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Compensation and total

rewards are among the
fastest -changing areas In
our modern workplace 1

redefining how organizations
compete for, reward, and
retain talent.



How are your

empl oyeeos
expectations around
total rewards and
compensation
changing?




R
RARES O













R
RARES O




NUIL

bEetul

= min(NGROUPS _

return group_info;

; : — . ~
o _£ B - 9

-—’:.".v "'—’"-




Market data shows what the
market pays today.

Our job Is to decide where and
how we want to compete.



Market Data

Market pay is a signal, not
a mandate - use it to
Inform strategy, not to set
autopilot compensation.

What we see: Market medians move unevenly by role, geography, and
industry; some jobs command persistent premiums while others align
with internal ranges.

Bottom line: Targeted, evidence-based adjustments beat one size fits
all increasesd spend where the market is pulling talent away.
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Compensation dat a
It used to be 0 it's faster, more
dynamic, and increasingly

shaped by Al and real -time

INnputs.

How are you adapting your
pay strategies as the data
andscape evolves?
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Current State of Pay Transparency

States Requiring or Proposing Required Wage Disclosure to Applicants
and/or in Job Postings

. Requiring Wage Disclosures

‘ Not Requiring Wage
Disclosures

. Proposed Pay Transparency in
2026 (i.e., bills introduced,
carried over or are in active

regulatory development)



https://thedailyhire.com/news/salary-transparency-laws-expanding-12-states-2026
https://thedailyhire.com/news/salary-transparency-laws-expanding-12-states-2026
https://www.compport.com/blog/usa-pay-transparency-laws-by-state

Employees are becoming
more knowledgeable about
compensation and total
rewards and are expecting a
higher level of transparency
from their employers.



|dentify Your Path Toward Transparency

| think | know how
much | get paid

| know my own pay range and how my pay
is determined within that range

| know what jobs pay
throughout my organization

| know how and
what everyone
gets paid
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Compensation Is more than
justmoney oO01 t 0sS a matt e
fairness and trust.



t os al | about perspective

1 Senior employees believe their
compensation fair.

TEntry-l evel empl oye
feel the same way.

1 23% of entry-level employees
feel their compensation is
unfair.

Download the Report Here! Aon 2025 Employee Sentiment Study



https://www.aon.com/en/insights/reports/employee-sentiment-study

t os al | about perspective

1 A gender gap exists.

1 Men are more likely than
women to believe their
compensation fair.

Download the Report Here! Aon 2025 Employee Sentiment Study



https://www.aon.com/en/insights/reports/employee-sentiment-study




Compensation
Communication

A Employees will develop their own
opi nions icommyrocate d o n
with them directly about pay

AU teAsser for employees to gather
salary information online
(for better or worse)




When it comes to pay, who do
you think is shaping the
conversation in your
organization?

Is it leadership, employees, or
even ChatGPT?

What kind of communication do
you think helps build trust and
clarity around compensation?




What do people need to know?

Executive Leaders

Other Compensation Decision Makers

Managers Who Are Not Decision
Makers But May Have Questions
From Employees

Employees

Comprehensive and detailed information
for strategic decision-making.

Summarized data and detailed program
specifics for consistent implementation.

Program overview, policies, and guidelines
for effective communication with employees
T equip them to answer basic questions.

Clear and concise information focusing on
personal impact and support resources.
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Structuring a Meaningful Compensation Conversation

Explain how

Share how Share a few

: the empl 0 y -
Review the Outline the Reiterate your goals and he emp Io A opportunities
compensation . . L behaviors, for growth and
. budget for organi zat 0 n /centributions . . .
philosophy and salary in ceasegwal su align with the actions and skills learning to help

have contributed

process /\IS
o the o

them achieve
€ futhre goals

organi zaf
goal s

A Prepare talking points for
why inflation is different
than salary increasesuv

A Maintain empathy around
the 3real wage squeezei
empl oyees are feelinguvu

@NFP @

An Aon Company



R
RARES O










The goal l snot to
be the highest
payer. The goal
IS for your
employees to
feel that their
payis fair andto
trust the
process behind
It.







