UTILIZING SALARY SURVEYS
In challenging economic times, it is critical and crucial to attract top talent and retain star performers who will drive the success of your organization in difficult market conditions.

Annual salaries are not something that one can make haphazard guesses about. The compensation rates of key employees are an integral part of whether an organization retains them or not. It is very easy to make some sort of unilateral “across the board” salary increases or freezes, but that is not the norm in today’s business climate. 

There are companies in business that can provide the data to help you devise and establish competitive and effective compensation plans. Companies like Watson Wyatt, which conducts the well-regarded Annual Canadian Salary Survey, and Culpepper.

They collect and gather comprehensive data on base salaries, short-term cash incentives, cash allowances, total cash compensation, equity compensation and long-term incentives, total direct compensation, pay and benefits practices, as well as job descriptions.

Ten Advantages of Using Salary Surveys

1. Access to Current Market Data

Since companies like Culpepper collect and report updated compensation data on a year-round basis, you can rest assured that your compensation packages decisions are based upon current market conditions. Their data more accurately reflects market place realities today as a result of their collection of data on a regular and timely basis.

2. Data Integrity
Data is collected directly from Human Resource professionals and analysts then carefully evaluate and measure it before entry into a database. You can use the data with confidence in both the source and survey methodology.

3. Technical, Scientific and Medical Focus

Data is gathered exclusively based upon the needs of organizations that provide technical, scientific, and medical based products and services delivering relevant, industry-specific compensation figures and data.

4. Wide Range of Jobs

You have access to compensation data that encompasses job descriptions on a wide range of positions, covering every level of function, facilitating accurate matches to your needs.

5. Precise and Relevant Geographical Data

This provides you with precise market rates and compensation packages relevant to specific local, geographical guidelines, allowing you to accurately price your jobs.

6. Global Compensation Data

Data on global compensation packages to meet your domestic and international needs.

7. Pay Practices and Policies

You gain access to pay practices and policy benchmarks to help you identify pay scales and practices that make organizations competitive.

8. Benefit Program Benchmarks

The provisioning of benchmarks for employee benefits to help you determine competitive and cost-effective benefits for your organization.

9. Unlimited Custom Reports

Powerful and easy-to-use online reporting tools, allowing you to see only the specific information you need. You may even request a customized compensation report.

10. Comprehensive Job Descriptions and Guides

Access to comprehensive job description and level-cutter guides to help you match your jobs and create your own custom descriptions.

There are a multitude of organizations that are now offering stock options and salary incentives to employees outside the executive suite to compete for talent, according to the “Annual Canadian Salary Survey” released recently by Watson Wyatt Worldwide. A second survey by this company also shows that the percentage of incentive pay to total compensation is greater in higher performing companies.

This is also another reason why Canadian organizations are increasingly embracing a total rewards approach to compensation and benefit packages, but industry experts agree that getting the base pay right is still the foundation for attracting and retaining key talent.

Research also shows that employee benefits – health care in particular – are important components of a total rewards plan. Recently released salary survey data projects national raise pools for 2009 will average from 3.5% to 3.9% with the disparity attributed to survey samples and methodology. 
Having struggled with cost-containment challenges during the past 18 months, which resulted in workforce reductions and salary freezes, more and more organizations are now planning to grant pay increases in 2010 as the economy begins to show signs of improvement.

Many organizations - both in the public and private sector – report that although base increases in 2010 have dropped a little from projections and forecasts, this is still better than had been anticipated. There have been fewer pay freezes and overall staff reductions compared to this time last year.  

Consistent with base pay increases, a survey by Mercer shows that short-term incentive payouts are projected to decrease slightly in 2010. Average payouts as a percentage of base pay for all employee groups are reasonably stable. Despite projected 2010 salary increases that are lower than what has been experienced in recent years, industry variations take effect in these considerations.   

