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1. Build a Case For Change

2. Know the Steps and Components for a Plan 
Design Blueprint

3. Drive Rapid Plan Adoption

www.newsigma.com www.remedycomp.com



The Case For Change



What Problem Are We Trying To Solve

Effectiveness Efficiency

Motivation Profitability

Our process takes 
too long, requires 
too many people

²ŜΩǊŜ ǎǇŜƴŘƛƴƎ 
too much for 
what we get 

Our sales people 
ŀǊŜƴΩǘ ƳƻǘƛǾŀǘŜŘ 

or engaged

hǳǊ tƭŀƴǎ ŘƻƴΩǘ 
drive the right 

behaviors



Sales Compensation Issue?



Case Study

ÁHunters turned 
farmers

Áά{ǘǊŀǘŜƎƛŎέ !ŎŎƻǳƴǘ

ÁHigh concentration of 
ongoing business

üRoute Sales

ü$35k - $65k Base

ü5% Commission



Where is Your Strategy?

1. Start Up

R
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ÅAny Business

ÅOne Product

2. High Growth

ÅMore 
Business

ÅExpanded 
Portfolio

ÅLower Costs

ÅNew 
Customers

ÅCertain 
Business

ÅMultiple 
Product Lines

ÅHold Share

3. Managed 
Growth

4. Optimization

ÅMultiple 
Strategies

ÅTargeted 
Business

ÅCustomer 
Segments

ÅLimited 
market 
presence

ÅPoor new 
product 
penetration
ÅInadequate 

rainmakers

ÅPricing/Margins
ÅSales 

productivity
ÅJob 

contamination

ÅChannel conflict
ÅAttraction/ 

Retention of 
Sales Talent



Strategy Drives Comp Design!

1. Start Up 2. High Growth 3. Managed 
Growth

4. Optimization

ÅLow/no base 
salary mix

ÅRevenue
ÅUnits

ÅCommission

άWǳǎǘ {Ŝƭƭέ

ÅLow-moderate 
Base Salary

ÅRevenue
ÅQuota

ÅCommission
ÅBonus

ά{Ŝƭƭ ǿƛǘƘƛƴ ȅƻǳǊ 
assigned 
ǘŜǊǊƛǘƻǊȅέ

ÅHigher Base 
Salary

ÅMultiple Quotas

ÅBonus

ά{Ŝƭƭ ǘƻ ŎŜǊǘŀƛƴ 
customers 
within your 
assigned 
ǘŜǊǊƛǘƻǊȅέ

ÅMultiple Comp 
Plans:
üHunter
üFarmer

ÅMultiple Quotas
ÅTeam Measures

άCƻŎǳǎέ



Case Study

ÁWide variations in 
performance 

ÁTrapped by legacy 
business

ÁTurnover

ü IT Consulting 
Services Sales

ü $100k to $120k 
Base

ü 1.5% to 4.0% 
Commission + 
Bonus



Left-skewed Distribution



Pay and Performance Not Aligned

Under    Over



Bonus Measures = Little Impact



GP Influence on Incentives

R² = 0.8597
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No Correlation Between Pay and Quota



Score Card

Should Be As Is

High-margin, high-growth 
business

High-volume, low-margin 
business

Health care, federal and state 
government, select F1k

Wide mix in industries served

New customers Lack of consistent focus 
between pre- and post-sale

Motivating, market-
competitive pay levels

Motivating pay levels

Positive program ROI Poor goal alignment



Getting Started

Data Matters

Networking

The Path Forward


