Xactly

Inspire Performance

Aligning Company Incentives with
Corporate Objectives

Tom Castley
Vice President of Xactly EMEA



incentive ¢ omJa 15&"[]@

 performance

| [Pl
1 q 1 wa{

C m 1y

"f ’H . .m uh

'l’Y l

‘ ,,’

{;/%/ N‘JLQV ‘

FORTUN E

TOP 100 §

workplaces for
Y millennials



INCENTIVES MATTER.

“Incentives are very important for keeping a sales team
motivated. | have an old saying: if you put a cauliflower up

as a prize, salespeople will compete for it.”

Helen Peake
Sales Manager, Yell
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Incentive
s Matter




The Millennial Misunderstanding

® Millennials B Non-Millennials

Competitive compensation

Bonuses and merit-based rewards

Supplemental training programs

Vacation time What is most
important to your

Flexible work location . . .
job satisfaction?

Up-to-date technology

Access to social media at work

0% 10% 20% 30% 40% 50% 60% 70%

Source: www.2020workforce.com/tag/employee-satisfaction/
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For Example...

Plan Corporate Objectives
> Revenue e > Premium Products
* > Acquisition * > Retention
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PROBLEM 2: MISALIGNMENT
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STOP HERDING CATS.

Get reps to chase
the right mouse.
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Xactly

A Better Way




LEGEND: W SMBREP ENTERPRISE REP SMBMGR M ENTERPRISE MGR

TARGET PAY MIX ACTUAL PAY MIX TOTAL COMPENSATION

VARIABLE $244K

$132K  ¢128K

BASE

The median ratlo of base salary The median sum of actual variable

The median ratio of base pay
compensation and base salary

to target variable earnings to actual variable payment

SPAN OF CONTROL

The median number of sales
representatives reporting to
first line managers is:

SMB ENTERPRISE
5
o0

The median measurement of The average percentage of
achlevement towards sales goals terminated employees
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WHY YOU HAVE TO LOOK BEYOND THE AVERAGE

Target Pay Mix
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( ﬁ i ﬁ i top performers VS. Our peers.

......

We are offering more incentive to
low performers vs. our peers.

AAAAAA This results in a quota
performance curve where we have
too many reps at the lower end,
and not enough at the top.

Xactly .
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Gifts - Analysing our Xactly Insights data

* Xactly customers that are using Insights show 3-5 % higher quota attainment
* Gender gap: Our Insights product has shown that women outperform men by 3%, but are actually paid 7% less!
*  Companies that pay competitively at the 75% percentile or higher see 50% less turnover

*  Companies that “peanut butter spread” quotas across similar roles see 14% less quota attainment than those that
stagger quotas accordingly

*  Optimal amount of people credited per deal is 5, specifically: 1 Account Exec, 1 Solutions Consultants, 2 Sales
Managers, 1 Senior Sales Manager

* 2 -3 measures per plan will show optimal rep performance

* The best cross-selling reps make the best sales managers, not your top performers!
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