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Since 1990, we have helped employers to hire, manage, and develop their employees. We do this by
offering them a range of human resource services including executive search, career transition, salary
reviews, performance evaluations, organizational reviews, executive coaching, and HR policy
development.

As we look ahead to the coming years, we will continue to work at being the most-respected firm in
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Agenda

" The “Great” Trends and
Implications

= Pay — Challenges, Best
Practices

" Benefits — What’s Changed,
What’s Needed
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The Great Resignation
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https://www.higheredjobs.com/Articles/articleDisplay.cfm?ID=724
https://creativecommons.org/licenses/by-nd/3.0/

A workforce trend in which “workers are re-examining the
way they choose to pursue careers, find professional and

personal fulfillment, and manage their income and
lifestyles.”

Business Talent Group

The Great Realization



https://idreflections.blogspot.com/2015/06/l-role-in-purpose-driven-workplace.html
https://creativecommons.org/licenses/by-nc-sa/3.0/

The Great
Reshuffle

A smaller proportion of Canadians
are planning to leave working life
altogether and are more likely to
be thinking about opportunities
elsewhere, taking into account
priorities such company culture,
flexibility and the opportunity to
nhegotiate wages.

Robert Half Canada

by Unknown Author is licensed under


https://blog.cinqmarsmedia.com/the-elusive-mathemagic-of-faro-shuffles-994cbdddb48b
https://creativecommons.org/licenses/by/3.0/

EEE e

Movement to
Independence

34% increase in independent workers
between 2000 and 2001 in US

Lower in Canada but still rising
77% say they’re highly satisfied

One third of traditional job holders
view independent work as less risky.
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The greatest challenges for HR in 2022 compared to previous years

Recruiting
Retention
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Payscale 2022







Ralses

* 41% have had no raises in the
last 12 months

* 50% intend to ask for a raise

e 30% Due to Cost of Living

e 18% Due to Additional
Duties

e 16% Due to Market Rates




Best Compensation Practices

@

TRANSPARENCY, PHILOSOPHY STRUCTURE
FAIRNESS




Sample Compensation Philosophy Statements

Here are examples of two compensation philosophy statements we designed for other organizations:

RDC recognizes that compensation and benefits play an integral role in our ability to attract, motivate and retain
high-quality, talented employees. As such, compensation at RDC is equitable and competitive. It reflects current
market conditions in both the private and comparable public sector organizations for the skills and qualifications
required to do the job successfully.

RDC'’s pay plan is designed to be flexible to recognize the various levels of experience that employees bring to the
organization and to reward excellence in job performance. Employee performance is rewarded through salary
increases, promotions, and merit bonuses. Compensation increases in any given year are tied to budgetary ability.
There is no automatic progression in pay based on years of service.

All employees at RDC undergo annual performance reviews and progress meetings in line with the organization’s
Performance Management and Development (PMD) program, which is premised on the establishment of clear
performance goals and expectations and professional development plans.

RDC will also ensure that non-monetary forms of compensation, such as paid leave and professional development,

are competitive with the local market.

Employees at RDC are given the opportunity to participate in the Provincial Government’s suite of employee ‘ a y

benefits that provide coverage for life, disability, and health risks. Likewise, employees are eligible for participation
in the pension programs offered through the Provincial Government.

°
The Municipality of the County of Kings P I O S O p y

The Municipality of the County of Kings recognizes that compensation and benefits play an important role in our
ability to attract, motivate and retain high-quality, talented employees. As such, salaries and non-cash benefits
must be equitable and competitive and reflect current market conditions in both the private and comparable put
sector organizations for the skills and qualifications required to do the job successfully. ©

The Municipality’s pay plan is designed to be flexible to recognize the various levels of experience that emrp
bring to the organization and to reward exceptional job performance and contribution to the organizatic

All employees at the Municipality receive annual performance reviews which include the establishm
performance goals and expectations and professional development plans.

There is no automatic progression in pay based on years of service. Employee performance
salary increases and promotions, based on the achievement of performance goals. Comr
given year are tied to budgetary ability.
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Philosophy
cont’d

HOW DO WE DEFINE “THE MARKET” DO WE WANT TO “MEET”, “LEAD” OR
“LAG” THE MARKET?

o

WHAT ARE THE GOALS OF OUR DESCRIBE VALUE PROPOSITION
COMPENSATION? (DRIVE
PERFORMANCE? REWARD
LONGEVITY?)



Structure

Salary Bands and Ranges, Step
Progressions, Top of range provisions.

CPI considerations

Clarity about how you step

Frequency of review




Benefits




Remote work or flexible work location
Flexible work schedule

Paid time off

Promotion

Hiring bonus

Most Prized
Benefits

Education or tuition
Better health benefits
Title change
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Goal-based bonus, and
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Payscale 2022 Compensation Best Practices Report



Which benefits, perks, or rewards does your organization offer?

_ Healthcare
Long term disability
-_lDBI: or 401 I|:_
Short term disability

_ Accrueed or granted PTO

Mental health ar
total waliness program

Remote work

Education or tuition
reimbursemeant

Employee assistance

Accrued or granted sick leave
Paid family leave

Paid vacation (reimbursed)

Gym membership or
reimbursement

Stock/Equity

Paid lunch, snacks or food
Financial advisor/debt services
Work fr m home s'lignnd
Unlimited PTO

4-day work week
Commuter allowance
Unpaid sabbatical

Student loan repayment
Paid sabbatical

Paid or subsidized childcare
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Benefits-
What Else?
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