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Most U.S Employers Expect to Give Pay Raises in 2011
- Excerpted from SHRM.org

0"\ U.S. employers plan to adjust their compensation practices for 2011 in response to concern
\’ over losing top talent after a year of pay freezes and, for some, signs of economic recovery.
0 According to Mercer’'s 2010/2011 U.S. Compensation Planning Survey, more than 98 percent of
U.S. companies plan to award base pay increases in 2011. Moreover, just 2 percent of
companies are planning across-the-board salary freezes in 2011, compared with 13 percent in
2010 and 31 percent in 2009.

Of the employers projecting to grant base pay increases, the average increase is expected to

be 2.9 percent in 2011, up from an actual 2.7 percent in 2010 but still down from 2009 levels

(3.2 percent). Unlike past years, expected salary increase levels for 2011 are even across most
employee groups. However, more employers are taking a segmented approach to salary increase allocations and continuing
to focus on high-performing talent

“It looks like salary raises are back, and for good reason,” said Catherine Hartmann, a principal with Mercer’s rewards
consulting business. “The risk of losing key employees is top of mind as the economy recovers and certain labor markets
improve. And while non-monetary awards such as career development and training are effective in retaining employees,
employers realize that top-performing employees are loath to go another year without an increase in pay. Investments in
both cash and non-cash solutions will have a significant impact on avoiding post-recessionary flight.

As organizations struggle to balance rewards programs and limited budgets with the need to engage and retain talent, they
are continuing to segment their workforce and rewards based on performance. As a result, the gap between high-performing
employees and those in the lower-performing categories is widening significantly.

. i . "Differentiating
“In the tug of war between limited resources and the need to retain critical employees, salary increases
recognizing top performance is still clearly a driving factor,” Hartmann said. “Differentiating among employee

salary increases among employee groups is a necessity, allowing employers to make their

investments in those employees that will advance the organization in the new economy.” groups is a

necessity, allowing

Despite salary increases being lower than in recent years, variations exist among industry employers to make
sectors. Compared with the expected average pay increase of 2.9 percent in 2011, their investments in
organizations within high-performing industries plan to grant higher increases. The oil and those employees that
gas industry is among the highest with projected average pay increases of 3.5 percent, will advance the
followed by the business/professional services industry at 3.2 percent. In contrast, other organization in the
industries expect to award less in 2011, including education at 2.6 percent and real estate at new economy.”
2.5 percent. ‘

“Despite budgetary constraints among all sectors, more stable growth industries are planning to provide raises for select
employees,” Hartmann said. “In general, increasing pay will continue to be a challenging priority for employers until
improved economic conditions are evident and the economic outlook significantly improves.”

“Funding for annual bonuses is generally driven by corporate profits or other financial performance measures such as
increased revenues. With many companies reporting stronger profits and higher revenues this year, companies will have
more resources available to fund bonuses and potentially reward employees with larger bonuses than they have received in
the past few years,” said Laura Sejen, global rewards practice leader at Towers Watson.

United States - Total Salary Budget Increases, by Employee Category - (excerpt: world at Work)

Actual 2009 Projected 2010 Actual 2010 Projected 2011

Mean Median Mean Median Mean Median Mean Median
Non-Exempt Hourly  2.3% 2.6% 2.8% 3.0% 2.4% 2.7% 2.9% 3.0%
Non-Exempt Salaried  2.1% 2.5% 2.8% 3.0% 2.4% 2.7% 2.95 3.0%
Exempt Salaried 2.2% 2.5% 2.8% 3.0% 2.5% 2.7% 2.9% 3.0%
Officers/Execs  2.0% 2.0% 2.8% 3.0% 2.5% 2.7% 3.0% 3.0%
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Americans Skipping Summer Vacations to Focus on the Job

With changes in the current job market, Americans are weighing the options of taking vacation and sick time as well as working
extra hours with no additional compensation, according to a poll from Monster.com. During the month of July, Monster's series of

U.S. polls look at the following questions:

» The "Are you taking a summer vacation this year?" poll found that 70% of respondents
are so focused on their job search, they will not take any time off for vacation. Of the
other 1,160 respondents, 18% are planning a trip, while 12% are taking time off but

staying home, otherwise known as a "staycation."

» 2,870 people responded to the July poll "Have you ever felt guilty for taking a vacation or
sick day?" Nearly 60% of respondents reported they do feel guilty about taking a vacation A
or sick day and, within this group, 39% say they feel guilty because they don't like to .
"inconvenience others by making them cover my work," while 20% fear losing their job.
The remaining 41% have no guilt about taking vacation or sick days, since they feel it's

"what (these days) are there for."

» According to the poll, "Do you get paid for working overtime?", 60% of nearly 3,000 respondents are putting in extra

hours without receiving any additional pay.

» The July polls also surveyed the preference for time off versus a higher salary. 65% of the 3,011 respondents said they'd
take a higher salary, while 26% preferred more days off. 3% of respondents felt that their current benefits were enough,
and the remaining 6% are paid for accrued vacation, so it doesn't make a difference to them.
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“A new survey reported that 40% of respondents would leave

Poor Communication May
Lead to Loss of Employees?

a company if they didn’t feel they were receiving accurate
communication from Managers or Supervisors”.

Don't let this happen to you. We can help!
We'd like to introduce a new Strategic Partner of D. Gallant

Management Associates, Fran Liautaud.

Fran is a Communication and Leadership Coach,
supporting business leaders and teams by helping
}. — them to build productive relationships through

strong communication skills.

Fran teaches a powerful communication technique called
“Dialogue”, and specializes in helping teams to overcome
relationship challenges in order to be optimally productive at
work.
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Fran’s
productive communication and easier, more effective
partnerships with co-workers, staff, clients and upper-
management.

Dialogue” approach is for leaders and teams who want

Fran has led teams and projects in the past 25 years for
numerous Fortune 500 companies, such as McDonald’s,
United Airlines, Fisher-Price and Anheuser-Busch.

For more information on these services or any of our
other many services please call us at 207-773-4800 or
visit us at www.dgllant.com

IU's not too late to sign up for D. Gallant Management's
Fall PHR/SPHR Preparation Class

Just in case you missed our Spring Program, D. Gagantévitiis
hosting anoth®PHR/PHR Certification Prep Course!

September 14th, (4:00-5:00pm) - Introduction to Course

September 21st, (4:00-6:00pm) - Strategic Management

September 28th, (4:00-6:00pm) - Workforce Planning & Employment
October 5th, (4:00-6:00pm) - Human Resource Development

~Two Week Study Break

October 26th, (4:00-6:00pm) - Total Rewards Comp & Benefits
November 24, (4:00-6:00pm) - Employee & Labor Relations

November 9th, (4:00-6:00pm) - Risk Management, Occupational Hea
Sdety & Security (Wiayp)
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$450 for this
7-week course. ¢
Plus $115 forall -
materials.

Registenowfor this course so you can take the test before eligibil
changes become effective January 1, 2011. The last testing per
this changes is12/1/202(31/2010.

To reserve your spot in th is class:

Call us at: 207  -773 -4800 or

E-mail Libbv Johnson at: libbvi@daallant.com

d.gallant MANAGEMENT ASSOCIATES
75 Pearl Street ¢ Portland, Maine 04101

www. dgallant.com

Tel: (207) 773-4800
Fax: (207) 773-0101
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