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The COVID-19 pandemic has created significant disruption in the financial performance of

businesses across the globe, creating real challenges for compensation programs maintained by

both public and private U.S. companies. While the health and safety of company employees does

and should remain the primary concern, boards of directors and compensation committees may

also want to consider how the economic impact of COVID-19 may affect their short- and long-term

incentive compensation programs and the potential effects of related performance declines on

employee morale and commitment.

1. Establishing and Adjusting Performance Goals for Incentive Compensation Programs.

The destabilizing forces of the COVID-19 pandemic have significantly impacted business

operations around the globe. As a result, company performance may lag for reasons unrelated

to employee performance. In that context, boards of directors and compensation committees

should evaluate the performance goals that have been (or are scheduled to be) established for

their current cash and equity incentive compensation programs and determine whether it would

be in the company’s interest to adjust those performance goals . For public and private

companies that have not yet established performance goals for 2020 performance periods, to

the extent permitted under applicable plan documents it may be best to hold off on establishing

performance goals until the impact of COVID-19 on business operations is more fully

understood. Fortunately for U.S. public companies, the repeal of Section 162(m)’s performance-

based compensation exception in 2017 created significant flexibility as to when during a

performance period performance goals may be established. For public and private companies

who have already established performance goals for the 2020 performance period, the terms of

the applicable incentive compensation programs should be reviewed to determine the amount

of discretion that the company has to adjust those goals during or at the end of the

performance period to account for unexpected events, so that such programs continue to

motivate and incentivize employees for the remainder of the performance period.

2. Public Company Stockholder Outreach.
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The COVID-19 pandemic has also resulted in significant disruption to global financial and

equity markets, with all major U.S. stock indices reporting substantial year-to-date negative

stockholder returns as of March 13, 2020. This negative downturn comes on the heels of a

prosperous 2019 calendar year for many U.S. public companies, which likely resulted in

significant short-term and long-term cash and equity compensation payouts to company

executives. With the majority of U.S. public companies holding their annual meetings in the

next few months, many public company stockholders will have the opportunity to cast an

advisory vote on the executive compensation paid during 2019 (the “say-on-pay” vote), and

those payouts may look disproportionate when viewed in the context of recent stock declines. It

may be advisable for U.S. public companies to start reaching out to key stockholders now to

educate them on the merits of the 2019 cash and equity compensation payouts in order to

avoid negative feedback on their say-on-pay vote. As part of those conversations, U.S. public

companies could also preview any adjustments that may need to be made to 2020

performance goals in light of COVID-19.

Incentive compensation-related action items stemming from the COVID-19 pandemic will vary

significantly by company. However, boards of directors and compensation committees should keep

incentive compensation in mind as they meet and take action over the coming months.

Employee Benefits & Executive Compensation

RELATED PRACTICE AREAS



© 2024 Bryan Cave Leighton Paisner LLP.

3

MEET THE TEAM

This material is not comprehensive, is for informational purposes only, and is not legal advice. Your use or receipt

of this material does not create an attorney-client relationship between us. If you require legal advice, you should

consult an attorney regarding your particular circumstances. The choice of a lawyer is an important decision and

should not be based solely upon advertisements. This material may be “Attorney Advertising” under the ethics and

professional rules of certain jurisdictions. For advertising purposes, St. Louis, Missouri, is designated BCLP’s

principal office and Kathrine Dixon (kathrine.dixon@bclplaw.com) as the responsible attorney.

Jennifer W. Stokes

St. Louis

jennifer.stokes@bclplaw.com

+1 314 259 2671

Timothy W. Hanson

Denver

timothy.hanson@bclplaw.com

+1 303 866 0259

https://www.bclplaw.com/en-US/people/jennifer-w-stokes.html
https://www.bclplaw.com/en-US/offices/st-louis.html
tel:%2B13142592671
https://www.bclplaw.com/en-US/people/timothy-w-hanson.html
https://www.bclplaw.com/en-US/offices/denver.html
tel:%2B13038660259

