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How are other employers thinking about investing in talent in the months ahead? 

As a service to our clients and colleagues Axiom Consulting Partners has aggregated recently released 2012 compensation planning 

data. We collected data from recent WorldatWork, the Conference Board, and Mercer Human Resources Consulting studies including 

projections for salary increase budgets, merit pay increase budgets, and salary structure movements for 2012. As this is early data, it is 

important to note that it is subject to change and that the actual salary increases are historically below early projections.

8�6��VDODU\�LQFUHDVH�EXGJHWV�UHPDLQ�UHODWLYHO\�ÁDW��DV�VXUYH\�GDWD�KDV�UHSRUWHG�D�SURMHFWHG�PHGLDQ�VDODU\�LQFUHDVH�EXGJHWV�RI������IRU�
WKH�SDVW�WZR�FRQVHFXWLYH�\HDUV��6HYHUDO�FRPSHQVDWLRQ�VXUYH\�ÀQGLQJV�FRQYHUJH�WR�WKH�VDPH�FRQFOXVLRQ�WKDW�HPSOR\HUV�ZLOO�SODFH�JUHDWHU�
emphasis on allocating their salary budget increases towards merit pay, particularly for higher-performing employees. As organizations 

face increased pressure to align their strategy, organization and talent, it is now more important than ever to link individual and team 

performance with key organizational objectives through improved goal setting and increased use of variable pay. 

The table below provides a high-level overview of the 2011 actual and 2012 projected median salary budget increases from the three 

companies’ publicly available information. Subsequent pages aggregate more detailed information such as salary increase forecasts by 

location and employee category.

1 introduction

1. “The Salary Budget Survey.” Published July 5, 2011.

2. “U.S. Salary Increase Budgets for 2012.” Published July 2011.
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2 worldatwork

1 | Salary Increase Budgets

7KH�PHGLDQ������SURMHFWHG�VDODU\�LQFUHDVH�EXGJHW�LV�������LQFOXGHV�FRPSDQLHV�WKDW�UHSRUWHG�VDODU\�IUHH]HV��IRU�DOO�HPSOR\HH�FDWHJRULHV��
showing no change from the actual median in 2011.

6DODU\�LQFUHDVH�EXGJHWV�GR�QRW�GHYLDWH�VLJQLÀFDQWO\�E\�PHWURSROLWDQ�ORFDWLRQ��$GGLWLRQDO�ORFDWLRQ�GDWD�LV�DYDLODEOH��
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1a | 2010 – 2012 Salary Increase Budgets

WorldatWork

1b | Salary Budgets by Location
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3 worldatwork

2 | Median Salary Structure Adjustments

7KH�SURMHFWHG�PHGLDQ�VDODU\�VWUXFWXUH�PRYHPHQW�LV������IRU�DOO�HPSOR\HH�FDWHJRULHV�IRU�������

Projected medians are the same as the 2011 actual and projected medians for all employee categories, with the exception of the actual 

�����PHGLDQ�IRU�H[HFXWLYHV��������
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2a | Salary Structure Movements

Non-exempt Hourly and Non-exempt Salaried Employees:������

Exempt Employees:�������

Executives:�����

°

°

°

3 | Variable Pay

2012 projected median variable pay budgets as a percent of total payroll vary by employee category and are as follows:�

2012 median projections are equal to or greater than 2011 median projected percentage of paid variable pay, as well as 2011 projected 

percentage of budgeted variable pay. 
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4 the conference board

3a | 2010 – 2012 Variable Pay Programs

1 | Salary Increase Budgets

7KH�PHGLDQ������SURMHFWHG�VDODU\�LQFUHDVH�EXGJHW�LV������IRU�DOO�HPSOR\HH�FDWHJRULHV��LQFOXGHV�FRPSDQLHV�ZKR�UHSRUWHG�VDODU\�IUHH]HV��

)RU�HDFK�RI�WKH�HPSOR\HH�JURXSV��PHGLDQ������IRUHFDVWV�DUH�WKH�VDPH�DV�WKH�DFWXDO������LQFUHDVHV��ZKHUHDV�WKH���WK�DQG���WK�SHUFHQWLOHV�
of 2012 forecasts are slightly higher for each employee category.
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�

1a | 2011 – 2012 Salary Increase Budgets by Employee Category

the conference board
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2 | Salary Structure Movements

3URMHFWLRQV�IRU������VDODU\�VWUXFWXUH�PRYHPHQWV�DUH�DW�D�PHGLDQ�RI������IRU�DOO�HPSOR\HH�JURXSV��XS�IURP�D�SURMHFWHG�PHGLDQ�RI������
�QRQ�H[HPSW�KRXUO\��QRQ�H[HPSW�VDODULHG��H[HPSW�HPSOR\HHV��DQG�������H[HFXWLYHV��LQ�������+RZHYHU��SURMHFWHG�PHGLDQ�VDODU\�VWUXFWXUH�
movements are the same as 2011 actual salary structure movements for all employee categories. 

7KH�&RQIHUHQFH�%RDUG�FLWHV�FXUUHQW�ODERU�PDUNHW�FRQGLWLRQV��D�VODFN�ODERU�PDUNHW�ZLWK�LQFUHDVHG�FRPSHWLWLRQ�DPRQJ�ZRUNHUV�IRU�MREV��DV�
one of main reasons salary structures are expected to see little movement again this year.
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2a | 2011 – 2012 Salary Structure Movements by Employee Category

3 | Merit Pay Increases

7KH�DFWXDO�PHGLDQ�PHULW�LQFUHDVH�EXGJHW�ZDV������IRU�DOO�HPSOR\HH�FDWHJRULHV�LQ������DQG�URVH�WR������LQ�������7KH�SURMHFWHG�PHGLDQ�
PHULW�LQFUHDVH�EXGJHW�IRU������LV�������

7KLV�XSZDUG�WUHQG�LQ�DFWXDO�SURMHFWHG�PHULW�LQFUHDVH�EXGJHWV�LV�LQGLFDWLYH�RI�WKH�LQFUHDVLQJ�SUHYDOHQFH�RI�SD\�IRU�SHUIRUPDQFH�
compensation strategies amongst organizations.

In fact, while most companies have not budgeted for general increases, both the 2011 actual and 2012 projected overall Merit Pay 

Increase Budget percentages align with the Salary Increase Budgets.

�
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6 mercer

1 | Salary Increase Budgets

7KH�3URMHFWHG�6DODU\�,QFUHDVH�%XGJHW�IRU������LV�������XS�IURP�DQ�DFWXDO������LQ�������LQFOXGHV�FRPSDQLHV�WKDW�UHSRUWHG�VDODU\�IUHH]HV��

Mercer notes that half the organizations that project higher 2012 pay increases than those granted in 2011 cited expected labor shortages 

and greater competition for workers as the main reasons.
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�

1a | 2011 – 2012 Salary Increase Budgets by Employee Category

Mercer

2 | Pay for Performance

$V�FRPSHQVDWLRQ�EXGJHWV�UHPDLQ�UHODWLYHO\�ÁDW��ÀUPV�KDYH�UHDVRQDEOH�FRQFHUQ�WKDW�WKH\�PD\�ORVH�WKHLU�WRS�WDOHQW�XQOHVV�WKH\�DGRSW�D�SD\�
for performance mentality and reward their top performers accordingly.

According to Mercer’s survey, the gap between high-performing employees and those in lower performance categories is widening 

VLJQLÀFDQWO\��,Q�SDUWLFXODU��0HUFHU�QRWHV�WKH�IROORZLQJ�
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The highest-performing employees (8% of  the workforce)�DUH�H[SHFWHG�WR�UHFHLYH�DYHUDJH�EDVH�SD\�LQFUHDVHV�RI������

Average performers (54% of  the workforce)�DUH�H[SHFWHG�WR�UHFHLYH�DYHUDJH�EDVH�SD\�LQFUHDVHV�RI�MXVW������

The lowest performers (2% of  the workforce)�DUH�H[SHFWHG�WR�UHFHLYH�DYHUDJH�EDVH�SD\�LQFUHDVHV�RI�MXVW�����

°

°

°


