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Survey Methodology
Sample size parameters

The true value of a remuneration survey lies in the raw data, and specifically the sample size per position. In order to ensure that we are presenting a valid picture, we have used the following guidelines in order to ensure statistical correctness:

· The minimum sample size per position is 3 or more companies, with 3 or more individuals; it is important to note that in the majority of cases there would be far more than 3 individuals per position title
Where there was insufficient data for a position, this data has been excluded. Furthermore, where there is insufficient data to report on a specific benefit or component of pay, that benefit may not appear on the report. For every additional analysis (e.g. industry analysis), data is only presented where samples are sufficient.
Methodology, process, data gathering and data presentation

The data collection process followed 2 options:
1. Submission of data according to the templates sent out by 21st Century

2. Submission of a payroll, with individualised job match done by 21st Century and validated by each organisation
Detailed salary data is gathered from each organisation, and where possible, a full breakdown of all the components of pay. This enables 21st Century to report for each individual component of pay. However, some organisations operate in an environment of “total cost” or “total package” approach, and the individual breakdown of pay is driven by individual lifestyle decisions rather than company policy. For this reason, the benchmark for total guaranteed package is the most reliable line item for reference purposes, since it contains all the components of pay, irrespective of how the package is broken up.

In addition to data submitted, 21st Century has incorporated public information sourced from annual financial statements.

Data input is validated by 21st Century’s close interaction with clients in matching the jobs to the master jobs that are in the database. We ensure verification of job matches before the data is included in the database. This data forms the basis of the survey results. 

Data in the survey is live and “real time”.  The database is constantly updated, both in terms of new jobs that are continually added to the database, and in terms of continual updates of data as clients make salary increase decisions. The database is continually growing as new clients join RewardOnline. The combination of these factors ensures that your view of the market data is up to date in every respect. 
In order to offer a useful reflection of the market, data has been presented as quartiles. This means that extremes are excluded, and the possibility of skewed data is avoided. Quartiles are only calculated across the number of incumbents who reported for that component of pay. In other words, if not all incumbents received a short-term incentive, then the quartiles are only calculated for those who did receive this i.e. zeros have been excluded. Where quartiles are similar or equal, this is because more than 75% of the sample are reporting the same value.

Let’s look at a real example of how quartiles are derived:
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	Incumbent 3
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	Lower quartile / 25th Percentile

	Incumbent 4
R293 000


	
	

	Incumbent 5
R312 000


	
	Median

	Incumbent 6
R321 000


	
	

	Incumbent 7
R329 000


	
	Upper quartile / 75th Percentile

	Incumbent 8
R336 000


	
	

	Incumbent 9
R345 000
	
	


Please remember that there exists a minimum and a maximum number on either side of the 10th percentile and 90th percentile.

It is important to note that the components of pay do not follow mathematically down the columns, as employees have a varied mix of pay components. As an example, there may be a full sample of 105 incumbents. However, only 73 incumbents receive a car benefit. The quartiles for the car benefit are calculated only for the 73 incumbents.

At executive level, one of the most important aspects of a survey is the methodology followed for benchmarking of jobs at this level. Specifically for the executive positions, a number of components are taken into consideration for relative matching of the positions, based on the type of organisation:

PRIVATE SECTOR:

· Annual turnover - the top line revenue generated by the organisation (or budget for public sector). This is referred to as revenue, income, turnover, sales, budget

· Value Added - turnover less paid and payable (to suppliers) for raw materials, goods, facilities and services. In a banking environment this is interest, commissions and other revenues less interest paid to depositors and cost of other services. In an insurance environment this is premium income and reinsurance recoveries less commissions paid to agents and brokers less payments to suppliers of material and services. The concept behind using value added is to measure what value management are adding to the cost of goods / services in maximising value added

STATE OWNED ENTERPRISE:

· Annual budget/revenue - the top line revenue/budget generated by the organisation. This is referred to as revenue, income, turnover, sales, budget

· Operating cost – are the recurring expenses which are related to the operation of a business
ASSET MANAGEMENT:
· Assets under management – the market value of assets that an organisation manages on behalf of clients or themselves. Financial institutions include bank deposits, mutual funds and institutional money in their calculations. Others limit it to funds under discretionary management where the client delegates responsibility to the company.
· Turnover generated by assets - Revenue generated by assets (measured through the income statement)
In addition, the following factors are taken into account for the Executive job matching:

· Number of employees
· Structure of your organisation

· Number of core businesses
· Nature of operation with regard to the product / service you offer

· Number of locations / branches

· Number of countries in which you have an operation
Benchmark results for executives are presented across a range of company sizes, so that roles are compared against a relevant peer group, with extrapolation based on real trends where necessary.

For each benchmark (both general staff and executives), you are able to extract a result for a particular region. These results are calculated based on trends we have tracked regarding regional differentials. 
How to use and read the survey

Remuneration is a complex subject, and remuneration decisions can be open to criticism and public scrutiny. We have attempted in this survey to present remuneration benchmarks in as simple a manner as possible. Our intention is that this would serve as an essential guide for Shareholders, Boards, Remuneration Committees and business leaders. The purpose of this survey is to facilitate an informed decision-making process. 
Data is presented for each position, and has been split to detail each element of pay as follows:



By presenting fixed and variable pay separately, you are able to make a true comparison to the elements that make up the total remuneration mix in your organisation.  

For ease of reference, detailed definitions of remuneration terms are presented in a separate section entitled “definitions and glossary”.

Important to remember when reading the data tables:

Please note that the ‘total remuneration’ is not an arithmetic sum of the quartiles. In other words, the quartiles for each element of pay are re-calculated per item, and do not follow mathematically down the column. This is because an incumbent may earn fixed pay at the upper quartile, with variable pay at the lower quartile (or vice versa). Furthermore, not all incumbents receive all 3 elements of pay. As an example:
	
	10th Percentile
	Lower Quartile / 25th Percentile
	Median
	Upper Quartile / 75th Percentile
	90th percentile

	Total Guaranteed Package
	237,591
	264,953
	312,230
	393,193
	403,409

	Short-Term incentive
	8,400
	12,756
	14,325
	17,518
	20,147

	Total Remuneration
	265,000
	277,338
	326,120
	410,165
	422,992


In this example, the median figure on total remuneration is not the sum of the guaranteed package plus the short-term incentive. Only a portion of this sample offer a short-term incentive, whereas the total remuneration is calculated for the entire sample, including those where no short-term incentive was paid.

Each result describes the job in terms of a capsule role description, along with a grade. Job titles differ between organisations, so the most useful comparison point is the description and the grade. The detailed benchmarks enable you to find a specific match to your unique job in your organisation. There is a correlation between all major systems of job evaluation. A cross-correlation table is available for reference. All data is presented as an annual figure. 

The percentiles guide a remuneration decision based on level of responsibility, scarcity of skills, complexity of the business and performance of an individual, as examples. Thus, an organisation may choose to pay at a higher percentile for an individual who exceeds expectations in terms of the above. The four main defensible reasons for progression within a pay scale are:

· Performance

· Value add

· Attainment of specific skills or qualifications
· Tenure / experience
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