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• The importance of considering transparency in 
human resources strategy

• The transparency spectrum:
– Understanding where an organization is on the 

spectrum, and:
– How to achieve greater transparency

What You Will Learn Today
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Changes and Trends in 2022
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• Flexible work arrangements
– Work from home
– Hybrid models
– Flexible hours, split shifts, job sharing models

• Inflation
• Skill shortages
• Candidate driven job market

– “great resignation”
– Delayed retirements now taking place

Environmental Changes
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• Total Compensation trends:
– Paid time off and vacation
– Employer provided tech support and home office set 

up
– Internet subsidies

• Remote work affecting benchmarking
– Should location be factored in?
– Location neutral or skill-based salaries

Trends to Watch in 2022
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Compensation Transparency 
Spectrum
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• Ability to be seen through or allowing light to 
pass through clearly

• A quality that makes something obvious or easy 
to understand

What Is Transparency?
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Why would pay 
transparency in your 

organization be 
important?

Where on the scale of 
transparency are you 
now and where do 

you want to be? Over 
what time period?

Who needs to be 
involved in the 

evolution? Determine 
how they will be 

engaged?

What does it take to 
be more transparent 

on a later step?

Determine how you 
will know if you are 

successful.

Steps Towards Pay Transparency

10D-8



Why do we 
manage pay the 

way we do?

How do 
we make 

pay 
decisions?

What do 
we pay our 
employees?

How to Get Started With Pay Transparency

Facilitate and Executive/Board 
Discussion
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Mercer’s Pay Transparency Journey

Prepare for 
the journey
•We don’t have 
pay ranges for 
all of our jobs, 
but are working 
on it.

Meet legal 
requirements
•We share 
information 
about pay 
ranges only 
when and where 
legally required.

Share job pay 
range
•Employees are 
told the pay 
range for their 
job.

Share all jobs’ 
pay range
•Employees are 
told about the 
pay ranges for 
all jobs.

Share pay 
positioning
•Employees are 
told about the 
distribution of 
employee pay 
across pay 
ranges, but not 
the actual 
salaries 
themselves.

Achieve full 
transparency
•We openly share 
who gets paid 
what salary, 
across the 
organization.

https://www.imercer.com/articleinsights/where-are-you-on-the-journey-to-transparency
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Identify Practices for 
Successful Transparency

10D-11



• Have organization-wide meetings
• Encourage questions
• Create forums for discussion
• Be open about bad news
• Practice discretion
• Make information accessible
• Establish task forces for particular areas where 

you are trying to improve transparency

Getting Started With Transparency
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• Organizational structure
• Autonomy of roles
• Decision to hire
• Job posting
• Interview and selection
• Conditions of employment
• Learning opportunities

People Practices to Consider

10D-13



• Upward mobility
• Starting wages
• Perquisites
• Pay changes
• Equal pay
• Pay equity
• Other employment practices

People Practices to Consider (continued)
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Ways to Improve People Practices

Publish
•Publish the organizational chart
•Publish the succession plan

Create
• Create your employer brand

Catalog
• Catalog the talents you already have

EstablisEstablis
h

• Establish a way for employees across the organization to learn

Expand
• Expand the ways you recruit

Train
• Train managers to make good hiring decisions

Take
• Take a regular pulse on the health of your workforce

Build
• Build resilience by encouraging a regular cycle of adaption and change
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• Introduce job evaluation
• Formal pay ranges
• A different approach to performance

– Do-away with once per year changes; keep the dialogue going
– Recognition
– Team-based rewards
– Integrated plan on total rewards
– Introduce pay philosophy
– More detailed pay statements

Changes That Could Be Made
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Ratio

Funding/contracts

Status (Full-time, part-time)

Contracts

Other Places Pay Inequities Show Up
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The Importance of Transparency 
in Human Resources Strategy
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• Encourages communication, sharing of experiences
• Encourages community, reduction of silos
• Higher levels of employee satisfaction and engagement
• Stronger workplace culture
• Greater visibility of values
• Improved visibility of employer brand
• Better customer relations

Benefits of Workplace Transparency
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State pay 
range in job 

postings1
Avoid asking 

for salary 
history of a 
candidate

2
Stop 

discouraging 
employees 

from talking 
about salary

3
Stop 

promotion 
without 
increase 
practices

4

Attraction and Retention Tactics 
to Avoid Pay Inequities
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Elements of a Transparent 
Compensation Plan
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• Reflecting the mission, vision and values of the organization
• The styles of compensation (salary, hourly, contractual, % of 

incentive, etc.)
• Importance of:

– Compensation relative to level
– Equity or equality in pay practices (both compliance-related and 

reputation-related)
– Pay for performance
– Level of transparency in pay practices
– Market competitiveness

• Types of markets or industries to compare to
• Overall strategy of market competitiveness

Transparent Compensation
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• Pay philosophy
• Compensation policy
• Components

– Base
– Variable
– Benefits
– Intangible

• Performance feedback
• Formal structure
• Pay statement

Your Tools
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• Creating a job evaluation system
• Evaluating your positions
• Establishing a hierarchy
• Creating pay ranges
• Finalizing your compensation policy

Steps in the Process
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Other Advice

• Make it a pillar
• Make it link to your brand and value proposition
• Make sure that theory and practice align

Be Strategic. If transparency is important:

• Your process can be set back by bad press
• Keep an eye on your story and ensure that you respond when needed

Be vigilant

You don’t have to do it all at once

• Talk to others to determine how important transparency is to your 
organization’s success

• Advocate for change, especially if what your organization is doing 
currently is impeding its success

Be daring
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Key Takeaways and Questions
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Key Takeaways
• Changing environment in transparency
• Increasing mandate of compensation practices disclosure
• Assessing your company’s current level of transparency
• Identifying the people practices associated with 

successful and high transparent organization
• The compensation transparency spectrum and possible 

paths toward increasing transparency.
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Questions?
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Three reminders!
1. Session evaluation is available

– On the conference app
– Online at www.iscebs.org/2022symp

2. CEBS designees—Be sure to report your 
Compliance credit.

• Turn in a white ticket as you leave the room.
OR

• Report this session individually at 
www.ifebp.org/myprofile

3. CE credit for other professions (green slip) 
must be turned in as you leave the room.

Thank You!

www.ifebp.org/myprofile

www.iscebs.org/2022symp
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