupka 
 
Q: I chair the Compensation Committee of XXX company [a major software and 
consulting firm].  With proxy season coming up, there have been rumblings from a few of 
our investors about our top executive pay plans.  Integration of a recent acquisition has 
proved slower than we hoped over the last two quarters, but this isn’t showing in last 
year’s pay numbers for our CEO and top team.  We don’t want any Say on Pay issues to 
arise this year, so how can we sell investors on the idea that our exec pay-for-
performance plan will really work in the long run?  
 
A: Public company Boards, and specifically their Compensation Committees, are now on 
the front line in proving pay-for-performance.  However, too many Boards limit their input 
to the basic proxy filings, says Sharon Podstupka of Pearl Meyer and Partners.  This 
comp consulting leader recently launched a service to help companies communicate 
their pay plans to shareholders, with Podstupka in the lead.  “It’s important to have a 
plan for regular dialogue with investors, beyond the obvious things, like analyst calls.”  
 
This suggests that you need to call a comp committee meeting now to develop an action 
and outreach plan.  Review the exec comp documents and results to find the 
connections, and ways poor results will hit the CEO in the wallet.  Draw up how specific 
pay measures link to outcomes, even if some are less specific measures.  Look most 
closely at the metrics analysts study -- EPS, total shareholder return, etc.  Shape your 
story and your data early, and talk with the CEO and IR on ways to send this message 
(and if your analysis finds that pay isn’t tracking performance, ask tough questions 
yourself before investors or analysts do). 
 
You as Committee Chair, and management, then need to shape your narrative.  You 
should be sending the message that “we know these are the important measures that 
drive outcomes,” notes Podstupka.  Be active in communicating with analysts and any 
major holders who have issues with pay, and try unconventional messaging media.  For 
example, while the Compensation Design & Analysis (CD&A) filing does a good job of 
comp essentials, Podstupka sees emerging best practice in the Committee “adding 
notes and commentary, or a letter from the Chair to set the stage for the CD&A.”  This 
could be a good opportunity for you to point out that the formal numbers don’t tell the full 
pay-for-performance story. 
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Longer term, lobby to have the Compensation Committee involved in the pay 
development and messaging process earlier, which Podstupka sees as another coming 
best practice.  “Historically, the Committee hasn’t been involved at the beginning – it just 
reviews compensation plans and filings before they go out.  Now, we’re seeing that role 
being reversed.” 

 

About the Author 

 
Sharon Podstupka is a Vice President in the New York office of Pearl Meyer & Partners, where she 
specializes in executive compensation communications. Her areas of expertise include strategy, 
stakeholder management and content development. Ms. Podstupka works closely with clients in a 
wide range of industries to develop internal communications that educate and engage senior 
executives in their pay programs. She also has extensive experience in developing critical shareholder 
communications that clearly explain pay-for-performance in the context of today’s Say on Pay 
environment. 

About Pearl Meyer & Partners 
 

For 25 years, Pearl Meyer & Partners (www.pearlmeyer.com) has served as a trusted independent 
advisor to Boards and their senior management in the areas of compensation governance, strategy 
and program design. The firm provides comprehensive solutions to complex compensation challenges 
for multinational companies ranging from the Fortune 500 to not-for-profits as well as emerging high-
growth companies. These organizations rely on Pearl Meyer & Partners to develop global programs 
that align rewards with long-term business goals to create value for all stakeholders: shareholders, 
executives, and employees. Pearl Meyer & Partners maintains U.S. offices in New York, Atlanta, 
Boston, Charlotte, Chicago, Houston, Los Angeles, San Francisco and San Jose, as well as an office 
in London. 
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