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Abstract : The term 'total compensation’ refers to salary, training, innovation, and development, and of course, motivation;
total compensation is an open and flexible system which must facilitate personal and family conciliation and therefore cannot
be isolated from social reality. Today, the challenge for any company that wants to have a future is to be sustainable, and
women play a ‘special’ role in this. Spain, in its statutory and conventional development, has not given sufficient response to
new phenomena such as ‘bonuses’, ‘stock options’ or ‘fringe benefits’ (constructed dogmatically and by court decisions), the
new digital reality, where cryptocurrency, new collaborative models and service provision -such as remote work-, are always
ahead of the law. To talk about compensation is to talk about the gender gap, and with the entry into force of RD.902 /2020 on
14 April 2021, certain measures are necessary under the principle of salary transparency; the valuation of jobs, the pay
register  (Rd.  6/2019)  and  the  pay  audit,  are  an  example  of  this.  Analyzing  the  methodologies,  and  in  particular  the
determination and weight of the factors -so that the system itself is not discriminatory- is essential. The wage gap in Spain is
smaller than in Europe, but the sources do not reflect the reality, and since the beginning of the pandemic, there has been a
clear stagnation. A living wage is not the minimum wage; it is identified with rights and needs; it is that which, based on
internal equity, reflects the competitiveness of the company in terms of human capital. Spain has lost and has not recovered
the relative weight of its wages; this is having a direct impact on our competitiveness, consequently on the precariousness of
employment and undoubtedly on the levels of extreme poverty. Training is becoming more than ever a strategic factor; the new
digital reality requires that each component of the system is connected, the transversality is imposed on us, this forces us to
redefine content, to give answers to the new demands that the new normality requires because technology and robotization are
changing the concept of employability. The presence of women in this context is necessary, and there is a long way to go. The
so-called emotional compensation becomes particularly relevant at a time when pandemics, silence, and disruption, are leaving
after-effects; technostress (in all its manifestations) is just one of them. Talking about motivation today makes no sense without
first being aware that mental health is a priority, that it must be treated and communicated in an inclusive way because it
increases satisfaction, productivity, and engagement. There is a clear conclusion to all this: compensation systems do not
respond to the ‘new normality’: diversity, and in particular women, cannot be invisible in human resources policies if the
company wants to be sustainable.
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