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The bottom line for employees
In today’s world of work, employees expect more from a job than
a paycheck.
We see many modern HR practices increasing focus on professional development,
corporate culture, flexible benefits, and office perks with the aim of providing a wellrounded workplace experience to drive engagement, loyalty, and retention.
But HR practices must not overlook the impact pay has on people, as well as
profitability. For an employee, pay represents their personal bottom line. A fact that
cannot be underestimated as companies try to optimize payroll spend while building
highly engaged cultures.
An employee’s experience with pay directly impacts how they feel about working for
a company. How compensation is set, and how easily an employee can access what
they’ve earned, is more closely tied to engagement and retention than most imagine.
How do employees feel about the pay experience? Many organizations don’t think
to ask – so we decided to. The results include important insights into changing
perspectives and expectations your employees have about what works, and what
can be improved.
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About the survey
For our inaugural Pay Experience Report, we explored how employees feel about how
they are paid – not only the amount of compensation they receive, but the frequency
and transparency with which they receive it.
We also dug into the differences between part-time and full-time employees, and those
who work contract or freelance.
In all, we surveyed 1,891 workers 18 years of age or older in the United States (982)
and Canada (909). The study was conducted by Hanover Research through an online
survey in March 2019.
The survey results highlight important messages for employers: payroll processing
is not simply another administrative task your back office must accomplish every two
weeks or every month. How people receive compensation for their work touches on
issues of fairness, transparency, and communication. Ultimately, the pay experience
reflects the trust employees put in your organization to live up to your end of their
employment arrangement.
This report reveals some bright spots, as well as areas for improvement in the pay
experience. For instance, only a small majority of survey respondents said they’re
satisfied with the fairness of pay reviews. Company transparency of information, such
as industry averages and coworkers’ pay, could also use improvement.

Full-time
Part-time
Contract/Freelance

18%
46%
36%
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And while employees are generally satisfied with certain aspects of their pay, such as
method of payment, timeliness, and accuracy, a quarter of all respondents reported
receiving inaccurate pay at least once in the last 12 months, while 22% said they
received their pay late.
In highly competitive hiring markets, where skilled employees at all levels have
ample opportunity to change jobs, organizations may want to renew efforts to
ensure employees are paid fairly, accurately, and on time, confirm pay reviews
occur regularly, and consider innovations to improve the entire experience.

In the last 12 months...

25% respondents
reported receiving
inaccurate pay

22% respondents
said they received
pay late

How pay
impacts
employee
I
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How pay
impacts
employee
satisfaction
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The impact of pay on
workforce happiness
A best-in-class workplace offers employees much more than a
paycheck in exchange for their contributions.
In many industries, forward-thinking organizations devote energy and resources to
building culture, development opportunities, benefits, and other perks, all with the
goal of creating engaged, loyal, and committed employees. This holds true even in
companies that primarily employ manual labor, hourly waged workers, or part-time
positions.
Despite these best practices, an employee’s earnings remain at the very core of their
relationship with an employer.
Our research found that pay is the top contributor to job unhappiness. However,
it’s not the top contributor to happiness. Pay alone won’t make an employee happy,
however, if the employee isn’t satisfied with their pay, they’re more likely to consider
leaving their job. In Ceridian’s 2018-19 Pulse of Talent report, the top reason
employees left their last job was dissatisfaction with their pay.

Why aren’t you satisfied with your job? (top 3 responses)*

46%

33%

I don’t make
a good
salary/pay
*Respondents could select multiple answers
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Terrible/no
job benefits

27%
Work isn’t
interesting/
I don’t like it

We asked respondents to rate their job satisfaction, then we asked why they responded
the way they did. Of those who indicated they were unsatisfied with their jobs, 46% said
it was because they felt they didn’t make a good salary – the most cited answer.
It’s worth noting that despite the fact that pay was cited as the top reason for
dissatisfaction among both male and female respondents, the percentage of women
who cited pay was much higher (51% of women vs. 35% of men).
However, those who said they are satisfied with their jobs ranked pay much lower on
the list of reasons. When asked why they are satisfied, employees were more likely
to cite interesting work (61%), good relationships with colleagues (53%), or that they
have flexible hours or the option of working remotely (46%). Compare this to salary
as a source of satisfaction (43%), which ranked as important as being respected and
having a good relationship with their manager.

Which of the following best describes why you are satisfied
with your job? (top six responses*)

1

2

3

4

5

6

1

My work is interesting /
I like it

3

I have flexible hours or
can work remotely

5

I have a good relationship
with my manager(s)

2

I have good relationships
with colleagues/employees

4

I make a good salary/
good pay

6

I am well-respected

*Respondents could select multiple answers
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Key underlying influences
When analyzing the pay experience, how much an employee earns is only the tip of the
iceberg. Other factors influence how employees feel about pay, and by extension, how
they feel about their job and employer.
In addition to compensation, this survey asked about a broad range of topics
related to pay, including:
• Timeliness
• Accuracy
• Frequency (e.g. bi-weekly, monthly, etc.)
• Method of receiving pay
• Transparency of information about pay (e.g. industry average, coworkers’ pay)
• Fairness and frequency of pay reviews
• Fair pay based on industry standards and gender
• Communication regarding pay
• Ability to easily access information about pay (e.g. on a mobile device)

How well an employer addresses these topics impacts the experiences of employees.
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Areas of general satisfaction
How satisfied are you in the following areas?
Method of payment
3%
4%

11%

21%

61%

Frequency of pay
3%
6%

15%

26%

51%

Accuracy of pay
3%
5%

13%

27%

52%

Timeliness of pay
2%
4%

13%

23%

Completely dissatisfied
Somewhat satisfied

Somewhat dissatisfied
Completely satisfied

58%
Neutral

Respondents are generally satisfied with method of payment, frequency, accuracy,
and timeliness. Eighty-one percent are at least somewhat satisfied with timeliness,
79% with accuracy, 77% with frequency, and 83% with the method by which they are
paid.However, there are certainly areas to improve or innovate (for a deeper dive see
Timeliness and Accuracy, p. 12, and Frequency, p. 16).
If organizations want to have an impact and drive change, they may want to focus more
on the “soft” measures of pay, such as transparency, fairness, and communication.
For example, only 57% of respondents said they’re satisfied with transparency about
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pay considerations like industry average and coworkers’ pay. A similar amount
(56%) expressed satisfaction with the fairness of pay reviews. (See Transparency,
communication, and pay reviews, p. 24.)
In competitive job markets, not addressing those measures of pay with thoughtful
HR management practices can jeopardize retention of skilled employees, according
to Lisa Sterling, Chief People and Culture Officer at Ceridian.
“The demands and expectations of employees in today’s workforce are significantly
different than two or three decades ago when most company leaders began their
careers,” says Sterling. “If you’re not focused on fairness and transparency, somebody
else is, and your employees are going to work for them.”
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Timeliness
and accuracy
of pay
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Are you mastering the basics?
For every payroll team, the mission is simple: get it right, and
get it done on time. Unfortunately, a significant number of
employees surveyed experience issues on payday.
Only 58% strongly agree they are paid accurately each pay period. Further, 25%
of all respondents revealed they have been paid inaccurately at least once in the
last 12 months.
Employees also experience delays in receiving their pay: while 64% of respondents
said they strongly agree they receive payment on time, 22% of all employees reported
they had received a late payment at least once in the last 12 months. Contractors and
freelance workers experienced this most often – 31% said pay arrived late, compared
to one in five (20%) of full-time and part-time employees.

How strongly do you agree or disagree with the following?
I receive my
payments on time

I’m paid accurately
each pay period

27%

21%
10%

64%

Somewhat agree

Completely agree
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58%

10%

3%

4%

2%

2%

Neither

Somewhat disagree

Strongly disagree

The sources of these delays varied. Of those who said they received pay late, 35%
cited “disorganization within the company,” while 25% pointed to problems with direct
deposit, and a disconcerting 19% said the delays were due to cash flow issues.

Which of the following explain why you received your pay late?

25%

14%

8%

19%

35%

Disorganization
within company

Issues with
direct deposit

Cash flow
issues

Issues with
mail delivery

Other

For payroll professionals, it may be dismaying to learn these issues are so prevalent.
“It’s the mantra of payroll professionals everywhere to pay people accurately and
on time,” says Cheryl Johannsson, Ceridian’s Director, Payroll, who is responsible for
Ceridian’s internal payroll in the U.S., Canada, the UK, Mauritius, and Australia.
She notes that the restrictions of some software and managed payroll services, combined
with the lack of real-time information, can push administrators at some companies to
submit payroll before it’s fully audited for errors and miscalculations.
“Inaccuracies often happen because payroll is so time-sensitive, that once you draw
a line in the sand, you really can’t go beyond that if you want to ensure timely pay,” she
says. “Eventually you don’t have any more time to audit, and you just have to hit ‘send.’”
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Payroll can be notoriously complex and laborious. In the 2018 Payroll Operations
Survey by Deloitte, 35% of respondents indicated the accuracy of items like withholding
calculations for regular or supplemental pay was their greatest challenge.
But the Deloitte survey also found that “The most common challenges that payroll
teams experience are associated with the receipt of inputs to processing payroll, often
from outside sources and exceeding the defined cutoffs and deadlines. Respondents
report issues with the accuracy and timeliness of the information provided, employees
and managers not completing and approving time cards, and difficulties loading data
into the payroll system from upstream systems.”
Johannsson notes that for some organizations, inaccurate source information can come
down to “fat-finger keying.”
“When you’re collecting source documents like bonuses and overtime from other
departments or other parties, they can make errors too,” she says. “The more human
interaction there is, the more opportunity for error.”
Issues of timeliness and accuracy will recede as more companies shift to human
capital management (HCM) systems that integrate and automate data sharing across
multiple HR processes, like employee onboarding, time and attendance, and payroll.
There is a lot on the line for companies beyond the penalties and reputational damage
with government agencies. “Employees’ pay is very personal to them,” says Johannsson.
“It’s a huge hit to employee engagement if they can’t trust their paychecks will be
accurate and on time.”
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Frequency
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Rethinking the traditional pay period
For decades, most organizations have paid employees every
two weeks or twice a month.
It’s what many employees are used to, and it impacts how they budget, and how they
think about money in general.
But the digital transformation of organizations and new software tools are introducing
the potential for new approaches to payroll.
As organizations examine their employees’ pay experiences, it’s worth considering the
frequency with which they receive compensation.
Two-thirds of full-time and part-time employees are currently paid every two weeks,
with another 20% paid weekly. However, when asked how they would like to be paid,
40% would prefer to be paid weekly, which signals a desire for more frequent access
to their earned wages.

Pay frequency (full- and part-time employees)

66%
50%

11%

40%
20%

6%

3% 4%

Monthly or less

Bi-weekly

How often do you get paid?
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Once a week

On-demand

How often would you like to get paid?

On-demand wages
A new approach to payroll that is gaining interest, according to SHRM, is to offer
on-demand pay. Some employees can request and receive a payout based on all
or part of their earned wages as early as the end of their work day or shift, typically
through an app or website portal. (Ceridian recently launched On-Demand Pay as
part of the Dayforce offering in the U.S.)
Although awareness of this approach is still growing, survey respondents expressed
interest: 35% are somewhat or very likely to participate, including 39% of full-time
employees, and 41% of contractors.
However, the younger demographic is significantly more interested. In fact, 56% of 18to 24-year-olds said they would be likely to participate in an on-demand pay program,
and 45% of those aged 25-to-34 years responded this way. This isn’t surprising given the
younger generation’s comfort level with digital innovations, and the growing use of apps,
social media, and technology that offer immediate gratification.

If your employer allowed you to access earned wages on-demand,
how likely would you be to participate? (likely or extremely likely by age)

56%

45%

41%

18-24

25-34

35-44
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30% 20%
45-54

55-64

16%
65+

When asked why they would be likely to participate in on-demand pay, 51% said it
would help with unexpected expenses, followed by those who said it would reduce
the stress of living paycheck-to-paycheck (45%).
While not all respondents said they would participate in on-demand pay, the reputational
risk of offering a properly managed program appears to be negligible. When asked
how their perception of their employer would change if they offered on-demand pay,
60% said it would stay the same, while 33% said they would regard their employer
somewhat or significantly more positively. Only 8% said they would think less positively
about their employer.
Full-time employees and contractors in particular were more likely to approve of
employers offering faster access to earned wages, with 36% and 35% respectively
saying they would think of them more positively.
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Financial
wellness
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The prevalence of stress
An employee’s personal financial circumstance will naturally color
their pay experience. If their compensation adequately covers
their lifestyle and financial goals, they may be more likely to feel
positively about their pay. But if they struggle to make ends meet,
payday is likely a greater source of anxiety.
Organizations should take employee financial wellness into consideration when
analyzing the pay experience.
Our survey found that employees regularly experience at least some money-related
stress. When asked “How stressed are you about pay and money issues on a regular
basis?” 80% of respondents said they are at least slightly stressed, including 22% who
said they are “very” or “extremely” stressed.

How stressed are you about pay and money issues on a regular basis?

20%

32%

26%

Not
stressed

Slightly
stressed

Moderately
stressed
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12%
Very
stressed

10%
Extremely
stressed

As you might expect, respondents with higher incomes reported lower incidences of stress,
while those with lower incomes were more likely to say they live paycheck-to-paycheck and
experience more stress. People under the age of 34 expressed more worry about money,
while after the age of 45, respondents’ likelihood of stress diminished.
However, having full-time employment is no panacea. Only 17% of full-time employees said
they had no stress, compared to 22% of part-time employees and 24% of contract workers.

Five pillars of wellbeing
To be a leading organization, it’s not enough to establish a pay scale, run payroll on
time, and leave it at that. Employees who are worried about money, regardless of
how much they make, will be more likely to leave for a higher paying job elsewhere.
As a business unit intimately tied to one of the so-called five pillars, or elements, of
wellbeing – career, social, financial, physical, and community – HR teams must demonstrate
that their organization cares about and supports employee financial wellness.
The survey indicates not many employees think their employers significantly care about
their financial wellbeing: only 24% of employees said their employer cares “very much,”
and a further 34% responded “a little.” But 27% of employees answered “No,” while
15% didn’t know.

Do you feel your employer cares about your financial wellness?
A little
No

15%

Very much
I don’t know

24%
27%
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34%

Part-time employees were the most skeptical. Only 20% felt confident that their
employers cared a lot about their financial wellbeing, while 35% said “a little.”
Interestingly, a higher proportion of contract employees (24%) thought their employers
cared very much for their financial wellness.
As organizations evaluate aspects of their pay experience, communicating those
decisions to employees is critical. For example, one strategy might be educational
initiatives to explain the value of joining the company’s 401(k) or pension plan.
“A lot of these programs do not require significant time and energy to implement,”
says Sterling. “Think about how much effort we as HR professionals put into building
and evaluating benefits programs. We should spend more time and energy on providing
education on why they are important, so people actually take advantage of them.”
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Transparency,
communication,
and pay reviews
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Communication is key
Transparency
The amount of transparency employees feel they’re given around pay can color
their overall pay experience. This includes transparency related to their role and
contribution within their organization, and to pay scales for similar positions at other
organizations.
On this point, satisfaction could be higher: 57% of respondents say they’re at least
somewhat satisfied when it comes to the transparency of information regarding
considerations like industry average and coworkers’ pay.

How satisfied are you when it comes to transparency of
information about your pay?

27%
9%
30%

30%

Completely
satisfied

Somewhat
satisfied

Neutral

Somewhat
dissatisfied

4%

Completely
dissatisfied

“Many organizations are not transparent about compensation,” says Lisa Sterling.
“It’s easier to defend your pay practices if people don’t have anything to compare
it to.” Inside many traditional corporate cultures, discussing pay is frowned upon.
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But access to information is disrupting those cultural norms. With online services like
Glassdoor, Salary.com, PayScale, and others now increasingly common, employees have
more access than ever to self-reported salary information.
When asked whether they feel they have a good understanding of how much other
people at their company are paid, 47% answered “Yes, my company is transparent
about pay,” while another 31% said they have an idea from speaking to colleagues.

Do you have a good understanding of how much others at your
company are paid?
Yes, my company is
transparent about pay

47%

Not formally, but I have an idea
from speaking to colleagues

31%

I do not know how much my
colleagues are paid

22%

“I believe a lot of organizations are still concerned about having an open dialogue
about pay,” says Sterling.
But the time to change is here, she says. “Pay data is so readily available, so organizations
have to be incredibly thoughtful about how transparent they are, and then make sure their
message aligns with what they’re actually doing and what their pay philosophies represent.”
This is particularly important as issues around gender pay equity continue to come to light.
This survey found that only 53% of female respondents believe they’re paid equal to men.
Sterling recommends providing as much visibility as possible into how pay is structured
throughout the organization. “If people understand what the pay ranges are for the role
they work in, it allows them to have greater insight into why they are compensated the
way they are,” she says.
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Communication
A key component of creating a positive pay experience is communication.
Only 39% of respondents strongly agree that their company clearly communicates
matters regarding pay, indicating there is room for improvement in this area.

My employer clearly communicates matters regarding my pay

39%

27%

22%

Strongly
agree

Somewhat
agree

Neutral

8%
Somewhat
disagree

4%
Strongly
disagree

Effective communication can begin even before an employee’s first day, by providing
all the necessary resources to ask questions about benefits or compensation. “It helps
get new employees engaged and familiar with company culture quickly so they can
hit the ground running.” says Johannsson.
Companies especially need to clearly communicate the different pillars of total
compensation. “That is absolute table stakes and yet many organizations still don’t do
it,” says Sterling. “When an organization is talking about pay, they need to be crystal
clear on what they’re talking about, whether it’s simply salary or hourly rate, or if it
includes commissions, benefits, etc., and then make sure they’re consistent going
forward when speaking about compensation.”
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Pay reviews
A key component of effective communication is how employees and their managers
discuss pay, considering the anxiety and interpersonal dynamics that can affect the
discussion for both parties.
The survey shows 63% of employees are comfortable discussing their pay with
managers, a healthy majority. However, only 36% said they “strongly agree” they’re
comfortable with these discussions, so there is room for improvement.
But a lower percentage of employees express happiness with actual pay reviews –
only 56% said they were at least somewhat satisfied with their fairness.

How satisfied are you when it comes to fairness of pay reviews?

5%
Completely
dissatisfied

8%

31%

26%

30%

Somewhat
dissatisfied

Neutral

Somewhat
satisfied

Completely
satisfied

One shortcoming may be that many organizations do not conduct pay reviews
regularly. One quarter of respondents say they never have pay reviews, while another
24% are unsure, and a further 10% said they receive them less often than once a year.
That means 59% of employees do not have clearly defined pay reviews that occur at
least annually.
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How often does your company conduct pay reviews?
Once a year
Never

8%

Unsure

10%

Less than once a year

33%

Multiple times a year

24%
25%

Sterling recommends that as organizations examine the pay experiences of their
employees, they should consider thinking beyond annualized performance evaluations.
While traditional pay reviews typically align to either a corporate budget cycle, or the
anniversary of the employee’s hire, those can significantly lag the actual performance
and contributions of employees.
“The way we compensate people should be tied to their contribution, their influence,
and their impact on an organization,” Sterling says. “Often, we wait far too long to have
those conversations or to make those adjustments, and we end up losing talent because
they are given opportunities for larger comp and salaries at other organizations.”
Organizations have an opportunity to evolve pay reviews to become more
continuous, and respond almost in real-time to align with how employees impact the
organization. A recent Harvard Business Review article called “HR Goes Agile” noted
that some organizations are adopting new compensation practices like spot bonuses to
recognize contributions more immediately after they occur.
“Pay really needs to be more focused on the impact of the individual,” Sterling says.
“Leaders need more empowerment to make the right decisions in real-time to
acknowledge and compensate their people for the contributions they’re making.
This will help retain your key talent.”
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Key
takeaways
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Critical lessons about pay
Getting paid is more than just a financial transaction for
employees. They depend on it to support themselves and their
families, plan for the future, and experience what life has to offer
outside of their careers.
That alone makes the pay experience vitally important. However, it’s also a reflection
of how their employer values their contributions, and the organization’s ability to fulfill
their commitments. As such, the pay experience is a crucial component of the trust an
organization builds with its employees.
The 2019 Pay Experience Report reveals some critical considerations for employers:
•

Ensure accuracy and timeliness: This is a non-negotiable aspect of paying people,
but it remains an issue for a significant proportion of employees. Organizations
should evaluate opportunities to further automate data collection and payroll
processing, with integrated HCM systems that support digital transformation.

•

Support employee financial wellness: Most employees have financial concerns,
and this can impact performance and retention. Employers have an opportunity
to support financial wellness with education that can help employees get the most
out of their pay.

•

Improve transparency: Many employees are not convinced they’re seeing the
whole picture from their organizations. Access to salary data is prevalent and will
only grow. Organizations should clearly detail how they structure compensation to
be competitive.

•

Evaluate pay reviews: Structuring a regular cadence to discuss pay is important,
especially for the many employees – and their managers – who may otherwise
avoid the conversation. To retain key talent, organizations can consider
opportunities to more immediately update an employee’s compensation
based on their contributions.
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•

Consider pay frequency: Although most employees are not dissatisfied with
being paid on a bi-weekly or monthly schedule, there is an appetite for both
weekly and on-demand pay, especially among younger employees. Organizations
should assess the potential benefits to their workforce of offering more immediate
access to a payout based on earned wages.

As the fight for talent continues in many industries, organizations need to consider what
their pay experience says about the strength of their relationships with employees.
When employees lose trust in their companies to accurately compensate them in a
timely and transparently fair way, they seek other organizations that will. Improving
your pay experience can help you form a more positive bond with your workforce,
which can positively impact your bottom line.
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At Ceridian, we create innovative technology
that organizations around the world use to
attract, develop, manage, and pay their people.
Our award-winning Dayforce solution helps
our customers manage compliance, make
better decisions, build great teams, and drive
engagement with their employees. Ceridian
has solutions for organizations of all sizes.

Ceridian. Makes Work Life Better™

www.ceridian.com
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