ENERGY SECTOR WORKFORCE SERIES

The Energy Sector Playbook:
Recognition & Total Rewards

for the Modern Utility and Energy Workforce

How oil & gas, utilities, and energy companies build recognition programs that actually reach the field —

and total rewards experiences that drive retention, safety, and pay transparency compliance.

ABOUT THIS EBOOK

This playbook is written for CHROs, VP HR, and Total Rewards Directors at energy companies
with 500 to50,000+ employees — across upstream, midstream, downstream, utilities, and oil
field services. It synthesizes field-proven patterns from enterprise deployments, current U.S.
regulatory research, and frontline workforce analytics to give you a practical architecture —
not abstract theory.
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EXECUTIVE SUMMARY

Energy companies face a recognition and rewards crisis that most traditional HR
platforms are not built to solve.The workforce is fragmented — field workers,
control room operators, refinery technicians, contractors, and corporate staff
— and the programs designed for corporate employees routinely fail the people
doing the most operationally critical work.

This playbook documents the two demand wedges that consistently resonate with energy employers who solve this well:

DEMAND WEDGE 2

Frontline Reach + Safety Reinforcement Total Rewards Visibility + Transparency Readiness
Recognition programs that actually reach field Modern ‘living’ total rewards experiences that consolidate
populations and reinforce safety culture — versus salary, bonus, equity, benefits, and recognition — and
generic 'kudos’ platforms that become office-only. support emerging pay transparency requirements.

When positioned with financial rigor, the business case is straightforward. Replacement cost for energy roles is commonly
estimated at 50% to 200% of annual salary depending on level. A five-point retention improvement in a workforce of
10,000 skilled technicians can represent tens of millions of dollars in avoided replacement and productivity loss — ROI
that belongs in a CFO-level conversation, not just an HR budget request.

The same logic applies to safety culture. Industry bodies consistently emphasize human performance and leadership
behaviors as core levers for reducing severe events. Recognition designed to reward near-miss reporting, learning
behaviors, and compliance milestones is not a perk — it is an operational control mechanism.

KEY INSIGHT

Four structural realities make oil & gas different: high wages do not prevent dissatisfaction; variable pay creates
hidden wage-hour compliance complexity; safety-linked rewards can backfire if tied to injury counts;and pay
transparency is creating compression pressure. Your Total Rewards architecture must be built as agovernance
system — not a menu of programs.
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Chapter 01

The Energy Workforce
Challenge

Before solving recognition and total rewards, you have to understand
why energy is structurally different from other industries. The programs
that work well in a professional services firm or a tech company break
badly in anoperating environment built around 24/7 field crews, rotating
shifts, union contracts, and safety-critical decision-making.
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CHAPTER 1

The Workforce Fragmentation Problem

Oil & gas and utility workforces are not homogeneous. They are operating-model mosaics — and rewards failureis almost

always a segmentation failure. Consider a typical integrated energy company or large utility:

Workforce Segment

Field Operations (Upstream)

Control Room / Pipeline Ops

Represented / Unionized Workers

Contractors & Turnaround Crews

What Makes Them Different

Remote sites, rotating schedules, no laptop/email
access, hazard pay complexity, overtime variability

24/7 operations, critical infrastructure compliance,
high consequence of process safety failures

CBA constraints on pay changes, strict eligibility
rules, non-monetary recognition requirements for
represented groups

Multi-employer worksites, procurement/HR
boundary, classification scrutiny under FLSA

What Breaks

Desktop-first recognition platforms; generic email-
based commes; incentives that accidentally inflate
overtime liability

Safety rewards tied to injury counts that
discourage near-miss reporting; governance gaps
in reward eligibility

Unilateral changes to recognition eligibility;
missing audit trails; reward changes that trigger
grievance processes

‘Two-class system’ perceptions; recognition that
crosses legal boundaries implying employment;

economic reality analysis

Corporate & Technical Professionals

compression between tenured staff and new hires
with market-adjusted offers

Four Structural Realities

Digital skill scarcity, paytransparency scrutiny,

misclassification risk

Misaligned equity grants; vague performance
ratings; stale total compstatements that fail
against competing offers

These are not hypotheticals. They are documented, recurring failure modes in energy Total Rewards design:

REALITY 01
High Pay # Low Dissatisfaction

Oil & gas extraction has high average wages and
demanding hours — conditions that actually intensify
expectations for pay differentials (schedule, travel, hazard,
skill). When workers perceive inequity in how differentials
are applied, high base pay does not neutralize the
frustration. The expected premium for hardship conditions
becomes a baseline expectation, not a motivator.

REALITY 03
Safety-Linked Rewards Can Backfire

OSHA has explicitly flagged concerns that injury-rate-based
incentives may discourage workers from reportingi ncidents
and near-misses. Activity-based recognition — rewarding
hazard identification, corrective action closure, near-miss
submissions, and safety meeting participation — is less
likely to create that under reporting dynamic and is aligned
with how leading safety bodies frame human performance
improvement.

The Bottom Line for Qil & Gas

REALITY 02
Variable Pay = Hidden Compliance Risk

Many frontline incentives — attendance bonuses, safety
awards, production payouts — are non-discretionary

under the Fair Labor Standards Act and must be included

in the regular rate for overtime calculations. Most energy
companies do not have clean audit trails proving this is being
done correctly, creating ongoing back-payrisk that Finance
and Legal typically underestimate.

Pay Transparency Creates Compression

Research on pay transparency laws documents measurable
compression effects — particularly reduced wage growth
at the top of distributions, and increased internal scrutiny
of relative pay. Doing nothing is now a decision with
predictable morale consequences. Companies that publish
a clear pay philosophy and invest in range governance are
better positioned to manage the conversation than those
who wait for forced disclosure.

Total Rewards must operate like a governance system — not a menu of programs. The winning architecture (1) prices work
to market, (2) protects internal equity and progression logic, (3) distinguishes employees vs.contractors cleanly, and (4)

embeds OSHA/DOL/IRS guardrails into design from day one.
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Chapter 02

Recognition That
Reaches the Field

The most common recognition failure in energy
companies is not poor program design — it is

poor reach. Programs built for desktop users leave
field crews, control room operators, and remote
maintenance technician sentirely outside the
recognition ecosystem. The result is not just low
engagement scores. It is a visible leadership gap that
field workers interpret as:

The people in the office matter. We don't

@ semos cloud



CHAPTER 2

The Workforce Fragmentation Problem

In most energy companies, 50% to 70% of the workforce is field-based and has limited or no access to corporate IT

systems. A recognition program deployed through the intranet or a desktop portal reaches less than half the workforce

on a good day. Mobile-first architecture is not a feature preference — it is the baseline requirement for the program to

function.

What Field Employees Experience Without
Mobile-First Recognition

No access to peer recognition while on shift orin the
field

Service anniversaries pass without acknowledgment
from leadership

Safety behaviors go unreinforced while office-based
‘kudos’ boards fill with corporate updates

Managers who want to recognize field crewsface
friction — no mobile tool, no simple workflow

Total compensation statements are available only on a
portal they never log into

What Mobile-First Recognition Enables

@ Peer-to-peer recognition sent via SMS or mobile app, no
SAP or HRIS login required

@ Automated service anniversary messages triggered
from HRIS data, delivered to field devices

@ Safety hero nominations from the field — near-miss
submissions tied to recognition workflows

@ Manager-to-crew recognition from a tablet or phone
during site walkthroughs

@ Total rewards snapshots viewable on mobile,updated in
real time

Recognition Architecture for Energy Environments

A recognition architecture that works in energy is not a single program — it is a layered system of recognitiontypes, each
designed for a different workforce segment and purpose.

Safety Culture (Leading Indicators)
Safety Culture Recognition

This is the highest-leverage recognition investment for any energy company. The design principle is critical: recognize activities that build

safety culture, not outcomes that might suppress incident reporting.

Hazard identification and near-miss submission: reward the
behavior of identifying and reporting risks, not the absence of
incidents

Stop-work authority reinforcement: visible recognition for
employees who exercise stop-work authority prevents the
cultural erosion of ‘don’t slow down production’ norms
Corrective action closure: recognizing follow-through on safety
improvements creates accountability loops

Safety training and certification milestones: automated
recognition triggered by learning system completions

Safety meeting participation and peer coaching

@ semos cloud

Compliance Note

OSHA has explicitly flagged that injury-rate-based
incentives may create pressure not to report
incidents. Activity-based programs — rewarding

behaviors rather than outcome metrics — are aligned
with OSHA'srecord keeping and anti-retaliation
guidance and with the human performance
frameworks used by leading industry safety bodies.




CHAPTER 2

LAYER2

Peer-to-Peer Recognition for Distributed Teams

Top-down recognition from executives has high symbolic value
but low frequency. Peer recognition scales across the entire
workforce and operates continuously. For field crews, the most
meaningful recognition often comes from colleagues who
witnessed the behavior directly — not a manager reviewing a
weekly report.

Design requirements for peer recognition in energy
environments: mobile-first submission with no system login
required for basic actions; shift-based visibility so crews on
different rotations can see and participate; simple nomination
workflows that take under 60 seconds; manager notification
and escalation paths for nominations that warrant broader

Milestone and Tenure Recognition

Service anniversaries are among the highest-engagement
recognition moments when executed well — and among the
most wasteful moments when they go unacknowledged. In
energy companies facing a retirementwave, 10-year, 20-year,
and 30-year milestones represent significant institutional
knowledge. Automated recognition triggered by HRIS data (SAP
SuccessFactors, Workday, Oracle HCM) ensures these moments
are never missed and are delivered with the right level of
visibility.

visibility.

LAYER 4

Values-Based and Community Recognition

For companies rebuilding culture after a difficult period — post-bankruptcy, post-safety incident, or through a merger integration —
values-based recognition provides a visible feedback loop for the behaviors that leadership says matter. Linking recognition categories
explicitly to company values (operational excellence, integrity, inclusion, community) makes the EVP tangible rather than aspirational.

Represented Workforce: Policy Compliance by Design

Requirement

Design Principle

Many collective bargaining agreements specify maximum values for non-monetary
recognition (e.g., gifts, experiences). The recognition platform must enforce these caps at the
point of nomination, not retro actively during payroll review.

For represented employees, monetary recognition (spot bonuses, gift cards) may be
restricted or require specific approval workflows. The system must support configurable
monetary vs. non-monetary rules by employee group.

Any recognition program touching represented populations needs adocumented audit trail
that can be produced in a grievance or arbitration context — who recognized whom, what
value, what date, under which policy.

Some CBAs include provisions for joint labor-management safety committees. Embedding
these structures into the recognition governance model — rather than running a parallel ‘HR
program’ — creates alignment and reduces grievance risk.
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Chapter 03

Total Rewards in the
Transparency Era

Most energy employees do not know what their total compensation

is worth. They see their base salary on theirpay stub and a benefits
enrollment portal they visit once a year. The equity, long-term incentives,
retirement contributions, wellness benefits, and recognition value that
make up the rest of their package are invisible —living in three or four
different systems, expressed in different formats, never consolidated
into a single view.

This is not just a communication problem. It is a retention problem.
When a recruiter from a competitor calls with a competitive base salary
offer, your employee has no easy answer to the question: ‘But what is
my current total package actually worth?' The invisible benefits — the
$8,000 in employer HSA contributions, the 6% 401(k)match, the $12,000
in recognition points and milestone rewards, the EAP and mental health
coverage — are not in the conversation. And so they leave.
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The Static PDF Problem

Total compensation statements that arrive once a year as a PDF have four fatal design flaws in the currentenvironment:

FLAW 1

Timeliness Personalization

annual statements are out of date before they reach the generic PDF templates cannot reflect the actual mix of
employee. A Q4 equity grant, a Q1merit increase, and a benefits an individual uses. Afield worker with heavy
mid-year bonus all change the picture — but the statement healthcare utilization has a very different value story than a
doesn't reflect them. corporate employee with maximum 401 (k) deferral.

Actionability Transparency Readiness

static statements cannot drive enrollment decisions, a PDF cannot be updated to reflect range governance
benefits optimization, or financial planning. They report changes, internalequity adjustments, or the pay philosophy
what is — they cannot guide what should be. communication that new regulations may require.

Architecture: The Living Total Rewards Experience

The best-in-class total rewards experience in energy consolidates all compensation components into a single
personalized view that updates in real time, drives benefits engagement, and prepares the organization for pay

transparency requirements.

Component

Annual Bonus / Incentive Pay

What It Includes & Why It Matters

Target vs. actual payout, trailing 3-year history, performance metric performance-to-target —
connects pay to performance in visible, concrete terms

Long-Term Incentives / Equity

Current grant values, vesting schedules, projected payout at various performance scenarios — critical
for retaining mid-career professionals who undervalue unvested equity

Employer-Paid Benefits

Healthcare employer premium contribution, HSA/FSA employer contribution, life and disability
coverage, EAP and wellness programs —these are often worth $15,000-$25,000+ annually but
invisible until monetized

Retirement / DefinedContribution

Employer match, total employer contribution, projected retirement balance at current savings rate —
the most underutilized retention tool in most energy companies

Recognition & Rewards

Points balance, redemption history, milestone awards, peer recognition received — integrates
recognition data from the R&R platform into thetotal value picture

Learning & Development

Tuition reimbursement used and available, certification support, skills development investment —
reinforces employer’'s investment in growth
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CHAPTER 3

Pay Transparency. Compliance and
Retention Opportunity

Pay transparency regulation is no longer a future risk. It is a current operating condition for any energy company with
employees in California, Colorado, New York, Illinois, or Washington — and for any EU-based or EU-operating entity under
Directive (EU) 2023/970, which formally establishes pay transparency obligations and enforcement mechanisms across
member states.

The compliance framing is straightforward: publish pay ranges in job postings, establish processes for employees to
request information about pay criteria, and ensure that pay decisions can be documented and defended. But the retention
opportunity is often overlooked: employees who understand where they sit in the range, why, and what the path looks like
to move up retain significantly better than employees who feel their compensation is opaque or arbitrary.

Regulation Who Is Affected Key Requirement

All EU-operating entities Pay range disclosure, right to request pay criteria,

EU Pay Transparency Directive . . .
enforcement mechanisms including burden-of-proof

(2023/970) TS .
reversal in discriminationclaims
California SB 1162 ) Pay scale disclosure in job postings; annual pay data
Employers with 15+ CA employees ) .
reporting by race, ethnicity, and sex
New York Labor Law 194-B NY employers with 4+ employees

Compensation ranges in job postings and internal
promotions
GO amyelizyfis oy L empleyee Pay ranges and benefits in jobp ostings; promotion and

Colorado Equal Pay for Equal Work Act
q y q transfer notifications

Federal contractors and Prohibition on pay secrecy policies; protections for
subcontractors discussing compensation

Federal Contractor Pay Transparency
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Segmentation: One Architecture, Multiple

ExperiencesOpportunity

A single total rewards statement template cannot serve a refinery operator in Louisiana and a corporate trading analyst in

Houston with equal relevance. Segmentation by role, business unit, employment type, and geographyis essential.

Field vs. corporate

different benefit utilization patterns, different
communication channels, different overtime and
premium pay structures

Employee vs. contractor
recognition eligibility, benefits visibility, total rewards
statement access must maintain clear boundaries to
avoid misclassification risk

Benefits Discovery & Enrollment Activation

Exempt vs. non-exempt
compensation calculation logic, overtime history,
incentive inclusion rules are fundamentally different

Multi-country
currency conversion, local statutory benefits,
jurisdiction-specific compliance messaging

The architecture should be: one governance spine, multiple personalized experiences. Central policy controls(range
governance, eligibility rules, pay philosophy) ensure consistency. Personalized delivery (role-specificcomponents, local
language, mobile vs. desktop) ensures relevance. The same platform that serves a fieldworker in Texas serves a corporate
professional in Amsterdam — with different content, same governance.

In most energy companies, mental health EAP utilization is under 5%, HSA contribution optimization is under 30%, and

financial wellness programs are nearly invisible to the workforce. Automated, personalized nudges triggered by life events

(new hire, new child, age milestone, open enrollment window) convert far better than annual benefits fairs or generic

reminder emails.
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Chapter 04

The Business Case
& ROl Model

Recognition and total rewards programs often struggle for budget
because their ROl is framed in engagement survey scores rather
than financial outcomes. In energy companies, where CFOs

and Operations leaders arethe real gatekeepers of budget, the
business case must be built in the language of operations: cost
avoidance,capacity protection, and compliance risk reduction.
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CHAPTER 4

ROI Driver 1:
Turnover & Replacement Cost Avoidance

Replacement cost for energy roles is consistently estimated at 50% to 200% of annual salary, depending on the role
level and technical complexity. For a skilled instrumentation technician earning $90,000, that is $45,000 to $180,000
per replacement when accounting for recruiting, onboarding, training, and productivity ramp-up. For a senior

petroleum engineer or operations manager at $150,000+, the number is substantially higher.

Role Category Avg. Salary Replacement (Low) Replacement (High) 10-Person Retention Value
Skilled Field Technician $75,000 $37,500 $112,500 $375K-$1.1M
Control Room / Pipeline Ops $90,000 $45,000 $135,000 $450K-$1.4M
Engineering / Technical $120,000 $60,000 $200,000 $600K-$2.0M
Operations Management $150,000 $75,000 $300,000 $750K-$3.0M

If a recognition and total rewards program reduces regretted attrition by 3% in a workforce of 8,000 field and technical
employees, that is 240 avoided departures. At a conservative replacement cost of $75,000 per role, that is $18 million in
avoided cost — against program costs typically in the low single-digit millions.

ROI Driver 2:
Safety Culture and Incident Cost Reduction

Recognition designed to reinforce safety behaviors creates measurable, auditable changes in leading safety indicators
— near-miss submission volume, corrective action closure rates, safety training completion. These are not soft metrics.
They are the leading indicators that predict severe incident rates, and severe incidents in energy have direct financial
consequences:

+ OSHA recordable incident costs: workers’ compensation, medical treatment, lost productivity, and incident
investigation costs

+ Process safety incidents (Tier 1 and 2): asset damage, production loss, regulatory penalties, reputational impact
+ Contractor fatalities and serious injuries: liability, regulatory investigation, permit and license risk

+ Safety culture degradation: when workers feel that safety concerns are not heard or recognized, near-missreporting
declines — which is the leading indicator for more serious events

ROI FORMULA

Hypothesis: Moving from injury-rate rewards to activity-based recognition increases reporting integrity and safety learning

without increasing recordable incidents through better reporting. Group A (test): Recognition forhazard identification, near-
miss learning participation, corrective action closure. Group B (control): Traditional'days without incident’ reward structure.
KPIs to measure: near-miss submissions, corrective action cycle time, safety meeting participation, employee perception of
reporting safety (survey).
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CHAPTER 4

Benefits Utilization Improvement

Employer-paid benefits represent a substantial investment — typically 30%-40% of total compensation cost. When
employees do not know these benefits exist, do not enroll, or do not use them optimally, the employer absorbs
the full cost with reduced retention and engagement return. A total rewards visibility platform typically produces
measurable ROl in three categories:

* HSA and retirement contribution optimization: employees who increase their contribution rates reduce employer
liability for future financial hardship costs and improve their own financial resilience

* Mental health and EAP utilization: underutilized EAP programs represent paid capacity that reduces absenteeism,
presenteeism, and health plan costs when activated

* Voluntary benefit enrollment: accident, critical illness, and hospital indemnity enroliment reduces out-of-pocket
healthcare events that drive absenteeism and financial stress

ROI Driver 4:
Compliance Risk Reduction

This is the ROI driver most often left off the business case — and the one most likely to resonate with CFO and Legal
stakeholders:

OSHA RETALIATION RISK
Non-discretionary incentives not correctly included in If your recognition program rewards low injury counts,
overtime calculations for non-exempt workers. Average you've created documentary evidence of a potential
back-pay exposure: significant. Automated quarterly audit anti-retaliation posture. Activity-based recognition and
capability eliminates this exposure. design documentation protects the organization.
PAY TRANSPARENCY NON-COMPLIANCE IRS TAXABILITY ERRORS
Posting positions without required pay ranges in covered Gift cards and cash equivalents classified as 'de minimis'
jurisdictions. California SB 1162 violations carry civil benefits — a common error. IRS guidance is clear: cash
penalties; NY Labor Law 194-B enforcement is active. Range equivalents are taxable wages regardless of amount.
governance provides the required audit trail. Correct design eliminates audit exposure.

Building the Business Case: A Simple Model
Template

ROI FORMULA

ROI = (Avoided Turnover Cost + Safety Incident Reduction Value + Benefits Utilization Gain + AvoidedCompliance Penalties
- Program Cost) / Program Cost. Because oil & gas wages and hours are structurally high, the ROl is often dominated by
vacancy cost and skill continuity — not by small changes in engagement scores. Frame the business case accordingly.

() semoscloud



Chapter 05

HR Tech Stack Evaluation
Checklist

Selecting a recognition and total rewards platform for an energy
company is not like selecting one for aprofessional services

firm. The buying committee will include HRIS, IT Security, Legal/
Compliance, Operations,and Procurement — not just HR. The
platform must pass scrutiny across all of those dimensions, not just
the HRuser experience.

Use this checklist to evaluate vendors and structure your RFP.

Requirements are organized by the stakeholdermost likely to own
each category.
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CHAPTER 5

Mobile and Field Accessibility (Operations / HR)

For 50-70% of your workforce, a desktop platform is not a platform — it is a policy document they will never read. Mobile
and field accessibility requirements are non-negotiable for energy environments. Any vendor claiming to serve field
populations must be evaluated against these criteria before anything else.

# Requirement Priority

Native mobile app (iOS and Android) for recognition submission, receipt, and total rewards viewing without VPN Vuet Hove

or corporate network access

2 SMS and push notification delivery for workers without smartphones or corporate email Must Have
3 Offline capability — recognition submission queued and sent when connectivity isrestored (critical for remote sites) Must Have

4 Recognition workflow completable in under 60 seconds on mobile — no multi-screenforms Must Have

5 Total rewards statement viewable on mobile with component-level drill-down Must Have

6  Support for shift-based visibility (field crews see recognition from their rotation group) Strong Preference

HCM and Enterprise System Integration (IT / HRIS)

Recognition and total rewards platforms that operate as standalone islands create more administrative work, notless.
Bi-directional integration with your core HCM is a prerequisite — not a feature to evaluate later. Anniversary triggers,
promotion recognition, and total rewards data must flow automatically from HRIS events, and recognition data must flow
back for reporting.

# Requirement Priority

7 Native integration with SAP SuccessFactors (OData APIs, real-time org data sync, automated event triggers) Must Have

8 Integration with Workday and Oracle HCM for organizations on non-SAP stacks Must Have

9 Automated event trigger processing: service anniversaries, promotions, learning completions, onboarding
milestones from HRIS events

Must Have

10 Bi-directional data sync — recognition and total rewards data flowing back to HRISfor analytics and reporting MIVEE e

11 ERP / payroll integration for taxable recognition events (IRS-compliant awardtracking and W-2 reporting) Must Have

12 Learning Management System integration for certification-triggered recognition Strong Preference

13 Benefits administration platform integration for enrollment nudge triggers and total rewards data

. . Strong Preference
consolidation
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CHAPTER 5

Governance, Policy Control, and Audit
(Legal / Compliance / Labor Relations)

For energy companies with represented workforces, governance requirements are the highest-stakes dimensionof
platform selection. Collective bargaining agreements constrain what can be recognized, how, and in whatform. A platform
that cannot enforce CBA-specific eligibility rules, value caps, and audit trails is a grievancewaiting to happen. Legal and
Labor Relations must be represented in vendor selection — not just HR.

# Requirement Priority

14 Configurable eligibility rules by employee group (union vs. non-union, exempt vs.non-exempt, employee vs.
contractor)

Must Have

15 CBAvalue cap enforcement at point of nomination — system prevents exceedingconfigured limits without Must Have
admin override

16 Monetary vs. non-monetary policy enforcement by represented group — critical forCBAs that restrict
cash-equivalent recognition for unionized employees

Must Have

17 Full audit trail with timestamp, nominator, recipient, award value, and policy ruleapplied — exportable for
grievance and arbitration documentation

Must Have

18 Pay range governance tools: documented range structure, pay philosophypublishing, manager guidance on

= Must Have
comp decisions

19 Compliance documentation for pay transparency jurisdictions — range governanceaudit trail exportable for Must Have
regulatory review

Security and Data Residency (IT Security /
Procurement)ance / Labor Relations)

Energy companies operating critical infrastructure have elevated security requirements that most HR softwarevendors
are not designed to meet. Compensation data, recognition records, and total rewards statementsconstitute sensitive HR
data — and in some jurisdictions, personal data subject to regulatory requirements.Procurement and IT Security should
evaluate vendors on these dimensions independently from HR.

# Requirement Priority

20 SOC 2 Type |l certification — current, with report available for review Must Have

21 GDPR compliance documentation — data processing agreements, data subjectrights management, EU data

X . Must H
residency options ust Have

22
SAP BTP certified (for SAP SuccessFactors environments) — pre-validatedintegration security posture Must Have

23 Role-based access control — granular permission model by user type, businessunit, and data category Must Have

24 Single sign-on (SSO) integration — SAML 2.0 / OAuth 2.0 with enterprise identityprovider (Active Directory,
Okta)

Must Have

25 Data residency options for regulated jurisdictions (EU, specific countries with datalocalization requirements)
regulatory review

Must Have
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Global Scale and Localization (HR / Legal)

Integrated and global energy companies face an additional complexity layer: recognition and total rewards programs
must function consistently across geographies while adapting to local regulatory requirements,languages, currencies, and
cultural norms. Pay transparency rules vary by country and US state; benefit components visible in one market may not
apply in another; and recognition catalogs must be locally relevant tobe valued.

*  Multi-language support: minimum 10 languages for North American and EU operations; 50+ for global operators

*  Multi-currency: recognition points and total rewards values displayed in local currency with configurable exchange
rate management

* Jurisdiction-aware pay transparency: system can display or suppress compensation range information based on
employee location and applicable regulation

* Localization of recognition catalog: rewards marketplace relevant to local geography and culture

Country-specific statutory benefit display: configurable total rewards statement components by country.
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Chapter 06

Your 90-Day
Activation Roadmap

Recognition and total rewards programs fail most often not in design
— but in implementation. The 90-dayroadmap below is built around
the principle of generating fast, visible wins that build organizational
momentumwhile laying the governance and integration foundation
for sustained performance.

The roadmap assumes an organization in the 2,500-15,000 employee
range with a mix of field and office workers, some union presence,
and an existing HCM platform (SAP SuccessFactors, Workday, or
Oracle HCM). Adjust timelines based on organizational complexity and
IT queue capacity.

@ semos cloud
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CHAPTER 6

Phase 1: Foundation and Audit (Days 1-30)

PHASE GOAL

Establish the baseline, define the architecture, and secure stakeholder alignment before building anything.The most
expensive implementation mistakes are made by starting too fast.

Workstream Key Activities Owners

Workforce Map workforce by segment(field/office/contractor/union), document HR / HRIS

SegmentationAudit currentrecognition reach and participation rate bysegment, identify

‘dark zones' where recognitioncurrently does not reach

Current State Inventory all compensation components andtheir current Total Rewards /
TotalRewards visibility to employees, documentwhich components live in which Benefits
Assessment ) )

systems,estimate employee awareness rate for keybenefits
Compliance Identify all union contracts with recognitionprovisions, document Legal / Labor
BaselineReview FLSA status by role group,inventory jurisdiction-specific pay 22:::;:?2;;

transparencyobligations, review current safety recognitionprogram

design against OSHA guidance
HCM Integration Map available HRIS event triggers (hire,anniversary, promotion, IT / HRIS
Scoping certification), documentAPI access and security requirements,

identifypayroll integration requirements for taxableaward handling
Stakeholder Brief CHRO, Operations, Finance, Legal, andLabor Relations HR Leadership
Alignment

on program design andgovernance model, confirm RACI for
ongoingprogram management, validate business caseassumptions
with Finance
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CHAPTER 6

Phase 2: Pilot Design and Configuration (Days 31-60)

Configure the platform for a focused pilot population (one business unit, one site, or one workforce segment)and launch
the first recognition program. Generate early data and visible wins.

Workstream Key Activities Owners
Pilot Population Map workforce by segment(field/office/contractor/union), document HR / HRIS
Selection

currentrecognition reach and participation rate bysegment, identify
‘dark zones' where recognitioncurrently does not reach

Recognition Program Inventory all compensation components andtheir current Total Rewards /
Configuration visibility to employees, documentwhich components live in which Benefits
systems,estimate employee awareness rate for keybenefits
Mobile and Field Identify all union contracts with recognitionprovisions, document Legal / Labor
Activation FLSA status by role group,inventory jurisdiction-specific pay gs:::)'ﬁ:;ée
transparencyobligations, review current safety recognitionprogram
design against OSHA guidance
Total Rewards Map available HRIS event triggers (hire,anniversary, promotion, IT / HRIS
Statement Pilot certification), documentAPI access and security requirements,
identifypayroll integration requirements for taxableaward handling
KPI Instrumentation Brief CHRO, Operations, Finance, Legal, andLabor Relations HR Leadership

on program design andgovernance model, confirm RACI for
ongoingprogram management, validate business caseassumptions
with Finance
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CHAPTER 6

Phase 3: Measurement, lteration, and Enterprise
Readiness (Days 61-90)

PHASE GOAL

Measure pilot outcomes, iterate on program design based on data, and build the governance and integrationroadmap for
enterprise rollout. Prepare the business case update for CFO/executive review.

Workstream

Pilot Measurement
Review

Program Design
Iteration

Pay Transparency
Readiness

Enterprise Rollout
Planning

Governance Model
Activation

() semoscloud

Key Activities

Review 30-day recognition activity rate vs.baseline, review safety
leading indicator changes(near-miss volume, corrective action
closure),review total rewards statement engagementmetrics, collect
manager and employee feedback

Adjust recognition categories and value capsbased on pilot data,
refine mobile UX frictionpoints identified by field employees, update
totalrewards components based on feedback onvisibility and
relevance

Complete range governance documentation forpilot
population, draft pay philosophy statementfor manager and
employee communication,document compliance posture for
applicablejurisdictions

Define phased rollout plan by business unit andgeography,
document integration requirementsfor full HRIS sync, establish
changemanagement and communications plan forenterprise launch,
present updated businesscase to Finance

Establish ongoing recognition programgovernance (policy review
cadence, unionengagement calendar, compliance auditschedule),
define ongoing KPI review cadencefor CHRO and Operations
reporting

Owners

HR Analytics /
CHRO

HR/IT / Total
Rewards

Comp / Legal /
CHRO

HR Leadership
/ IT /Finance

HR / Labor
Relations /
Legal




KPI Dashboard: What to Measure and Report

The metrics that matter for a recognition and total rewards program in energy are different from those tracked

inprofessional services or tech. Safety culture indicators, field activation rates, and compliance audit pass ratesare as

important as participation statistics. Define your measurement framework before launch — not after —and align reporting

cadences to your CHRO's board-level reporting rhythm.

KPI Category

Recognition Reach

Metric

% of workforce receiving or giving
recognition monthly

Year 1 Target

60%+ within 12 months

Reporting Audience

CHRO / Ops Leadership

. o 0 L .

Field Activation Recognition activity rate in field / 40%+ within 12 months CHRO / Operations
non-desk workforce

Safety Culture S A +20% vs. baseline HSE / Operations / CHRO
(normalized by FTE)

Safety Culture Corrective action closure rate 85%+ within 30 days HSE / Operations

Total Rewards Visibility

Total rewards statement view rate

70%+ within 12 months

Total Rewards / CHRO

Benefits Utilization Mental health / EAP utilization rate +5 pts vs. baseline Benefits / CHRO

ey Regretted attrition in critical roles ~3t0 =5 pts vs. brior vear cApree
(12-month) P P y

Cetrmplizre Overtime recalculation accuracy for 100% quarterly audit Lol Hineinge & eyl
non-discretionary awards SESS
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Ready to Build a Recognition and Total
Rewards Architecture That Actually Works
for Energy?

Semos Cloud works with enterprise energy clients including utilities, integrated oil & gas companies, andoilfield services
firms to deploy recognition and total rewards programs that reach the field, pass unionand legal scrutiny, and generate

measurable ROI.

What we bring to energy environments:

Native SAP SuccessFactors integration with real-time OData API sync
Mobile-first architecture for deskless and field workers — no VPN, no corporate login required

Configurable union / represented workforce policy controls (value caps, audit trails, non-
monetaryenforcement)

Total rewards visibility platform with multi-system data consolidation and personalized
mobilestatements

Pay transparency compliance readiness with range governance documentation and audit trails

SOC 2 Type Il certified, GDPR compliant, SAP BTP certified

Get Started

Request a personalized demo or speak with an energy sector specialist.

semoscloud.com

energy@semoscloud.com
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