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Introduction and perspective



We continue to stand at

a crossroads in the world of work.

As a result of the last two years
of adapting and evolving,
organizations globally have
charted new business and talent
strategies, and this has had

a significant impact on the
direction of reward programs.

Global Rewards Pulse Survey

Introduction

This is the sixth in a series of global pulse surveys from Korn Ferry designed to
gather insights into how organizations are adapting their reward programs

in response to a rapidly changing world, and to assess how their plans for future
rewards programs are evolving. For this survey, there is a particular focus on salary
increase projections for 2022.

We were prompted to initiate this survey when it became increasingly clear from our
clients toward the latter part of 2021 that early compensation increase projections for
2022 may no longer be relevant. Given the continued impact of the pandemic on
business conditions, accelerating inflation, and labor supply and demand imbalances,
organizations felt compelled to adjust their compensation increase budgets in the
latter part of 2021 and early 2022.

This survey ran from December 2021 to January 2022 and it reflects responses
from 5,042 participants in 116 countries. Survey respondents are typically HR
professionals, and their organizations cover a broad range of size, geography,
and ownership structure.

Market practices will continue to evolve and Korn Ferry will continue to monitor
and report on future trends. If you have additional questions on this information,
please contact us here: KornFerryPayServices@kornferry.com



mailto:mailto:KornFerryPayServices@kornferry.com

Korn Ferry perspective on global results

The survey findings indicate that organizations globally are in the process of making, or are considering, significant changes in their
salary increase budgets for 2022. There are several findings that are worth noting from our survey of global practices.

Most organizations globally are reporting an uptick
in their median total salary increase budgets for
2022 vs what they had planned in 2021.

>

For example, the US median increases have
risen from 3.0% (mid 2021) to 3.5% (as of
now).

The UK has gone from 2.5% to 3.0%

(from earlier in 2021), Australia from 2.4% to
3.0%, Brazil from 6.1% to 7.4%, Turkey from
18% to 30%, Ukraine from 6.5% to 10.3%, and
Russia from 5% to 7.5%.

2

Organizations should take care in interpreting this
forecast data as there is a significant variance in
company practices regarding the types of pay
increases that are included in these projections.

>

Organizations are generally split between those
who include vs. exclude promotions, internal
equity adjustments, market adjustments, key
contributor increases and other off-cycle
increases in these projections.

As a result, forecasted increases are likely
understated to actual total increase practices
by as much as 25-33% of the overall budget.

Organizations should use this and other salary
increase projection information directionally
and engage leaders in a discussion focused on
internal needs and objectives vs. over-indexing
on external market data.

A majority of organizations are granting a
significant percentage of their employees a salary
increase this year (i.e., at least 90% of employees
will receive an increase).

>

This high rate of employees receiving
increases results in the typical organization
not being able to significantly differentiate
increases between competent and outstanding
performers. The typical practice is a 1.5X
difference in increase percentages between
these performers (e.g. an outstanding
performer receives a 4.5% increase vs.

a competent performer receiving 3.0%).



Korn Ferry perspective on global results
(continued)

While a majority of organizations are Increased use of select cash Increased utilization of select
reporting little change in their base compensation programs in the non-financial reward programs.
salary administration processes vs. new “war for talent”. These include: The most increased focus is in
re-pandemic, there is a higher ) the following areas:
perc?anta e of or anizationg utilizing: > Sign-on bonuses. °
P g g g - Retention b > Connecting the work the
> More centralized review, etention bonuses. organization does to its mission,
calibration, and control processes > Special incentive/ vision, and values.
of base salary increases. . . C
i bonus programs > Clarifying and communicating
> Greater differentiation in > The use of sustainability, employee growth and career
increases between outstanding ESG and DEI metrics in development opportunities.
and competent performers. i '
P P incentive plans. > Engaging with employees in

organization change priorities.

> Building manager and leader
effectiveness to build
connections and inclusivity
within their teams.
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Market Highlights

2022 forecasted median salary increases across various employee categories

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.0 3.0 3.0 3.0

Australia

Brazil 7.2 7.2 7.7 7.4
Canada 3.0 3.0 3.0 3.0
China 5.7 6.0 6.0 6.0
France 2.5 25 2.5 25
Germany 3.0 3.0 3.0 3.0
Italy 2.6 29 2.9 25
Japan 2.1 2.1 2.1 2.1
Netherlands 3.0 3.0 3.0 3.0
Russian Federation 7.5 7.5 7.5 7.8
Saudi Arabia 5.0 4.6 4.2 4.2
Spain 25 25 25 25
United Arab Emirates 4.0 4.0 4.0 4.0
United Kingdom 3.0 3.0 3.0 3.0

United States of America 3.5 35 35 35
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Participant overview



Participant overview

Respondents are typically from the Compensation and Benefits function (manager level and above), HR Business partner, CHRO &
Finance areas. A wide range of organization size and ownership is represented.

Participant's profile

By Organization size By Ownership type

= <100 = Publicly held

= 101 - 250 = Privately held

= 251 - 500 = Family owned

= 501 - 1500 = State owned
1501 -5000 Joint venture / cooperative / mutual
5001 -20 000 Not-for-profit

=>20 000

= Government / public sector

m Other



Participants overview by Regions

5,042 unique responses for 116 countries
W@ = Pacific

u Africa

m Mexico & Central America

= Middle East
South America

@
=

= "Developed" Asia

m Eastern Europe

= “Emerging” Asia

m North America
= West Europe




Participants overview by Industries

Industrial Good's

Fast Moving Consumer Goods
Technology

Chemicals

Transportation

Life Sciences

Retail

Services

Construction and Materials
Natural Resources

Oil and Gas

Financial Services

I 4%
B 2%
B 1%
B %

B 3%
B 3%

Utilities

Healthcare
Not-for-profit
Consumer Durables
Education

Leisure and Hospitality
Insurance
Telecommunications
Media

Banks

Public Sector

Other

B 28%
B 23%
B 23%
B 2.0%

§12%
§11%
§1.1%
§1.1%
0.8%
I
| 0.7%
| 0.7%

| 0.3%
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Compensation practice trends



Increase types included in projections

Organizations that include or exclude each of the following increase
types from overall salary increase projections

Promotion increases 31% 63% 4.2 %

Market based hot skills adjustments 33% 39% 7% 21%

Internal pay equity adjustments 51% 36% 6% 8%

Key talent/contributor base salary increase programs 5% 20%

Off-cycle base salary increases 8% F13%

m Included in reported projection m Excluded in reported projection

m Not sure m N/A - we don 't have this program




Salary increase budget practices

Organizations that budget for each of the following base salary increase types

Promotion increases 54% 19% 25% 3%
Market based hot skills adjustments 38% 12% 27%

Internal pay equity adjustments 54% 14% 23% 9%

Key talent/contributor base salary increase programs 43% 12% 24%
Off-cycle base salary increases 38% 11% 39%
m Budgeted at corporate or business unit level m Budgeted at department level

® Not budgeted u N/A - we don 't have this program




Differentiated increase budgets by function/roles

Organizations that have separate salary increase budgets
for different functions or jobs

= Yes — we have done this historically
= Yes — for high turnover/critical functions/jobs
= Yes — we are considering

= No — we are not considering

Global Rewards Pulse Survey




Differentiated salary increase budgets by functions

High Turnover or Critical functions where organizations maintain a separate salary increase budget:

Administration / Support / Service [Ji] 5%
) Analytics and Data Science [T 26%
Business Performance and Process Transformation [l 10%
Call Center [} 3%
Category Management . 2%
Corporate Affairs || 1%
Customer Service ] 5%
) Engineering [ 36%
Executive Manage ment _ 13%
Finance and Accounting [l 9%
Franchise Operations || 1%

Health and Environment . 3%

Human Resources

) Information Technology
Legal

Logistics / Supply Chain
Marketing

Product Development
Production

Project and Program Management
Property Management

Quality Assurance

Research and Development

) Sales

Strategic or Corporate Planning

Other

B 0%
- 39%
B 2%

B 1%
I 14%
B 3%
B 10%

B 0%

| 1%

M 5%

I 4%
I 23%
B 3%
I 16%

15



Approximate percentage of employees receiving
base salary increases

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations

0-25% 19% 14% 14% 14%
30 - 85% 13% 15% 15% 14%
90 - 95% 25% 30% 29% 27%
100% 44% 40% 43% 46%
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Differentiation in salary increases between
competent and high performers in 2022

3x or greater - 6%




Base salary increase processes for 2022
compared to previous years

Centralized review, calibration

(o) o
and control of base salary increases 197 e

Differentiation in base salary increases between
average and top performers

Percentage of employees likely to participate in
receiving base salary increases

12% 9%

mLess than previous years  m Similar to previous years  ®More than previous years  mN/A
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Changes in cash programs

Relative to the following cash compensation practices, the extent that organizations are using them more,

less, or about the same as before the pandemic:

Utilization of corporate social responsibility, sustainability,
diversity, equity or inclusion metrics in incentive programs

Upside incentive award target opportunity

Size of incentive target awards

Eligibility for incentive awards

Frequency of incentive / bonus program payouts
Timing and number of promotions

Cash recognition awards

) Special incentives/bonuses

) Retention-based reward programs (e.g., cash, time-vested
restricted stock, promissory notes, deferred compensation, etc.)

Referral bonuses

) Sign-on bonuses

Premiums to work extra hours (above normal schedule)
Shift premiums/differentials

Base pay increase frequency

mess than before the pandemic m About the same as before the pandemic

1% 55%

2% 66%
4%

2%

2%

4%

2% 56%
3% 54%

% 55%

75%

79%

84%

76%

17%

16%

22%

18%

7%

26%
25%
9% 13%
7% 12%
5% 9%
13% 8%
26%
21%

25%

|

mMore than before the pandemic

= N/A

30%

31%

27%

28%

13%

3%



Changes in non-financial rewards

Relative to the following non-financial reward practices, the extent that organizations are using them more,
less, or about the same as before the pandemic:

Investment in volunteer, community outreach programs [B§/
Use of educational assistance programs [&¥/

Transparency of reward practices, pay equity and related communications K7/

Optimizing total rewards for employee preferences and  E
communicating a compelling rewards philosophy

Availability of employee capability and skills development trainings B&F

Utilization of mentoring programs 47

) Building manager and leader effectiveness to build connection K[/ 50%
and inclusivity within their teams

) Engaging with employees in our organization change priorities §I/) 55%

) Clarifying and communicating employee growth and career development opportunities P4 61%

) Connecting the work we do to our Mission, Vision and Values K 62% 30% )

m Less than before the pandemic m About the same as before the pandemic m More than before the pandemic uN/A



Changes in talent acquisition programs

Relative to the following talent acquisition programs, are organizations using
them more, less, or about the same as before the pandemic:

Partnerships with colleges and universities ¥ 16% 16%

Targeting non-traditional talent competitors A7

Investing in new hire training programs & 15%

m Less than before the pandemic m About the same as before the pandemic

m More than before the pandemic mN/A

Global Rewards Pulse Survey
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Median salary increase
overview by country



“Emerging” Asia

9.7% 10.0%

7.3%

5 59, 5.9% 6.1%
. 0

4.5% 4.8%

Thailand Malaysia Philippines China Indonesia Vietnam India Pakistan
— @ - E

The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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“Developed” Asia
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Pacific
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Western Europe
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Eastern and Central Europe
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Middle East
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Africa
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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South America
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Mexico and Central America
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The graph above represents the 2022 median value for planned salary increase across ALL employee groups

Global Rewards Pulse Survey




North America

3.5%

The graph above represents the 2022 median value for planned salary increase across ALL employee groups
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Median salary increase
details by country



“Emerging” Asia

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
5.7 6.0 6.0 6.0

China

India 9.0 9.8 10.0 10.0
Indonesia 6.0 6.0 6.2 6.4
Malaysia 4.5 4.8 4.9 4.8
Pakistan 10.0 10.0 10.0 10.0
Philippines 5.5 5.5 55 5.5
Thailand 45 45 45 4.5

Vietham 7.0 71 7.6 7.6




“Developed” Asia

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.3 3.5 3.5 3.4

Hong Kong, China

Japan 2.1 2.1 2.1 2.1
Korea 4.1 4.0 4.0 4.0
Singapore 3.5 3.5 3.5 3.5

Taiwan, China 3.6 3.6 3.6 3.6




Pacific

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.0 3.0 3.0

Australia 3.0

New Zealand 2.9 3.0 2.9 3.0




Western Europe

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.0 3.0 3.0 3.0

Austria

Belgium 3.0 3.0 3.0 3.0
Cyprus 25 2.6 2.6 2.6
Denmark 26 26 2.5 2.6
Finland 22 2.3 23 22
France 25 2.5 2.5 2.5
Germany 3.0 3.0 3.0 3.0
Greece 21 2.2 22 2.1
Ireland 29 3.0 3.0 2.8
Italy 2.6 2.9 29 25
Luxembourg 2.8 2.8 3.0 2.8
Netherlands 3.0 3.0 3.0 3.0
Norway 3.0 3.0 3.0 3.0
Portugal 20 2.0 2.1 2.1
Spain 25 25 25 25
Sweden 25 2.5 2.5 2.5
Switzerland 20 20 20 2.0

United Kingdom 3.0 3.0 3.0 3.0




Eastern and Central Europe

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
5.6 5.6 5.6 5.6

Azerbaijan

Belarus N/A 8.0 6.6 8.0
Bulgaria 4.0 4.0 4.0 4.0
Croatia 2.7 29 29 2.9
Czech Republic 4.0 4.0 4.0 4.0
Estonia 3.1 3.3 3.3 3.3
Hungary 5.0 5.0 53 51
Israel 4.0 4.0 4.0 4.0
Kazakhstan 8.0 8.0 8.0 8.0
Latvia 3.7 3.4 3.4 3.4
Lithuania 4.5 5.0 5.0 5.0
Moldova 19.4 19.4 24 .4 24.4
Poland 5.0 55 55 54
Romania 6.0 6.0 6.0 6.3
Russian Federation 7.5 7.5 7.5 7.8
Serbia 3.7 3.9 3.9 3.9
Slovakia 4.0 4.0 4.0 4.0
Slovenia 29 3.0 3.0 3.0
Turkey 30.0 30.0 30.0 30.0
Ukraine 10.0 10.0 11.0 10.0

Uzbekistan 12.0 12.0 12.0 12.0




Middle East

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.3 3.3 3.3 3.5

Bahrain

Egypt 10.0 10.0 10.0 10.0
Iraq 4.7 5.5 5.5 7.0
Jordan 4.8 4.5 4.5 4.5
Kuwait 3.3 2.5 2.5 3.0
Lebanon 4.5 4.5 4.5 4.5
Oman 3.7 3.3 3.3 3.3
Qatar 3.5 3.8 3.8 3.8
Saudi Arabia 5.0 4.6 4.2 4.2

United Arab Emirates 4.0 4.0 4.0 4.0




Africa

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
6.0 6.0 6.0 6.0

Algeria

Angola 8.0 9.0 9.0 10.0
Botswana 4.0 4.0 5.0 5.0
Cote d'ivoire 3.7 4.4 4.4 4.4
Ethiopia N/A 19.0 19.0 19.0
Ghana 9.6 10.0 10.0 10.0
Kenya 6.0 6.0 6.0 6.2
Mauritius 3.0 3.5 3.5 4.0
Morocco 3.5 4.0 4.0 4.0
Mozambique N/A 6.0 6.0 6.0
Nigeria 12.0 13.0 13.0 12.5
South Africa 55 55 55 5.6
Tanzania 4.2 4.2 3.9 4.2
Tunisia 6.5 6.5 6.5 6.5

Zambia 12.5 13.0 13.0 13.0




South America

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations

Argentina 45.0 45.0 45.0 45.5
Bolivia 2.8 2.8 29 3.1
Brazil 7.2 7.2 7.7 74
Chile 4.1 43 43 4.1
Colombia 4.8 5.0 5.0 5.0
Ecuador 2.8 24 2.2 3.0
Peru 4.1 4.0 4.0 4.2

Uruguay 8.3 8.4 8.4 8.4




Mexico and Central America

2022 median total salary increase projections

Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.5 3.8 3.5 3.8

Costa Rica

Dominican Republic 7.0 7.0 7.0 7.0
El Salvador 3.0 3.1 3.1 3.1
Guatemala 4.0 4.1 4.1 41
Honduras 4.8 4.4 4.7 5.0
Mexico 5.0 5.0 5.1 5.3
Nicaragua 4.0 4.0 4.0 4.0

Panama 3.0 3.0 3.0 3.0




North America

2022 median total salary increase projections
Executive / Middle Management / Supervisory / Clerical /
Senior Management Seasoned Professional Junior Professional Operations
3.0 3.0 3.0 3.0

United States 35 3.5 3.5 3.5

Canada
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Additional resources



Find out more

Take a deeper dive into the data

Discover how COVID-19 has impacted regions and industries.
Request your free copy of the regional/ industry reports by filling out the form here.

Additional resources from Korn Ferry

Whitepaper

Rewriting the talent recipe.

7 xorn re

ta!e_mt
recipe

Perspective paper

Reimagining remote work.

REQUEST REPORTS

Article

Vaccine Mandates: A Pressure-
Packed Call.

For more information
on how we can help
you optimize your total
rewards program,
contact us today.

CONTACT US



https://infokf.kornferry.com/korn-ferry-reward-benefits-pulse-survey-4-reports-contact-us?utm_source=marketo&utm_medium=nurture&utm_term=gbl-report-contact-us&utm_content=rewards-benefits-pulse-survey-4&utm_campaign=20-11-gbl-rewards-optimization
https://infokf.kornferry.com/korn-ferry-reward-benefits-pulse-survey-4-reports-contact-us?utm_source=marketo&utm_medium=nurture&utm_term=gbl-report-contact-us&utm_content=rewards-benefits-pulse-survey-4&utm_campaign=20-11-gbl-rewards-optimization
https://infokf.kornferry.com/talent-shortage-whitepaper-download.html?utm_source=marketo&utm_medium=email&utm_term=link&utm_content=whitepaper&utm_campaign=21-07-global-talent-shortage
https://www.kornferry.com/insights/this-week-in-leadership/vaccine-mandates-a-pressure-packed-call
https://www.kornferry.com/insights/featured-topics/future-of-work/reimagining-remote-work

Contact us

Global and North America Don Lowman Don.Lowman@kornferry.cc

EMEA Benjamin Frost Benjamin.Frost@kornfer
South America Marco Santana Marco.Santana@kornfer

Asia Pacific Mary Chua Mary.Chua@kornferry.co

Trevor Warden Trevor.Warden@kornferry.com

Mexico and Central America Ana Paula Chapa AnaPaula.Chapa@kornferry.com

rnferry.com

Other queries KornFerryPayServices(@

For other queries about this survey please direct your email to KornFerryPayServices@k
and we will find the appropriate person to reply

Global Rewards Pulse Survey
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Thank you




