Inflation, retention challenges, and a shift to remote work has put your compensation strategy to the
test. A thoughtful compensation plan matters more than ever before and you need to figure it out,
sooner rather than later. Make compensation decisions that pay; with increased attraction, retention,
and productivity, and reduced turnover and recruiting costs.

When you can get the right answers, you can take the right action.

Ask: Is our current pay strategy
retaining top performers or
people in critical jobs?

Act: Allocate compensation budget
where it will have the biggest difference
by identifying exactly which jobs or
people should benefit from increased
compensation.

Ask: How much will proposed
changes to your compensation
structure cost based on
projected headcount. How
much do you stand to save
with reduced turnover and

increased productivity?

Act: Find the right balance between
investment and savings in your workforce,
and accurately budgeting compensation.

d direct change per employee by performance group
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Low Performer — 555%
Mid Performer 6.85%
High Performer 7.47%
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$700M USD Projected Budgeted Base Pay per FTE

2
%
2
%
R
®
E

$600M 63173.. usD

S
a
k4
]
Zn
a
8
2
£
&
a
]
iy
=
&
bt
8
&
7Y
&
S
2
S

k\\\\\\\\\\\‘\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\"

@
%
bt
bl
@
=
&
&
o
£
a
%
g

5523’\/'”05'\,; For  Mar 2022

$500M
$400M
$300M
$200M
$100M

$0.00

DEC JAN FEB MAR APR MAY JUN JUL AUG SEP OCT NOV

Y
AN

Y
mmmm

E\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\F
N

Y
e
Y
Y
Y
E\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\N
A\

<)
™
[a}
>
-4
-
M
@
=5
>
o
3
e
5
E
€
z
=
c
>
c
&
«
7
o
g
z
g
<

Ny
I
N



Strategic Compensation
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Mean bonus pay for men and women by organization

Q42021
i $164K
. Office of CEO +$6.03K
Ask: Do we pay people fairly e
oris there inequality hl.dlng operations I 42.4¢ .
behind our rewards or job
structure?
r I $41.8K -$8.65K

Act: Standardize jobs so that people are Finance M $23.0 +$17.6
paid fairly for the work they do and change
policies that penalize internal mobility or HR Ml $17.6K -$3.43K
allow for inequitable pay through variable
compensation. $0.00 $100K  $200K USD $200K  $0.00  +$20.0K USD

Mean Bonus Pay for Women Mean Bonus Pay for Men

® $24 1k usp ® $28.4«usp

Get Business Results

Providence Health used Visier to confirm not just that
retention could be improved by paying more, but which
groups would respond best, and by how much. Using the
estimated costs of turnover and calculating the cost to
adjust salaries in the targeted groups, Providence estimates
the company could save $6 million per year.

« Retain high performers and in-demand talent to stay
on target towards your goals

+ Reduce costs and productivity losses due to
regrettable employee turnover

- Attract smart talent with competitive compensation
packages that stand up to scrutiny

Partner with experts to deliver
real change

Visier People is uniquely suited to help you make

strategic compensation decisions by uniting all of your
compensation data with the data that you need to help you
inform your decisions—performance rating, risk of exit, and
labor market insight. The solution is ready to use and our
team of experts is available to help you use it well with:

« Guidance at every step to create the solution that
suits you

» Tailored support to meet your needs during your
relationship with us

« Change management resources for a data-driven
people management function
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