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Pay for skills:
A key component
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L

ve steps for pay-for-skills success

Prioritize
Start by knowing what skills will be most critical to the strategy and the most significant risks to your industry.
What skills will matter most in mitigating these risks while enabling strategy execution? How confident are you in

your current talent supply approach, and how successful have your hiring decisions been? Could your efforts be
more successful if you relied more on internal talent mobility?

Evaluate alignhment

Consider whether your pay-for-skills techniques align with the company’s broader rewards and people
strategies. Is there a foundation in place to ensure these techniques will be understood and stay consistent with
your employer brand?

Make it fit for purpose

Don't try to roll out an enterprise- wide program. Pick a department, business function or country. Start with a
pilot, and look at the effects of pay for skills, such as retention and vacancies, engagement and development
initiatives. Test and learn — then go from there.

Remember, it’s personal

Unlike changes in performance management or employee development plans, making changes to pay
can quickly become highly personal. Any changes must be supported with communications and change
management expertise.

Know the value of critical skills

Be sure you're “placing bets” on the right skills. Using technology such as Mercer Skills Pricer, employers can
evaluate a skill or skill cluster in real time and predict whether the value will increase or decrease over time. With
such insights, a company can make informed investment decisions about employee development and the skills
to buy or borrow from outside the organization.

Five questions to consider

Hr?.\iv conﬂdgnt are ydqu thﬂt yc.)ukl; pay Is your pay philosophy aligned with
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things? Could your pay programs do 3 Is it dynamic enough to enable all

a better job of supporting skills and strategies — build, borrow, buy and bot?
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PP : know what skills are commanding the
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How transparent are you regarding the
increasing or declining need for specific
skill sets in your organization? Do your
career development, performance
management and annual pay processes
reinforce any such messaging?

To learn more, read “Future-proof your organization: Spotlight on pay for skills”
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