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Pear|l Meyer’s* L ooking Ahead to Executive Pay Practices’ isan annual, online survey
and valuable compensation planning tool. Thisyear’s survey focused on compensation
practices and design was conducted in August and September of 2024, with total
participation of 46 financial services companies. Data and analysis are presented in the
executive summary available for download. Some key findings ar e noted below.

After achallenging 2023, changes to compensation plansfor 2024 remained elevated
relativeto 2022, but expectations for 2025 are forecast at a lower rate of change. Similar to
prior surveys, most respondentstarget executive compensation at or above the market
50th percentile. And while most respondents did not recently change (nor do they
anticipate changesto) their executive compensation philosophy, nearly 18% increased or
plan to increase competitive positioning for one or more pay components, suggesting that
labor marketsremain somewhat tight.

Compensation committees continue to address a variety of topics beyond executive and
non-employee director compensation, with many respondents becoming mor e involved
with broader human capital oversight, and 14% of respondents having already taken on
additional oversight responsibilities.

About half of all respondentstook one or more actionsthisyear to addressincentive plan
goal-setting challenges, including delaying the timing for finalizing goals (9% ), widening
per formance range spreads, and adding or increasing the emphasis on relative (vs.
absolute) or qualitative (vs. quantitative) measures. Two thirds of all respondents
described current-year incentive plan performance goals as having similar degr ees of
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stretch compared with 2023, with nearly 21% citing mor e aggressive hurdles.

Only 30% of all respondents anticipate making changesto short-term or long-term
incentive designs for 2025. Among those that do, the most commonly cited changeisto add
new performance metrics, but respondents are also considering adding strategic, new
objective, subjective, and relative performance metrics.

Finally, Al remains a hot topic with banks making investmentsin training and
development, softwar e licenses, and for larger banks, hiring Al talent. To date few have
included or contemplated including Al goalsin executive compensation metrics, but a few
have added it to their upcoming agendas.
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