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Latest Trends
in the world of
Total Reward



Agenda

Compensation

= Pay Transparency

= Pay Equity

= Pay Analytics

= Critical Talent

Benefits

= Wellness

» Financial Planning

= Emotional Health
Performance Management

Disrupting Local Market



TOTAL REWARDS HAS A BROAD MANDATE

Responsibilities of Total Rewards Functions
Percentage of Organizations

Benefits

Recognition

Work-Life Offerings

Financial Wellbeing Program

Physical Wellbeing Program

Emotional wellbeing Program

Work Environment

Development/Career
Cpportunities

Corporate Social Responsibility
or Citizenship Program

Other I 25% ——

0% 50%

n = 6.

— s

Other Total Rewards function responsibilities
may include mokility, HR analytics, and
performance management.

Source: CEB 2017 Total Rewards Cperating Model Benchrmarking Surnvay.

100%




BIGGEST MACRO TRENDS IMPACTING CHRO PRIORITIES

Macro Trend Organlzatlonal Challenge

Impact on CHRO
Prloritles for 2017

How do we equip our
employees with the tools
and skills to make better
decisions with data?

Blg Data

68%

of CHROs plan to prioritize
Improving the organizatlion’s talent
analytics capabllitles in 2017.

How do we make
“On-Demand” Consumer it easier for our external

Expectatlons and internal customers
to work with us?

64%

of CHROs plan to prioritize
Innovating on new approaches
to HR service dellvery in 2017.

How can our organization
Digital capitalize on digital
Disruption opportunities to remain
competitive?

n=10&.
Source: CEB 2017 Future of HR Agenda Poll.

57%

of CHROs plan to prioritize
attracting and retalning digital
talent in 2017.




PRESSURE OVER SUCCESSION IS INTENSIFYING

Top Talent Management Issues Where CHROs Feel Questions Boards Are Asking About Succession
Pressure from the Board

Talent Management Percentage Successlon Planning Approach
Issues of CHROs (-, Are we confident we have a rigorous approach

for assessing and developing leadership
. capability in our leaders? How can | help?
*  Executive Succession 45%
2. High-Potential Talent 26%
Current Bench Strength
(’) How deep is our talent bench for key roles?
3 , , How can we develop this talent faster?
*  Executive Compensation 24%
4. Diversity and Inclusion 23%
Talent Plpellne Sustalnabllity
5 (’) Where is the next group of executives coming
*  CEO Succession 20% from?
n = 106.

Source: CEB 2017 Future of HR Agenda Poil.



Evolving Trends in
Compensation



Pay Transparency



Pros and Cons of

PAY TRANSPARENCY

Does your company have an open salary policy?

Don’'t know/
no answer 8%




What’s the greatest benefit of instituting an open salary policy?

Increases productivity

I <

Boosts recruitment and retention
gL

Helps close the wage gap

N 1 >

Creates an atmosphere of trust

I 15 ¢

None - the potential consequences outweigh any benefits

I, 27

Don’'t know/no answer: 7%



What We Believe About Pay
A survey of 71,000 people shows that most can't identify how theyre paid compared to the market.

People who are

actually paid
above market

believe they're paid:

People who are
actually paid
at market

believe they're paid:

People who are

actually paid
below market

believe they're paid:

SOURCE PAYSCALE

Below market At market Above market
35% 45% 21%
Below At Above
64% 30% 6%

Below At Above
83% 14% 3%
& HER.ORG



Pay Equity



EMPLOYEES REPORT PAY GAPS

One in Three Employees Reports Pay Gaps

Pay gaps are defined as unequal pay for

equal work: employees with differing personal
characteristics (gender, race, age, etc.) being
paid differently for comparable work when their
other characteristics (experience, performance,
etc.) are similar.



PERCEPTIONS OF PAY GAPS DRIVE TURNOVER

Perceiving Pay Gaps Substantially Impacts Employee Turnover at an Organization
Impact of Pay Gaps on Employee Intent to Stay

70%
L |
|
|
|
- : This decrease leads, on average,
T 1 to a 2.2% increase in turnover.
w |
S 55% :
T I
) I
= v
40%
Employees Who Do Not Employees Who
Perceive Pay Gaps Perceive Pay Gaps
n = 21189.

Source: CEB 2016 G4 Global Labor Market Survey.



THE DANGER OF PAY GAP PERCEPTIONS

How Harmful to Retention |Is Perceiving a Perceiving a Pay Gap (a 16% Decrease in
Pay Gap? Intent to Stay) Is...

70% ..equivalent to perceiving a 56%
decrease in manager quality.
- ..equivalent to believing you could earn
E 30% more doing the same job at another
0 company.
+ 55%
=
w
=
..50% worse than experiencing a pay
freeze.
40%
Employees Employees ..20% worse than experiencing
Who Do Not Who a reduction in benefits.
Perceive Pay Perceive
Gaps Pay Gaps
n = 21189

Source: CEB 2016 G4 Global Labor Market Survey.



EMPLOYEE PERCEPTIONS OF PAY EQUITY:
KEY FINDINGS

Pay Equity Matters

m As the workforce becomes increasingly diverse, more and more employees are
affected by pay equity issues.

= Governments, employees, and the public are continuing to pressure
organizations to act.

= One in three employees believes their organization has pay gaps.

Employee Perceptions of Pay Gaps Harm Retention

= On average, employees who perceive pay gaps are 16% less likely to stay
at their organization.

= Employees are more likely to perceive pay gaps that affect them personally.

= Employees overestimate the size of gender gaps and believe race gaps are
even larger.

Current Efforts Are Insufficient
= Only 9% of employees think regulations alone will close pay gaps.

= Only 14% of employees think their organization is making a credible effort to
close pay gaps.

= Employees are less likely to stay at organizations that they do not believe are
committed to equality.

Source: CEB analysis.



REWARDS MUST ADDRESS ROLE-TO-ROLE GAPS

Factors Explaining Gender-Specific Pay Equity Gaps

But group-to-group factors cannot

explain gender-based discrepancies
in pay, which total 7.4% of total pay
equity gaps that are directly within
the Rewards function’s control.

Occupation Organizational

Factors (Industry,
Geography, Firm

Size)

Role-to-
) Role Pay
Gaps

Group-
) to-Group
Pay Gaps

Human Capital
(Age, Education,
Experience)

Total Pay Gap

Pay Equity
Gaps

) (Gender
Specific)

27%




LESSON 1. AD HOC IS UNSUSTAINABLE

Change in Role-to-Role Pay Gaps Over Time

lllustrative
Ad Hoc Approach
Adjustment
Adjustment
v
&
Adjustment / N f
Q / > g &
@ . & 5 .0
0 Adjustment > ¥ ks
3 o SO
u- - '---g&-- 1---l¢"m‘."’u ----- E?]mq---l-- -
o 30 > ¢ y &
o AP S & & Average
o @ N ay G
o 3 ¢ Pay Gap
g o R L2
b Vv ¢ / GvEVnme

Time

Source: CEB analysis.

A

Impact: Ad hoc adjustments

will not hold over time and

leave organizations open to

increasing legal, talent, and

reputation risk. For each

individual ad hoc adjustment,

the Compensation team will

have to:

» Build the business case for
pay equity,

» Attain buy-in,

» Deprioritize other projects,

" Request funding for
adjustments, and

» Hire a vendor, or create an
internal team.




LESSON 2: PERCEPTIONS HAVE A PRICE

One in Three Employees Perceives Pay Gaps

n = 21189,
Source: CEB 2076 Q4 Global Labar Market Survey.

The Effect on Retention of Employees Perceiving a Pay Gap Is...

@ -~

o
2 ¢
uivalent to a hiah- ...equivalent to an employee ..50% worse than
~€4 d believing he or she could experiencing a pay freeze.

performing employee being
rated as meets expectations
or lower.

earn 30% more doing
the same job at another
company.

n = 21189; 9,686.
Source: CEB 2016 Q4 Global Labor Market Survey; CEE 2016 Pay for Performance Employea Survey.



LESSON 3: TALENT PRACTICES CREATE GAPS

Practices That Contribute to Pay Gaps
Percentage of Organizations Selecting

80% 76%

73%

67%
62%

54%

40% 359
0%
Hiring Decisions, Promotion Incentive Pay Recruiting Performance ME&A Other
Including Pay  Decisions Decisions Processes Assessments  Activities
Setting
n=78

Source: CEB 2017 Pay Equity Benchrmarking Survey.




ADDRESS REWARDS BIAS IN TALENT LIFE CYCLE

Compensation Aspects of the Talent Life Cycle

Recruiting

» Attracting diverse talent
» Building diverse candidate
pipelines

®
. " . = Valuing the job; not using
* Developing a diverse leadership candidate’s previous salary to set
pipeline

= Mentoring diverse talent offers

. . . ® Precommitting to qualifications
" Approving equitable promotion- = Determining equitable salary
based increases

offers

Performance Management

» Managing bias in performance
reviews

= Allocating bias-free incentive
rewards




Pay Analytics



Companies moving up the analytics curve

In the broader HR community, companies are moving up the curve...but

where is compensation?

Advances in information technology
and analytic methods are making it
possible for organizations to manage
investments in human capital

in a way that can have a measurable
impact on performance.

Information

Data Benchmarks

On-going

reports |

Stories Reactive

checks
Anecdotes ‘

Predictions Simulations

and fore-
casting

Insights

Correlations




Analyzing career rewards
Internal labor market talent flows and rewards

Hires Exits

m

Lateral
* “moves
?

Promotions —..‘H

Level 8

Career
—I'-
level

oo

45

383



Average Base Salary Differential

9.00 -

8.00 -

7.00 -

6.00 -
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3.00 |

2.00 -

1.00 -

0.00

Fixed Pay Multiplier -
Grade A versus Grade B

Highest fixed pay multiplier x 8
8.0
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Managing
Top/Critical
Talent



HIPO STRATEGY SUCCESS

Percentage of HR Leaders Who See Their
HIPO Strategy as Successful

24%
Successiul

76%
Unsuccessful

n =157 HE leaders.
Source: CEB 2016 HIPD Survey.

Percentage of HR Leaders Who See
Each Aspect of Their HIPO Strategy as
Successful

Identification

Strategy 32%

Development

Strategy 25%

Engagement
Strategy

0% 20%

n =157 HR leaders.
Source: CEB 2016 HIPO Survey.

40%



KEY FINDINGS

DEFINING CRITICAL TALENT

78% of firms employ processes to identify critical talent, with
2-59% of the workforce reported as the most common portion
identified as critical. Firms are equally split on how critical
talent is defined. Approximately half of the firms consider the
“individual™, while the other half consider the “job function™.

Criteria for defining critical talent:

High potentials High performers

Job-based criteria (e.g.. Competencies
hot jobs, organization
hierarchy, job
family/function)



s retaining key talent a significant challenge?

Tumover of key employes is very costly for our
organization

Employee retention of key talent is a major
concern of senior management right now

| expect tumover of key talent to increase
substantially when the economy improves

Retention of key talent has become more difficult

in recent months

Confident in my organization's ability to retain key
talent as the economy improves

| expect a substantial number of key employees to
search for a better job as the economy improves

e 08%
e 60%
I 58%
I 579
«_ 54%

I~ 1%

0% 20% a0% 60% 80%

100%

% Agree & Strongly Agree



Methods most often used to retain key talent

% Effective or-
Identified key employees who are essential to ve Effictwe
the business 75%
Discussed future opportunities within the 0
L 69%
organization
Pay employees above the labor market 7% 73%
Created a succession plan to replace individuals S 63%
Developed employees who may replace key _ 64%
employees who leave
Provided tuition reimbu rsementfﬂther _ 53%
educational opportunities
Allowed for flexible hours or telecommunting  HG S 67%
Provided meaningful pay communications * 59%
0% 20% 40% 60% 80% 100%

% Use these methods



Do you have a differentiated strategy to pay your top
talent? (salary, bonus)

How much differentiation do you have in PKR terms
between your top performers vs bottom performers? Do
you actually calculate?

Do you have the concept of holding power in your
organization?

What PKR amount will make your top performers stay ?



Evolving Trends in Benefits
- Wellness
- Emotional
- Financial



The world’s 3.2 billion workers
are increasingly unwell

THEY FACE SIGNIFICANT ECONOMIC INSECURITY.

74%  45%  77%

Live on less than Work in iow-skill or Work in part-
$13 per day manual occupations time, temporary,
“vulnerable,” or

unpaid jobs

THEY ARE GROWING OLDER AND LESS HEALTHY.

18*% 52% 9% 76%

Of labor force over OFf adulits Of adults Are "struggling™ or
SS by 2030 overweight or obese with diabetes “suffering™
in their physical
wellbeing

THEY ARE STRESSED, UNHAPPY, AND EVEN UNSAFE AT WORK.L

38> 24> 2.3m 313w

Suffer from Are actively Annual work-related Annual
excessive pressure disengaged at work deaths work-related
on the job accidents

Socrce: 11O, WHO:. Gallup: Gallup-Healthways: Towers-"Warsan; Tampese University of Technology Workplace Safery & Flealsh
Inszivuse Singapoce/V I T Technical Rescarch Censre of Finland




FIGURE |
ORGANIZATIONS WERE MOST LIKELY TO INCREASE WELLNESS AND HEALTH-RELATED BENEFITS

DECREASED INCREASED

Overall benefits
Wellness
5% Health-related 1%
Professional and career development 16%
Employee programs and services
Flexible working 14%

Bl Retirement savings and plerning. [ RREL)
Leave 1
Family-frendly
Housing and relocation

3% Business travel



FIGURE 2
BENEFITS ACCOUNT FOR ONE-THIRD OF TOTAL COMPENSATION COSTS

ALL CIVILIAN WORKERS

Total benefits 7

Health insurance 2%
LEgﬂ|h,' IE'E]IJIIEI:I benefits T% B Private industry

B State and local government
Paid leave 1%
Retirement and savings %
Supplemental pa
pplemental pay E 3%




EVOLUTION OF WELLBEING

§

Physical Wellness
Goal: Prevent diseases.

o7 Measure of success:

Employee behavior change
6\

Disease Management

Dimensions of Health Covered

Goal: Help employees
manage active diseases.

Measure of success:
Decreased health care cost

Holistic Wellbeing

Goal: Support multi-
dimensional wellbeing.

Measure of success:
Employee engagement

L

1990s 2000s

Source: CEB analysis.

Mow



Global Trends Affecting Wellness at Work

Cut-throat and

&% i
cost-cutting business Rising economic
environment demands

: " Insecurity and stress,
more from workers. & bined with
declining benefits
and low workforce
engagement.
A= 2

et | N

24/7 work culture \
Increases stress,
while digital health
Innovations bring new

Technology
accelerates
innovation and the
pace of change.

opportunities.

Changing
workplace dynamics;
multi-generational
workforce with varied
desires and needs. A

Rapid growth of
Millennials in the
workforce,
while aging boomers
work longer.

Growing need to
address work-family
balance, maternity
health, travel safety,
childcare, and gender

Women are joining
workforce in
Increasing numbers.

Globalization brings

rapid economic
growth and

=g

urbanization.

H Unsafe workplaces
and working
conditions; loss of
traditional safety
nets; loneliness and
alienation.
-
f

Empowerment of
workers and rising
expectations to thrive
and engage in work.

Rising education,
affilvence, and access
to information bring

Unsustainable health
costs and the need
for new approaches
for prevention and

welliness.

growth of civil soclety
across the globe.

Noles in wockplaces./)
.

Soarce: Global Wellnes [nstiruze

\.

Threats to worker
health (respiratory
health, water),
business continuity
(natural disasters),
and entire industries
(energy).

Increasingly unhealthy
lifestyles and rise of
chronic disease

Threats of pollution,

climate change, and

-/

resource depletion.

Global Wellness Institute

The Future of Welliness at Waork



WELLBEING BECOMING MORE HOLISTIC

Wellbeing Strategy Components
Percentage of Organizations

W07
2013

100%

Physical Wellbeing 98%
o

Emotional/
Mental Wellbeing

Financial Wellbeing

Community Wellbeing

Relationship Wellbeing

Spiritual Wellbeing

Other®

0% 50% 100%

n =90,
Source: CEB 2013 Wellbeing Benchmarking Survey: CEB 2017 Wellbeing Benchrmarking Survey; CEB analysis.
2 Organizations that chose “Other” focus on supporting employees with their careers and social interactions as well as reducing absenteeism.



HOLISTIC WELLBEING IMPACTS ENGAGEMENT

Impact of Wellbeing Program on Employee
Engagement
Change in Employee Engagement

Organizations can improve the impact of their
wellbeing programs on employee engagement by
up to 9.2% using the strategies included in this brief.

v

A=92% 19%

mmmae)

Progressive
Program?

Average
Program

n=6,0335.
Source: CEB 2017 Employee Wellbeing Survey.

2Progressive organizations use the best wellbeing strategies,
as outlined in this brief.

This 9.2% Increase in Employee Engagement
from Improving Your Wellbeing Program Is...

..three times the impact of providing
vision and dental plans.

=57 twice thei t of matchi | :
9 -twice the impact of matching employees
% g charitable donations.

..five times the impact of offering
commuter benefits.

..comparable to the impact of letting
employees choose their own hours.

n=7248.
Source: CEB 2015 Total Rewards Plan Design Employee Survey.



Financial

* More orgs are offering financial advice compared
with 5 years ago

* Nearly half provide some type of financial advice,
whether it is online, 1-2-1 or a group classroom

format

* This can help employees improve their financial
management skills, plan to manage debt, plan for
future and alleviate stress and worry



FINANCIAL ADVICE BENEFITS TRENDING UPWARD e Change

Any type ?’7%\
Wy

Oneonone  25%.
Onine 2% <., ’
LGS S SR

5
"

2013 2014 2015 2016 017



Emotional/Mental

Do you measure Emotional Health?

Do you know how many people suffer from Emotional stress
in Pakistan?

What is the suicide rate in Pakistan linked to emotional
illness? How do we compare to other countries?

Do you provide support for employees to seek counsel, help
to manage issues? EAP?

Do you measure how many suffer from depression, issues
around emotional health in your companies?



Performance Management



Accenture
Adobe
Coke
eBay
Amazon
Deloitte
Google
Microsoft
Netflix
General Electric



(L}

We don'thave a PM N
Program, 1% '

Needs a
Reboot 71%



Individual development
Coaching & mentoring

Retention of top performers
Leadership Development

Develop
@ People
three

Pay for contribution
Com mon @ Rew,a Vd b Prgmotiongtadt/ancement
Equftabfg o Total rewards
goals

Drive o Goal alignment
Orgamfzatfona [ o Strategic communications

¢ (Culture development
Performance :




more than 60% of employees 4 out of 5 U.S. workers are
say performance review dissatisfied with their job

systems rarely or never lead to performance reviews.
improved performance

only 13% of managers and
employees and 6% of CEOs thought
their year-end reviews were

effective
46% said that annual
performance reviews are not an
accurate appraisal of an fewer than 1 1n 4 HR executives
employee’s work believe that their current PM system
reflects true employee performance.



From his book Qut of Crisis:
Deadly Disease #3 - Evaluation of Performance, Merit Rating, or Annual Review

"The performance appraisal nourishes short-term performance, annihilates
long-term planning, builds fear, demolishes teamwork, nourishes rivalry and
politics... it leaves people bitter, crushed, bruised, battered, desolate,
despondent, dejected, feeling inferior, some even depressed, unfit for work
for weeks after receipt of rating, unable to comprehend why they are inferior.

[tis unfair, as it ascribes to the people in a group differences that may be

caused totally by the system that they work in”

- Dr. Edwards Deming



Change your focus!

° create a growth mindset culture...

FVOWl to

rlf i "M
Growth \;
coaching l:;i_? >
Performance ‘ Growth

‘growth” mindset feedback coaching

Performance
feedback



Welcome more voices!

° create a coaching culture

from .
Vi performance leader(s) ~
g team T @ v peers
Manager Employee
~ coach / mentor




Get real with rewards!

° create a culture of recognition...

from to

TOTAL REWARDS

A focus on annual
merit increases

gl {Eiﬂ

==
= @ ()
O=
B RASE pAY B Eoutty I EXPERTENCES B BECOGHITION
WARKET CONTRTBUTION CONTRIBUTION BEHAVIOR
v Tied fe refe » Dwnership menfalidy  « Mepu V'F-?Flhnu + Peinforce culture

* Benchmork annuolly  # Refendion Sickiness  + Individuol idestified * Frequert and peer
driven




Disrupting the Market



Opening the Pakistani Market

Launching an online tool where you can check how your
pay compares to others e.g glassdoor

Answer a few questions and find out what the market pay
for the job you do

Intent is to increase salary transparency, demystify pay
scale for jobs

Company culture, policies should not stop people from
knowing more about pay in the market



Opening the Pakistani Market

We are building a robust framework through which

your pay will be compared with other similar jobs in
the market

This is the first step, we will be able to use this
information and provide deep market insights into the
pay trends in Pakistan

It will help elevate reward practices in the market

Pay Transparency, Pay Equity, HIPOs, Pay Analytics



Thank You



