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CBPR Overview

Payscale’s 2022 Compensation Best Practices Report is
a 60+ page analysis of compensation trends and charts
taken from our survey of 5,578 respondents gathered
responses from November 2021 to January 2022.

Cuts of the data include:

= Company Size (1-99, 100-749, 750-4,999, 5K-49,999,
50K+)

» |ndustries (15) “I love this report and
can't wait to dig in.”
= Top Performers vs. Non-Top Performers

) ) -Teri Zipper,
= Compensation Team vs. No Compensation Team Managing Partner,
Sapient Insights



Structure of the Report
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Poll: Are You Experienc



Have you experienced labor shortages or trouble
attracting talent in 2021 that is greater than

previous years?

Overall

24% was the

in 2021

36% of which
was voluntary
turnover

G Yes G No Unsure

average turnover

1-99 employees

100-749 employees

750-4,999 employees

5,000-49,999 employees

50,000 or more employees

Answered “Yes” by company size

63%
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83%

84%

83%

Yes



Are you concerned about rising inflation in 2021
eroding the value of pay increases?

Overall Peak Inflation?

Inflation is expected to top 7% at the end of 2021 - then fall steadily

Consumer price index (YoY) Economists’ forecasts

- °©——F« «¥”>b06:-— -H -:):) >0~/ v

2018 2019 2020 2021 2022 2023

Source: Bureau of Labor Statistics, forecasts compiled by Bloomberg

e Yes e NO Bloomberg



How did your voluntary turnover in 2021
compare to previous years

i 24% Average

Turnover

36% Average
Voluntary Turnover

® |_ower than previous years
m About the same as previous years
Higher than previous years



What is your organization doing
to attract and retain talent?

We asked organizations what they are doing
to attract and retain talent in the current
economy for salaried or high wage workers
versus low or minimum wage workers.

For both groups, the most popular strategy is
to raise wages or salaries.

o
AWard OF reCogNition e

HIfing bonuses |

Education or tuition =

Better healthcare benefits =

Non-monetary public recognition =

Title change |

Retention bonuses __

Goal-based bonuses _—

More consistent work schedules D
]

Reduced or part-time work schedules D
P — )
Improve working conditions D
P 9 —
Commission D
D
Stock/equity |
]
Student loan repayment D
pay —9
We don't

Childcare 1D
»

Special privileges D
P p g »

0% 10% 20% 30% 40% 50% 60% 70%

emmms | ow or minimum wage workers e Salaried or high wage workers



2022 Microsoft Work Trends Index

Percentage of organizations who answered 4 or 5 Compared to before the COVID-19 pandemic,
that they are confident in the ability of their how likely are you to prioritize your health and
compensation packages to attract and retain talent. wellbeing over work?

B More likely
About half [ ess ikely

ay
0% % 1% - £ 1% -6%
Overall 0-99 100-749 750-4,999 5,000-49,999 50,000 or more Global Total ~ North America  Latin America Asia/ Europe Australia/

Pacific Islands New Zealand
employees employees employees employees
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Poll: Are You Giving Pay Increases
That Are Higher Than Usual?

payscale



Percent of organizations that

. . - . Given the voldtile state of the
participated in giving pay increases

economy, have you adjusted your

85% 64% 2022 pay mcre.ase budget beyond
what you previously planned?

Planned Gave pay Gave pay
for 2022 increases in 2021 increases in 2020

- 25

Do you think you are losing more talent than
prior years due to insufficient pay increases?

44% 29% ' 14%

Yes, pay is a leading Mo, pay is not a leading We are not Unsure
reason for why we're reason for why weTe gxperiencing
losing talent losing talent talent loss

- MNO

Undecided




When providing pay increases, do you
make a distinction between merit
increases, market adjustments, and
increases for inflation?

40% combine into one increase

31% line-item for each increase type

24% make no distinction

6% are unsure

Which of the following is factored
into base pay increases?

Performance
Market adjustment
Internal pay equity

Hot skills

Inflation
[cost-of-living)

Tenure

Compliance

Change in location
Merger or acguisition

Deferred merit increase from COVID-18
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20% 40%

m
Q
#

B0 100%

o Planned for 2022 o Awarded in 2021



Average base pay increases over
3% given to employees in 2022
compared to previous years

\ .
0
33% 32%
Q
29% 30%
26%

N

Planned 2022 2021 2020 2019 2018 2017 2016

Distribution of pay increases
planned in 2022 compared to
previous years

Year
B 2016 B 2017 B 2012 | HOE 2020 | [t | [k
Average Base Pay Increase by Yearly Percentage of Respondents



Industries most likely to give pay Industries least likely to give pay

increases over 3 percent increases over 3 percent
58% Technology 40% Energy & Utilities
55% Engineering & Science 40% Retail & Customer Service
48% Finance & Insurance 36% Government
48% Agencies & Consultancies 32% Nonprofits
48% Construction 32% Healthcare & Social Assistance
47% Real Estate & Rentals 32% Food, Beverage & Hospitality

44% Manufacturing 25% Education



Excluding promotions, what will be the highest base pay
increase given to any employee in 2022?

20% 19%
18% 17%

16%
14%
12%

10%
10% 9% 9%

Percentage of Organizations

8%

8% A — Nearly 12% for
6% 5% orgs with over
p ° 3% 50,000
27" 2% 2% I 2l%/ employees
° 0%
w = B -

do
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Highest Pay Increases Excluding Promotions
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Pay equity intent is on the rise.

For the first time in the history of
CBPR, pay equity analysis is now
something a majority of
organizations are planning on
doing.

Is pay equity analysis a planned or
current initiative at your organization?

Yes +20% YOY

Overall 66%

Top performing 67%

Non-top performing

p
o ||

Overall 34%

Top performing 34%

Non-top performing



Why is pay equity a planned or current
initiative? (rank top 3 in order of importance)

100%
80%
60%
40%
20%

12%

7% 5%
0%

Central to Part of proactive Legislative Response to Part of ESG
company values talent strategy compliance employee feedback strategy

e First (most important) e Second Third



Are you concerned about new legislation related
to pay equity or pay equity reporting?

28%
aamme Yes
e NO, because we are prepared

No, because it doesn’t apply to us yet

Haven't heard about this




Little progress has been made on pay transparency, which requires pay

equity

2022 Target

Current position

Almost 60% of orgs want to be at least a 3 on the pay transparency spectrum and 35%
currently evaluate themselves as such (3-5). Last year, 55% wanted to be at least a 3 on

the spectrum in 2021 and 34% of respondents evaluated themselves as such — so not
much progress.

The Pay Transparency Spectrum

1. What 2.How 3. Where 4. Why

Your organization tells Your organization Your organization has a comp Your organization's comp plan Ranges and employse pay
employeas when and what to shares some market plan and shares pay ranges reflects org culture, drives talent information is available to
expect on their paychechk. data with employees. with individual employees. strategy, and is open to EEs. all employess.

0% 20% 40% 60% B0% 100%



Pay equity requires measurement - you can’t assume you don't

have gaps
Do you know what your pay gaps are?

Yes, for both the controlled
and uncontrolled gap

Yes, for the uncontrolled gap .
(owerall regardless of job)

Yes, for the controlled gap

{employees with the same
job characteristics)

No

Unsure

0% 10% 20% 30% 40% 0%

- GCender - Hace

Yes, for both the controlled

Yes, for the uncontrolled gap

Yes, for the controlled gap

addressing at this time

Are you doing something to address your pay gaps?

and uncontrolled gap

(overall regardless of job)

(employees with the same
job characteristics)

No, we are not

Unsure

0% 10% 20% 30% 40% 50%



Our customers are likely to be more mature and have more
compensation best practice because they partner with us - but

there is room o grow.

41% of Payscale customers are
advancing or optimizing their pay
practices compared to 23% of non-

Payscale customers.

8%

As needed

Mostly reactive to employees asking for
raises with no formal structure or consistent
processes for setting compensation; If
market data is used to price jobs, it is in the

0]

moment of a job offer.

23%

Emerging

Uses market data to set
compensation for some
jobs and moving toward a
mature and consistent
compensation structure;
may have ranges for some
critical jobs.

69%

38%
Developing

Has a compensation
philosophy and uses
market data to set pay for
most or all jobs as well as
a compensation structure
based on ranges or
grades.

23%

Advancing

Has a compensation
philosophy and uses
market data to set pay
for most or all jobs as
well as a compensation
structure based on
ranges or grades.

32%

9%

Optimizing

We are confident in our
data sources,
compensation strategy
and structures, and are in
a position to continuously
optimize our approach as
well as tackling or
maintaining bigger
initiatives like pay equity,
pay transparency, and
pay-for-skills.

*summations above
100 are due to rounding
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More organizations are
recognizing a need for a strategic
approach to compensation.

86% of orgs say they have a
compensation strategy or are working
on one — a 10% increase from last
year and a 16% increase from previous
years (when this stat hung out at 70%
YOY).

However, only about half of orgs are
confident in their strategy.

Does your company have a formal
compensation strategy/philosophy?

2022

2021

G Yes

86% have or are
working on a
compensation
strategy

(+10% growth)

No, but we

G are working
on one

76% have or are
working on a
compensation
strategy

No, and we are
not working Unsure
on one



Which sources do you use to
obtain market data in 2022?

Free or open online data

Salary survey data from
traditional publishers

Historical salary data
from employee records

Industry surveys (e.g. CUPA)

HR-reported aggregate market
data in compensation software

Government data

Personalized competitor intelligence

Closed network HR-reported salary data

Paid employee reported
salary data (e.g. crowdsourced)

Compensation consultants

Other

We don't compare our jobs to market

0%

Sources ranked by how much you

trust and rely on them for market

pricing

80%
Salary survey data from traditional publishers
(Mercer, Radford, etc.)

HR-reported aggregate market data in compensation software
(e.g. PFMD or Payscale Company-sourced data)

Industry surveys
(CUPA, etc.)

Historical salary data from employee records

Closed network HR-reported salary data
(e.g., Payfactors Peer or "club surveys")

Compensation consultants

Government data
(BLS, state or municipal sources, etc.)

Paid employee reported salary data
(e.g. Payscale Crowdsourced subscription, Salary.com subscription, etc.)

Personalized competitor intelligence,
including talking to candidates / recruiters

Free or open online data
(e.g. Glassdoor, Payscale website, Salary.com website, etc.)

e [irst tier (most trusted)

5%

13%
12%
10%
9%
9%
8%
8%
7%
10%

eammme Second tier

18%

9%

11%

10%

11%

10%

11%

10%

10%

8%



Did you make significant changes to
your compensation data strategy in

2020 or 20217?

o Yes

aae NO

Importance of compensation
activities in the next few years
compared to today

ox B0%
Incorporating new sources of salary data '. .-
Identifying and addressing pay inequity -. .
Addressing pay CoOmMpression . -.
Becoming more transparent about pay . .
Expanding total rewards . .

packages with variable pay

Location-based pay strategies to
accommodate remote work or a -. ‘
more distributed workforce

Hiring a dedicated compensation
professional or enlarging the comp team . .

s More important o L ess important Mo change



How will you prioritize the following compensation
activities in 2022 compared to previous years?

0

>4

A 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Developing comp strategy and structures 61%
Conducting manager training on pay communications 46%
Understanding pay equity and DEIB 45%
Revising total rewards packages 44%,

Investing in new sources of pay data 40%

Increasing pay transparency 39%

Getting approval for pay increases 39%

Preparing for a remote or hybrid workforce 38%

Getting more from comp software 37%

Creating variable pay structures 33%

m Higher Priority ~ ®Lower Priority ~ ®Unchanged



Greatest challenges and investments for HR going into 2022

Recruiting

Retention

Compensation

Engagement

Fostering Company Culture
Workforce Planning
Employee & Labor Relations
Learning & Development
Performance Management
Workplace Environment
Workplace Policies

Benefits

Modernizing HR software
Job Description Management
ESG

o
%

b 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

® Higher Investment  mMore Challenging
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