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What’s Inside
You’ve researched and determined that recognition 

is an excellent solution to some of your organization’s 

biggest culture, performance, and employee 

engagement pain points.

So, what’s the next step?  
This guide will walk through through the steps you 

need to take to get approval. Remember that if you are 

confident and committed to your proposal, you’ll foster 

confidence within your executive team. They want a 

reason to say yes – it’s up to you to make the case.
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Prefer video?

All three sections of this guide are available 

in on-demand webinar format. The webinars 

are linked throughout this guide, or you can 

contact us directly via kudos.com/contact 

and we’ll be happy to share the links. 

https://www.kudos.com/contact


Budgeting for  
Employee Recognition
Everything you need to build your budget.
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Budgeting for  
Employee Recognition
Today’s organizations are overwhelmingly finding that to 

compete in today’s competitive labor market and retain 

great employees, they must strengthen their employee 

experience holistically through unique benefits, flexibility, 

and proactive employee engagement initiatives. One 

proven way to enhance employee engagement is through 

regular, meaningful recognition. 

The benefits of employee recognition 
programs are undeniable and plentiful.  
When proposing employee recognition solutions, HR 

leaders are often tasked with building a budget for an 

enhanced program to get executive buy-in.  

So how do you build a comprehensive budget for a new 

program from scratch?  

How do you make sure you’re comparing different 

solutions “apples to apples” to get a clear picture of which 

solution is best for your needs?  

Recently, Kudos’ CFO, Karim Punja, and Kudos’ Director 

of Sales, Cheryl Smith, hosted a workshop to help HR 

professionals answer the questions above and more.  

You can watch the webinar here, or read on to learn  

all the insider tips and tricks shared.

Recognition’s Impact
Before digging into the actual budgeting exercise,  

it’s important to level-set on why you’re considering 

bringing in an employee recognition platform so you  

can contextualize your budget with a legitimate need  

and urgency.

Doing what’s best for your employees  

does not contradict doing what’s best  

for your company.”

Cheryl Smith
Director of Sales, Kudos

BU D G ETIN G FO R EM PLOYEE RECO G NITIO N

https://go.kudos.com/budgeting-for-employee-recognition-workshop-on-demand/
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Recognition by the Numbers

The Impact of Recognition
The Gallup Q12® Meta-Analysis is a fantastic resource to 

reference when building your case for the importance and 

impact of recognition. Here are some highlights:

1.   Recognized employees are more engaged 

employees. When employees feel acknowledged 

and appreciated by their place of work, they are 

more likely to develop the mental and emotional 

connections needed to be engaged.

2.   Enhanced engagement leads to lower absenteeism 

and reduced turnover. Research has repeatedly 

shown that employees who feel valued are less likely 

to leave their employer.

3.   Employee recognition drives a stronger workplace 

culture. Besides incentivizing achievement, employee 

recognition gives employers the ability to reinforce 

behaviors they find valuable.

4.    Employee recognition is important for inclusion. 

Creating a workplace environment where employees 

feel valued, welcome, and comfortable will foster a 

sense of belonging, psychological safety, equity, and 

general well-being.

5.   Employee recognition drives employee performance 

and productivity and business performance overall. 

Humans have an innate need to be seen by and 

receive praise from others, and employee recognition 

does just that. Organizations with employee 

recognition programs are 12× more likely to have 

strong business outcomes.

10% higher customer engagement

81% less absenteeism

18% less attrition at high turnover organizations

41% less attrition at low turnover organizations

81% greater well-being of employees

23% greater profitability

18% fewer safety incidents

18% more sales productivity

BU D G ETIN G FO R EM PLOYEE RECO G NITIO N

https://www.gallup.com/workplace/321725/gallup-q12-meta-analysis-report.aspx
https://www.kudos.com/blog/employee-recognition-101-why-when-and-how
https://www.kudos.com/blog/employee-recognition-101-why-when-and-how
https://www.kudos.com/blog/how-employee-recognition-can-fight-the-great-resignation
https://www.kudos.com/blog/how-employee-recognition-can-fight-the-great-resignation
https://www.kudos.com/blog/how-employee-recognition-can-support-inclusion-in-the-workplace
https://www.kudos.com/blog/how-employee-recognition-can-support-inclusion-in-the-workplace
https://www.kudos.com/blog/how-employee-recognition-can-support-inclusion-in-the-workplace
https://www.kudos.com/blog/choosing-strategic-core-values-and-assigning-qualities-4-simple-steps
https://www.kudos.com/blog/choosing-strategic-core-values-and-assigning-qualities-4-simple-steps


Current Benchmarks
(Per employee recognition budget benchmarks)

LOW – NONE

•  Under 1% of base salary

AVERAGE

•  1 – 3% of base salary 

ABOVE AVERAGE

•  4 – 10% of base salary

BU D G ETIN G FO R EM PLOYEE RECO G NITIO N
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The key number from the CFO’s perspective 

is the total cost of ownership.”

Karim Punja
CFO at Kudos

Building Your Budget
With all of the value that employee recognition and 

engagement provides in mind, it’s now time to build your 

budget. The following is designed to help you understand 

what key inputs and cost drivers make up that total cost so 

you can build an accurate and comprehensive budget.

Starting with benchmarks of how  
much today’s organizations invest in 
recognition and rewards provides your 
decision-makers with something to 
compare your proposal to. 
The benchmarks provided in this overview are for 

comprehensive recognition programs, like Kudos.  

Beyond helping with your proposal, these benchmarks 

can help you assess how your current recognition budget 

compares to others and give you a place to start if this  

is a net new program and initiative. Keep in mind that 

many organizations migrate legacy “years-of-service” 

awards and annual recognition programs to their  

modern recognition system, so those costs are included  

in these benchmarks.
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The Six Key Budget Inputs

Employee Count
Because you’re building your budget on a per-employee 

basis, this number is critical to an accurate proposal. Consider 

the exact size of your organization, whether it spans multiple 

regions, and whether there are various kinds of employees 

to consider (contract, field, temporary, interns). Larger 

organizations with multiple departments and regions might 

opt for a sequential implementation where, for example, a 

specific geography or division would start, then other groups 

would join in over a year or two. The timing of a staggered 

launch would have to be considered to make sure the budget 

is attributed at the right time.

Rewards or No Rewards? 
Some vendors will give you the option of running your 

recognition program platform with or without monetary 

rewards and points. Some costs to consider are whether 

points need to be purchased in advance, if rewards are 

marked up, and the fulfillment costs of physical rewards. 

Expected Recognition and Rewards 
Budget Per Employee, Per Year
Determine what you intend to spend on your program 

using the benchmarks above. You can also use the amount 

you’re spending on your current recognition/years of 

service program. For example, if you’ve recently moved 

to a remote work format, you could reallocate the budget 

from the expensive parties and receptions you’re no 

longer hosting.  

Budget Timeframe
Budgets are usually based on one fiscal year. Your CFO will 

likely want to know, beyond the fiscal year budget, what 

the total cost of ownership is for the program and the total 

cost of the agreement. For example, if you’ve committed 

to three years, fees for all three years would be included in 

your total cost of ownership. The total cost of ownership 

also consists of any additional resources required to run 

the program, such as staff time.

Hidden Fees
It’s essential to work directly with vendors to understand 

all fees and costs regarding rewards, markups, or 

fulfillment costs and any other resources you require.  

Your budget proposal should include a plan for who will 

manage this program (including one or two alternates).

Implementation & Support
Ensure you understand the onboarding and launch 

process, including any information technology (IT) support 

needed. Your CFO needs to consider the opportunity cost 

of using IT resources for this project rather than another, 

so providing that information upfront is extremely helpful. 

    HINT: With Kudos, rewards are optional.  

Kudos also never marks up points and rewards.  

You are in complete control of your budget!
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Your Budgeting Workbook
While all of this may seem overwhelming, the right 

vendor will be able to walk you through this process, 

making it painless and straightforward. 

To help, Kudos has a prebuilt  
Employee Recognition & Rewards 
Budget Planner that you can 
download here.

The workbook contains three helpful sheets:

1.    Business Details (the initial set of inputs for the 

budgeting process), if rewards are marked up,  

and the fulfillment costs of physical rewards. 

2.   Advanced Business Details

3.    Budget Worksheet (summary) which provides  

a nice output schedule of budget costs over a 

three-year period.

http://www2.kudos.com/budget-calculator-download
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Bringing It All Together

Budgeting is a tedious but extremely valuable business 

process that allows you to make significant strides  

in your work. 

Launching a formal recognition program 
is often a career-defining move for many 
HR professionals – it requires work and 
dedication, but the results are undeniable.

Finally, remember that this is the starting point. 

Depending on your organization’s structure, policies,  

and needs, there can be nuances. This overview captures 

the baseline budgeting information needed for an 

employee engagement and recognition system.  

Once again, we strongly encourage you to watch  

Kudos’ CFO, Karim Punja, and Kudos’ Director of Sales, 

Cheryl Smith’s budgeting workshop here. If you need 

any assistance building your recognition program budget 

or learning more about the value of recognition and 

employee engagement systems, please reach out to  

the Kudos team.

BU D G ETIN G FO R EM PLOYEE RECO G NITIO N

https://go.kudos.com/budgeting-for-employee-recognition-workshop-on-demand/
https://www.kudos.com/contact


Calculating the ROI of 
Employee Engagement
With the ROI in hand, you’ll be well on your way to 

impressing your leaders with the undeniable benefits 

of an employee recognition platform.
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Calculating the ROI  
of Employee Recognition

HR leaders carry a lot of responsibility.
They manage their organization’s most valuable (and most 

expensive) asset – their people. Luckily, there are several 

tools in the market are designed to help HR leaders with 

their many responsibilities. These tools include HRISs 

(Human Resources Information Systems), recruitment 

tools, and, more recently – modern employee engagement  

solutions, like employee recognition platforms.

While relatively new to the market in the last ten 

years, employee recognition platforms bring a host of 

benefits that align an organization’s historical employee 

engagement practices with the expectations and needs 

of today’s workforce. These platforms take traditional 

recognition practices like years of service programs or 

annual top-performer programs to a place that benefits 

all employees, every day. This increases the impact, reach, 

and equity of the programs by ensuring that no one is left 

out or left behind.

Unfortunately, because social employee recognition  

platforms are a new concept for many leaders, 

demonstrating the impact and business case to executives 

can be a challenge for HR teams.  

The good news is that the bottom-line 
impact of employee engagement and 
recognition is undeniable with the  
right metrics.

Recently, Kudos’ Founder and Chief Customer Officer  

Tom Short, and Kudos’ Director of Sales, Cheryl Smith, 

hosted a workshop to help walk HR professionals through 

how to demonstrate the ROI of employee recognition. We 

encourage you to watch a recording of the webinar here 

or read on to learn from the simple ROI example Tom and 

Cheryl shared.

Employee recognition platforms bring a host of 

benefits that align an organization’s historical 

employee engagement practices with the 

expectations and needs of today’s workforce.”

Tom Short
Co-Founder & CCO, Kudos

CALCU L ATIN G TH E ROI

https://go.kudos.com/calculating-the-roi-of-employee-recognition-workshop-on-demand-form/
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Demonstrating the Need
The first step in understanding the value of your 

recognition program is to demonstrate the need and 

urgency to your leadership team.

When we consider recognition, the key benefit is 

increased employee engagement. But why is employee 

engagement so critical?

Employee engagement is quite  
possibly the most critical factor  
to a successful business. 

Gallup has done countless studies on the  

benefits of employee engagement, which include 

increased profitability, more customer engagement 

(higher Net Promoter Scores), and improved productivity. 

Gallup has also found that enhanced employee 

engagement reduces costly trends such as absenteeism, 

turnover, production defects, and safety incidents.

But to make the case for investment in employee 

engagement, you need to be able to explain what 

disengagement is costing your organization today.  

As the famous saying by author and management guru 

Peter Drucker puts it, “if you can’t measure it, you can’t 

improve it.”

To present a compelling business case, you need to 

quantify your existing state when it comes to metrics 

you want to improve. These are called Key Performance 

Indicators (KPIs), and the three examples that we’ll 

explore more in-depth are:

1.  Absenteeism

2.  Turnover

3.  Disengagement

Why increase employee engagement? 
GREATER SUCCESS

23% more profitability

10% more customer engagement

18% more productivity (sales)

14% more productivity

FEWER NEGATIVE OUTCOMES

81% less absenteeism

43% less employee turnover

64% fewer safety incidents (accidents)

41% fewer defects

CALCU L ATIN G TH E ROI

https://www.gallup.com/workplace/321032/employee-engagement-meta-analysis-brief.aspx
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Key Performance Indicators

1. Cost of Absenteeism
Absenteeism is any failure to report for or remain at work 

as scheduled. Absenteeism does not include scheduled 

vacation, PTO, or sickness, but rather an unexpected/

unplanned absence. The absenteeism rate is calculated 

by taking the number of absent days and dividing it by 

the number of available workdays in a given period. The 

average absenteeism rate in the US is approximately 3.1% 

which translates to 64 hours per employee per year. For 

reference, a healthy rate is 1.5%. Absenteeism is caused 

by many factors (stress, lack of motivation, disengagement, 

workplace conflict, and more.)

According to workforce specialist Circadian, unscheduled 

absenteeism costs roughly $3,600 per year for each hourly 

worker and $2,660 each year for salaried employees. The 

costs can be attributed to many factors, including:  

•  Wages paid to absent employees

•  High-cost replacement workers (overtime pay for other 

employees and/or temporary workers)

•  Administrative costs of managing absenteeism

•  Stress on other team members

2. Cost of Turnover
Next, let’s consider the cost of employee turnover. 

Turnover can be both voluntary (leaving for another job) 

and involuntary (when someone gets let go). Both have a 

significant financial impact on organizations.

We are now experiencing the Great Resignation,  

a staggering trend of post-pandemic resignations.  

The Economist reported that a record 3% of the workforce 

in the US quit their jobs in September 2021.  

According to a study released in August 2021 from the 

National Business Research Institute, employees’ average 

annual turnover rate across industries in the United States 

is 15%. The cost of turnover can range from 20% for a  

mid-level manager to 200% for a C-Suite Executive.

3. Cost of Disengagement
Gallup found that 74% of people looking for a new job today 

are disengaged, “It’s not an industry, role, or pay issue,” 

Gallup’s team says, “it’s a workplace issue.”  

So, let’s look at engagement and specifically the cost  

of disengaged employees.

According to Gallup, disengaged employees 
have 37% higher absenteeism, 18% lower 
productivity, and 15% lower profitability.

In their book Follow This Path, authors Curt Coffman and 

Gabriel Gonzalez Molina estimate that a disengaged 

employee costs a company 34% of their annual salary,  

or $3,400 for every $10,000 they make.  

HR Key Performance Indicators:
• Turnover rate

• Recruitment costs

• Training & onboarding costs

• Absenteeism (disengagement)

• Learning & development cost

• 90-day quit rate

• Employee engagement survey

• Employee net promoter score

• Employee productivity rate

• Internal promotion rate

CALCU L ATIN G TH E ROI

https://www.kudos.com/blog/how-employee-recognition-can-fight-the-great-resignation
https://www.economist.com/business/2021/11/27/how-to-manage-the-great-resignation
https://www.nbrii.com/employee-survey-white-papers/survey-research-yields-data-on-employee-turnover/
https://news.gallup.com/reports/178514/state-american-workplace.aspx
https://books.google.ca/books/about/Follow_This_Path.html?id=Yf81AQAAQBAJ&redir_esc=y
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Ways to Increase  
Employee Engagement
• Living your vision, mission & values

• Appreciation & recognition

• Learning & development

• Communication & feedback

• Wellness programs

• Career growth opportunities

Recognition as a Solution
Evidently, the cost of disengagement as well as two of the 

most common byproducts of disengagement (turnover 

and absenteeism), are substantial, but there are many 

things employers can do to address these challenges. 

Presenting recognition as a solution and demonstrating 

the ROI is a great way to show your leadership team the 

value of your proposal.

While there are many ways to increase employee 

engagement, research by Cicero found that recognition  

is a highly effective solution.

CALCU L ATIN G TH E ROI

https://cicerogroup.com/
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Calculating the ROI
Using the three costs associated with Absenteeism, 

Turnover, and Disengagement, simple plug-and-play 

equations can lead you to a powerful ROI presentation.  

To illustrate this, we will use a hypothetical situation 

below that reflects many organizations. This example is 

described in more detail in the webinar recording.

ROI Formula

To calculate the ROI using our formula, we need two 

numbers: Total Savings (based on the achievement of the 

goals above, and Total Investment based on the number 

of employees (1000).

Calculating Total Savings
Absenteeism Savings = $41,230

Based on the costs we discussed previously, we can 

calculate the absenteeism cost savings based on 

1000 employees. The savings reflect a shift from a 

3.1% absenteeism rate (today’s standard) to a 1.55% 

absenteeism rate attributed to increased employee 

engagement through the recognition program. 

Absenteeism cost savings calculation:

Turnover Savings = $500,619

The turnover cost reflects the average cost of turnover for 

a mid-manager making $60,000/year: $12,000 + $4129, 

where $12,000 reflects 20% of $60,000 and $4129 

reflects the cost of onboarding a new employee, according 

to ADP’s estimate. In this example, we have used a modest 

turnover improvement year-over-year of 3%. (15.9% 

decreased to 13.9%). Turnover cost savings calculation:

Disengagement Savings = $408,000

Finally, the cost of disengagement was calculated as 

34% of the same average salary of $60,000. The Future 

state represents a modest 2% improvement in employee 

engagement. Disengagement cost savings calculation:

Now, we add Absenteeism Savings, Turnover Savings,  

and Disengagement Savings to get our total savings:  

Absenteeism % × 
Employee Count

Absenteeism 
Cost

Cost of Employee 
Turnover× =

Current state: 3.1% × 1000 × $2,660 = $82,460

Future state (50% Improvement):

1.55% × 1000 × $2,660 = $41,230

$41,230 savings

Disengaged % × 
Employee Count

Disengagement 
Count

Cost of Employee 
Disengagement× =

Current state: 60% × 1000 × $20,400 = $12,240,000

Future state (2% Improvement):

58% × 1000 × $20,400 = $11,832,000

$408,000 savings

Turnover % × 
Employee Count

Employee 
Count

Cost of Employee 
Turnover× =

Current state: 15.7% × 1000 × $16,149 = $2,535,393

Future state (20% Improvement):

12.6% × 1000 × $16,149 = $2,034,744

$500,619 savings

Total Savings = $949,849

CALCU L ATIN G TH E ROI

×  100  =  ROI

Total Savings
– Total Investment

Total Investment

https://go.kudos.com/calculating-the-roi-of-employee-recognition-workshop-on-demand-form/
https://www.adp.ca/en/resources/articles-and-insights/articles/c/calculating-the-true-cost-to-hire-employees.aspx
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Calculating Total Investment
A Conference Board of Canada study, Making it 

Meaningful: Recognizing and Rewarding Employees in 

Canadian Organizations, suggests that the average annual 

amount spent on recognition is $175 per employee.

So, using that average figure, we can estimate our 

investment for a company of 1000 people:

Recognition & Reward Investment  

= $175.00 per person × 1000 employees = $175,000

Total Investment = $175,000

Final ROI Formula

The results of this calculation are undeniable. A 443% 

return on investment is fantastic and awfully hard to 

ignore as a business leader. The best thing about the ROI 

of employee recognition specifically is that with regular, 

meaningful recognition, the returns will continue to grow 

as a strong culture of recognition develops.

Once again, if you would like a walkthrough of these 

calculations, we strongly encourage you to watch this 

helpful webinar, where you can download the slides to 

reference when creating your own ROI estimation.  

Key Takeaways
Calculating the ROI to help support the case for a 

significant investment is a critical step. Following the steps 

presented in this article should demystify the process and 

get you well on your way to blowing your leaders away 

with the hard numbers.  

As a recap, the steps are:

1.   Identifying Desired Outcomes  

(e.g., lower turnover)

2.    Identifying Relevant Metrics  

(e.g., turnover rate)

3.    Quantify Costs and Set improvement goals  

(e.g., turnover costs 20% of the employee’s salary,  

we want to reduce by 5%)

4.   Demonstrate the impact on the bottom line  

(e.g., a recognition and rewards program will cost us 

$175 per employee per year but reducing our turnover 

by 5% saves us $XYZ amount)

×  100  =  ROI

Total Savings
– Total Investment

Total Investment

×  100  =  433%
$949,849 – $175,000

$175,000

CALCU L ATIN G TH E ROI

https://www.conferenceboard.ca/e-library/abstract.aspx?did=4136


8 Steps for Pitching 
Employee Recognition  
to Your Executive Team
Follow this framework to design your  
comprehensive presetation.
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8 Steps for Pitching  
Employee Recognition  
to Your Executive Team

It’s time to pitch to your leaders  
to get approval.

While this can be a nerve-wracking process, it’s also  

an incredible opportunity to showcase your knowledge 

and expertise and impress your leaders with a solid 

business case.

In this article, we share a simple framework that will 

help you make a case for an employee recognition 

platform. That said, the framework presented can be 

used for virtually any business proposal.

This does two things: 

1.    It allows you to address some issues that might come 

up before the larger presentation.

2.    It converts that stakeholder into a friendly face so 

that during the main presentation, they will already 

be on your side and may even jump in to answer 

questions from other stakeholders in the room.

Now let’s jump into the 8 steps you’ll need to cover to 

successfully make the case.

1.  Mission

2. Current State

3. Future State

4. Solution

5. Cost to Change

6. Financial Benefits

7. Action Plan

8. Decision

Anatomy of Your Pitch

PITCHIN G TO YOU R EXECUTIVE TE AM

    TIP: Give an early preview of your pitch to a  

key stakeholder and get their advice and feedback. 



20  |  MAKING A CASE FOR EMPLOYEE RECOGNITION

1. Mission

Create Context and Define the Problem
Capturing the attention of your audience is critical. The 

key to doing this is clearly explaining your mission and the 

purpose of your pitch. 

Lead with the business need, define 
what you’re proposing and why you’re 
proposing it.  

Creating a mission statement for the initiative is a 

powerful way to do this. In the context of employee 

recognition, you could say, “my goal as an HR leader is 

to build a thriving culture based on measurable results. 

To achieve a thriving culture, we must reduce turnover, 

increase engagement, improve performance, and provide 

the tools for a more inclusive and happier culture.”  

Another great way is to connect your pitch to your 

company’s core values. For example, you could state 

that although your organization values innovation, your 

employee recognition practices are stuck in the past.

Finally, a powerful way to set the tone for your 

presentation is to tell a story. Share a personal experience 

or anecdote that will resonate with your audience while 

showcasing the reason behind your proposed initiative.

2. Current State

What’s the Cost of Doing Nothing?
When covering your organization’s current state, it’s 

crucial to create a sense of urgency.

Clearly illustrate that things are changing beyond the 

control of the company, and there will be winners, and 

there will be losers. This sets the stage for your leaders to 

want to be winners, and that not addressing these outside 

forces will cause the business to become less competitive 

unless they find a way to navigate these shifts effectively.  

Another important component of this is the cost of  

doing nothing.

In the previous section, we discussed how to calculate  

the cost of absenteeism, turnover, and disengagement.  

Using hard data like those numbers is a great way to 

demonstrate where you are today, where you want to 

go and how you’ll measure success. Comparing your 

organization to your competitors using benchmark  

data is also a great way to capture your executive  

team’s attention.  

Clearly describe how the problem presented affects  

the business and impedes corporate success. Bring in 

actual data from your organization. When you finish this 

section, your audience should be convinced that doing 

nothing is not an option and should be eager to hear your 

proposed solution.

PITCHIN G TO YOU R EXECUTIVE TE AM

Prefer video?
The content in this article is covered in a recent 

webinar you can access for free on-demand here. 

By accessing the on-demand webinar, you’ll also 

be able to download your customizable pitch deck.

https://go.kudos.com/getting-executive-approval-for-an-employee-recognition-program/
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3. Future State

What Does Success Look Like?
What exactly are you hoping to achieve? How will you 

measure success with your proposed solution?

These are questions you need to answer in this section of 

your presentation.  

Another way to approach this section is to consider what 

outcomes you’re looking for and the drivers that can get 

you there.

What is the one most important thing that your  

manager or company could do to make a meaningful  

and far-reaching positive impact? 

In the case of employee recognition, 
you want to demonstrate that you’ve 
considered all possible options (or drivers) 
and have determined that recognition 
is the best solution to achieve your 
organization’s specific goals.  

Describe the approach you’re proposing and the known 

benefits of that approach.

4. Solution

How Will You Make This Happen?
Now is the time to make your specific strategic 

recommendation. You’ve answered what will get you 

there; now it’s time to answer how.

This is where you propose your preferred vendor.

When recommending a vendor, it’s essential to show that 

you’ve compared various solutions to make the most 

strategic choice for your organization.

For employee recognition software, make sure to show 

that you’ve compared important features, including: Price 

per user, Rewards Markup, required integrations, support, 

analytics, mobile application, and flexible rewards.

Show that you’ve done your homework, identified the 

most important qualities in a vendor, reviewed multiple 

options, and have a decision matrix that led you to your 

recommendation.

This Buyer’s Guide is a great resource; it includes an 

employee recognition vendor comparison checklist.

Drivers
• Effective communication

• Healthy work culture

• Growth opportunities

• Rewards and recognition

• Work/life balance

• Boost employee morale

Outcomes
• Higher productivity

• Higher profitability

• Fewer safety incidents

• Reduced absenteeism

• Lower turnover

• Higher customer satisfaction and retention

PITCHIN G TO YOU R EXECUTIVE TE AM

https://go.kudos.com/buyers-guide-web/
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5. Cost

What Budget Needs to be Allocated?
Once you recommend a concrete solution, the next thing 

you’ll need to address is the cost.

When approaching cost, a good starting point is to 

share benchmarks. For example, for modern employee 

recognition programs, the key cost benchmarks are:

• Low: Under 1% of base salary

• Average: 1 – 3% of base salary

• Above Average: 4 – 10% of base salary

Next, present the actual cost of your proposal. Our 

budgeting spreadsheet is an excellent tool for this step. 

Following the spreadsheet will ensure that you consider 

all inputs such as your employee count, whether you’ll 

be including rewards and additional fees. Using the 

spreadsheet will allow you to show that you’ve compared 

vendors based on the total cost of ownership and are 

presenting the actual cost difference between your 

proposed solution and its competitors.

6. Financial Benefits

What’s the Impact?
Demonstrating the bottom-line impact of your proposal  

is often the most impactful part of the presentation.

The good news is that the financial benefit or ROI is 

undeniable with the right metrics when it comes to 

employee recognition platforms.

The ROI formula itself is relatively straightforward,  

and many of the required metrics should be readily 

available to you (e.g., turnover rate, engagement survey 

results, and absenteeism rate). You can see a step-by-step  

walk-through of how to calculate ROI here.

Beyond the ROI, demonstrating that your chosen solution 

has worked for other organizations is a powerful way to 

further support your case to a risk-averse executive team.

Examples you can use include:

• Case studies

• Client testimonials

• Awards won

• Product Reviews

Impact: KPI Improvements
• Absenteeism

• Turnover

• Employee Engagement

Impact: Culture Scores
• eNPS (Employee Net Promoter Score)

• Survey results

• Glassdoor ratings

PITCHIN G TO YOU R EXECUTIVE TE AM

https://www.kudos.com/blog/budgeting-for-employee-recognition
https://www.kudos.com/blog/calculating-the-roi-of-employee-recognition
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7. Action Plan

How Do We Make This Happen?
A vital component of a business proposal or business case 

is to present what your solution will look like in practice.

Make sure your presentation identifies the internal 

champions (likely yourself) and that you have buy-in from 

the most critical stakeholders for this initiative.

Ask your preferred vendor for an implementation plan 

and timeline so you can accurately predict and plan for  

a suitable go-live date.

8. Decision

Don’t Forget to Ask for Approval
This part is the simplest but most often overlooked step. 

After working through your presentation, and answering 

any questions along the way, don’t forget to ask for 

permission to proceed with the initiative.

If your executive team indicates that they need more time 

to make their decision, make sure to immediately schedule 

another time to ask for the decision again.

Tips & Tricks

RECRUIT CHAMPIONS

Find champions within the Executive Team  

who can:

•  Fine tune the presentation

•  Understand the political realities

•  Keep things on track during the meeting

•  Analyze the meeting afterward

FOLLOW THE 10⁄3 0 RULE

•  30-minute meeting = 10 minutes of material

•  Be prepared to have your meeting hijacked  

for discussion of the proposed solution

IMPROVISE

•  Be flexible and knowledgeable enough to let  

go of your presentation

•  Success: 80% is in the ability to facilitate the 

meeting and 20% is in the content

PITCHIN G TO YOU R EXECUTIVE TE AM
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Final Advice
Equipped with accurate budgeted costs, 

a persuasive ROI, along with a compelling 

and easy-to-follow presentation, you’ll be 

well on your way to getting the approval 

you are looking for to move forward with 

your plan. 

Remember that if you are confident and 

committed to your proposal, you’ll foster 

confidence within your executive team. 

They want a reason to say yes – it’s up  

to you to make the case.
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About Kudos
Kudos is an employee engagement, culture, and 

analytics platform, that harnesses the power of  

peer-to-peer recognition, values reinforcement,  

and open communication to help organizations boost 

employee engagement, reduce turnover, improve 

culture, and drive productivity and performance.  

Kudos uses unique proprietary methodologies to deliver 

essential people analytics on culture, performance, 

equity, and inclusion, providing organizations with deep 

insights and a clear understanding of their workforce. 

Visit kudos.com today to learn more.
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