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=, Recording
The webinar will be recorded. Cameras and microphones are
only active for the speakers.

1?9 Q&A instead of chat
The chat is disabled - please use the Q&A function for
questions. We'll take time for these at the end!

Duration & agenda
Planned: approx. 45 minutes of content + 15 minutes Q&A.

e Follow-up
Attendees will receive the link to the recording by email
afterwards.
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Many people are afraid of a job evaluation project!
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Job Evaluation: Determining the equivalence of work
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What is a job architecture?
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Compliance should be used as one of the drivers but not the main

driver: EU Pay Transparency Directive
Rules 1-49 50 - 99 100 - 149 150 - 249 250+

employees employees employees employees employees
From June 2026 for employers of all sizes
Determining the equivalence of work V4 V4 J J J
Pay transparency already in the application process V4 V4 J J J
Ban on asking about previous pay V4 V4 J J J
Gender-neutral language J J J J J
Transparency on how pay and pay progression are Optional and J J J
determined country- v
dependent

Right to information J J J J J
Explicit permission for employees to disclose their own Y Y J J J

pay

Optional and country-dependent

Optional and country-dependent

From June 2031
every three
years

From June 2027
every three
years

From June 2027
annually

Important: Some rules may vary by country
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Job Evaluation is the foundation for all HR processes

Compensation strategy

Job evaluation — the shared foundation for every process
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Using role-specific competencies as the base for Talent
Management

Job profile - HR Business Partner & Export job profile -

Master data Grading result Working Conditi & Effort Ci ion structure Job Matches Market Data Competency matches Job Description

i=Overview & Export

Competency level

Competency matches & Hide Behavioural examples
Attention To Detail Learning Ability Social Awareness
The ability to process detailed i ion effectively and consistentl The ability to absorb new information readily and to put it into practice effectively. Being aware of relevant social, political and p: ional trends and devels and using
N . this information for the organization’s benefit.
Behavioural examples v Behavioural examples v
Behavi 1 les
* orders data on topics discussed with an eye for relevant detail * develops new ideas and proposals after studying and processes matters that have to do ehavioural examples
* readily recognises contradictions in detailed information with their position * Actively follows social developments that are relevant to the organisation and its field of
« readily recognises gaps in graphic representations * asks for feedback on their performance in order to improve work
* develops ideas thoroughly and meticulously into an effective plan of action ¢ isable to absorb complex infarmation and integrate it into their own method  actively participates in networks in order to gain knowledge of trends, policies, future

devises systems to monitor and control detailed information adequately

learns readily from their mistakes developments that are relevant to the organisation

uses newly acquired knowledge readily for their own organisation offers proposals for improvement based on their knowledgs
relevant developments

is able to utilise future developments

positions the organisation in its proper context

f the market and its

Persuasiveness Problem Analysis Written Expression

The ambition to win over other people for one’s views and ideas and to generate support. The ability to detect problems, recognize imp and link various data; to trace The ability to express ideas and views clearly to others in writing.
potential causes and look for relevant details.

Behavioural examples v Behavioural examples v

Behavioural examples v

* anticipates and countel

* hears both sides of an argument

* makes others see the advantages and possibilities of a proposal
* generates support for difficult proposals

* believes in their proposals and demonstrates this belief

presents complex issues in simple language that everybody understands
structures a complicated story in logical steps

provides sufficient, not too much, instruction and information
structures an argument in way that conclusions follow logically

adjusts their use of language to the audience

notices problems that occur and oversees their consequences for the wark's progress
looks at a problem from various points of view: financial, strategic, personal, aet cetera
is able to place a problem's development in time

sees connections between seemingly unconnected operational problems and events
gets to the heart of a matter readily by asking the right questions and using the right
saurces.
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Introducing a compensation structure as the base for
compensation strategy

Guaranteed Base Pay

200,000

150,000

100,000

= Segment 3
— Median (DE- TV-L (2025) (job))

® Individual salary
~—— 90th percentile (DE- TV-L (2025) (job))

[ Segment2
= 10th percentile (DE- TV-L (2025) (job))

[ | Segment 1
— Pay data - Median
— Average (DE- TV-L (2025) (job))
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Building up the foundation for all HRIS processes

Back to: Admin Center

Manage Data
Search Q Job Classification | |Q Support (500709 » | Include Inactives: | ~ Search As Of: 11/29/2023 =)
History « Job Classification: Administrative Support (50070968)
Start Date * 09/21/2023
Senn Soe Achon; < ] Job Code 50070068
gradar_job_fevel: XXL XH Job Title - Administrative Support
adar. 44.280.03 44:... . -
gradar_pay_grade_midpoint. Description Administrative Support C)
s Stalus *  Active
Workers'Comp Code
grade:7 Parent Job Classification
career: individual Contribution
gradar_urt: hitps:ffintegration-demo-succes... Job Lavei. G- Mo Mandger
gradar_job_leval: XII Standard Weekly Hours 40
gradar_pay_grade_min: 35431, 22 Regular/Temporary Regular
gradar_pay_grade_midpoint: 44,289,025 Employee Class Active
gradar_pay_grade_max: 53,146.83
Is Full Time Employee Yes
uper Level C
Pay Grade Hourly Grade 09 (H-09)
grade: 8 Job Function  Administration (50070699) [a3)
RM Job Code 50070968
03/28/2023 R o
AM Job Title  Administrative Support )
RM Job Code: 50070968 ,
RM Job jon: 500 RN Job Level IC - Non-Manager
grade: 86 RM Regular/Temporary Regular
RM Employee Class  Active
0112712023 RM s Full Time Employee t (J
RM Job Code: 50070968 R Supardsor L evel ¢ o
RM Job Function: 50070899 RM Pay Grade Hourly Grade 09 (H-09)
grade: 61+
RM Job Function 50070899 ()
01/2012023 M Company
grade 7
RM Job Code: 50070968 =
RM Job Function: 50070899 iy
grade: 1137 gradar_urt il demo gradar. 7277imaster_data
gradar_job_level XXL XH
01/19/2023 gradar_pay_grade_min 35431.22
d de_midpoint 44,280.03 44.289.025
RM Job Code: 50070968 bosabiakingis
gradar_pay_grade_max 53,146.83

RM Job Function: 50070899
ade: 179

01/01/1900

Job Ctassification: Record created

Job Classification Countries/Regions

No data for Job Classification Countries/Regions avaiiable or you do not have the necessary permission,

Create New Q No Selection «

© Insert New Record

SAP SuccessFactors ()

10
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What a job evaluation platform delivers

Documented evaluation & re-grading

Roles change constantly. The platform re-evaluates

as they do, instead of waiting for the next big project.

System integration

Connects to the HR systems already in use, e.g.

Workday or SuccessFactors, instead of living in a silo.

Live, evaluation-linked pay bands

Bands update with the underlying data — not a
spreadsheet that goes stale after six months.

Audit-ready documentation

Every grading decision stays traceable and defensible
when a regulator, works council or employee asks.

Technology & AI doesn’t replace the evaluation — it keeps it accurate, connected and defensible over time.
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You have chosen the best JE methodology for your organisation

Now come the next steps for long-term success:

Implement Embed

Build the operating model Make it part of HR

Systems, talent and pay
processes

Governance, roles and
communication

merities.com

Monitor

Keep it current

Review changes and
stakeholder feedback

12




Implement

Project plan: Evaluate: Workload: Communicate:

- Roles & - Roles - Slotting - Line managers
responsibilities - Consistency - Job architecture - Employees

- Governance - Sign-off - Workers’ Reps

merities.com

13



Embed

HRIS systems

Recruitment

Talent development
Compensation and benefits
Appeals and grievances

Pay transparency

merities.com

A methodology creates
value when it becomes
part of everyday HR
decisions and is

embedded across

multiple HR processes.

14



Monitor

merities.com

Business

change

Feedback

Review
& refresh

HRIS &
processes
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- Questions?
Please use the
Q&A function

Book a demo with us via
https://calendly.com/d/2yf-b9z-zmn



https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn

<<

https://calendly.com/d/2yf-

b9z-zmn

If you'd also like to get started, reach out to us or to
better@gradar.com.



mailto:better@gradar.com
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn

Interested in how Merities Consulting can support you?

Rachel Gibbs R R
rachel.gibbs@merities.com R P A e O

merities.com
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