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How the economic climate impacts increases

Over the past several months, the word recession has been on the lips of economists and
business owners alike. Profits are plunging, share prices continue to be under pressure and
shareholders want a higher return on investment.

We would like to wish all
our valued clignts a
blgssed Festive Sgason

At the same time employees are continuously faced with in-

creases in cost of living and less take home pay. ACTUAL % IN- ANTICIPATED %
and a Prosperous 2019. . CREASES INCREASES
The anticipated average increases budgeted for in the next roll- Executive & 2018 2019
Rindly note our officg will ing 12-month period is anticipated to be above CPI (CP1 is 4.6% Management
in the third quarter), with the average of 6.8% on a total guar- Basic Sal 6.7% 6.0%
closg 14 Deegmber and anteed package basis across industry sectors. The average re- asicsalaty 77 9%
will rg-opgn 8 January. ported increases for the past rolling 12-month period was 6.5%. Total Package 6.0% 7.0%
O
On the one hand, this is indicative that organisations are con- General Staff
tinuing to be conservative in their approach as they shy away Basic Sal 0 0
.0% .0%
from the double-digit increases, providing for larger increments asie saary 7:0% 7:0%
for lower level employees. Total Package 6.5% 6.5%

On the other hand, we've noticed an overall improvement in the =~ Unionised Staff
expected annual increments from this time last year, which
could be indicative of the overall consid-
eration for the increase in cost of living.

Basic Salary 7.5% 7.4%

Average reported
increases on TGP:

6.5%

Total Package 7.0% 7.0%

Source: PwC’s HR Quarterly, 3rd Edition September 2018
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£ £ Employee Engagement

Our current economic climate not only has an effect on the bottom line, but affects the workforce morale as well.
As employers in these difficult times we need to find new ways in increasing and improving our employee engagement

with our organization. Here are a few cost-free ways that we can improve and or increase our employee engagement:
Communication, Development, Relationship with Manager.

Transparent- If communication is effective and open it creates a culture of trust between em-
Communication ployees and leaders. This in turn increases employees’ engagement and
productivity.
Less friction - When an organization is more open and communication is effective friction
Effective communication is vital to all organiza- and misunderstanding will be less prevalent. There will always be friction and

misunderstandings as these are not avoidable, but their duration and degree of
intensity can be managed. We should in all cases resolve these misunderstand-
ings as soon as possible and encourage employees to share their ideas and
thoughts.

tions. It does not matter what method of com-
munication is used as long as information
moves through the organization smoothly, in

the correct manner and at the right time.
Healthy Culture - When communication is effective and positive it creates a healthy culture

In order for communication to be effective and where both leaders and employees feel valued and committed. This increases
increase productivity it needs to be: engagement and productivity.

Accountability - 1f communication is effective it not only ensure employees to feel valued and
committed but it also increases accountability. With effective communication
employees can receive clear and specific instructions and understands exactly
what is expected from them. Should there be no accountability, no one will
know how and what to improve on.

Clear Direction - No one like change but if leaders communicate clearly about where they to take
the organization, this will give employees a clear understanding of where the
organization is heading and what their roles are in the journey of making a
success of the organization. If employees are clear about the direction of the
company and what their roles are, they are more likely to be more engaged and

work harderto achieve these goal
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2 Development

In difficult times one of the first things to be slashed is our training & development budget but even in difficult times it is still possible

to assist our employees with training & development. The key is to focus on small promotions and advancement within the organization
and communicate these constantly. This gives employees a sense appreciation. Even in these difficult times our organizations take pride
in developing our skills and goals. As an organization there are development opportunities that are low in cost, namely:

. Mentoring programs
. In-house training facilitated by colleagues

o Peer to Peer mentoring programs

3 Relationship with Manager

. o . So with this information what tools are available for our manag-
So what can managers do to increase engagement within their ers to increase employee engagement? Below are few tips to as-
I‘espectlve teams? Flrstly it’s lmportant to knOW Where our em- sist Managers when engaging their teams.

ployees’ in terms of engagement are. See below a few examples.
Put everyone in the right role — Putting each employee in the

A Captive employee — They are rather critical and often difficult right role is playing to each employee’s strength. This will give
to lead. They can have an influence on those around them. They each employee confidence in what they do and aligning these

have the greatest opportunity to move into Champions by ad- strengths to the overall organizational goals.
dressing priority items.
Provide Training - We cannot improve engagement by expecting

Disconnected employees — They are dissatisfied and disconnect- trust and accountability without allowing our teams to succeed.
ed. Frustrated and prone to total discomfort. Basically known as Provide them with training and development opportunities they
under-utilized resources of the organization. need and in turn will increase engagement. Employees feel val-

Tenants — They are very satisfied. Productive, can have a posi- ued and respected and will increase productivity.

tive impact on the organization. Straightforward and task orient- Meaningful Work - If we place the right employees in the right
ed, but need to be directed. roles and develop them we will have engaged employees. They
will understand what they do and how and what they do contrib-
utes to the organization’s success. If we do not get this right we
will lose our employees.

The Champion — They have a strong identification with organi-

zation objectives, having high level of loyalty to the organization

and high level of willingness to cooperate and motivate col-

leagues. Check in Often - Giving constant feedback allows employees a
sense of commitment knowing that our Manager is on our side
and that our development is a priority to them. This also allows
for quicker corrections.
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One of the key value propositions of the
REMchannel® on line salary survey is
that data is updated on a monthly basis.

This means that data is continuously changing
whether it be that the market sample and remu-
neration data increases or decreases. We are of-
ten asked to investigate the reason for the
changes that take place. The diagram to the
right provides some of the reasons for data fluc-
tuation in REMchannel®.

All participants are obligated to update the
REMchannel® system with their employee in-
formation a month after their annual increases
have been implemented. We do allow for an ex-
tension of one additional month however should
the entire upload process not be completed
within that period the participant’s data will be
deleted and they will not have access to any
REMchannel® data until the full upload pro-
cess, including the month end processing of da-
ta, has been completed.

However in some instances there could be a val-
id reason for a participant not completing the
upload process, for example, ongoing union ne-
gotiations which resulted in increases not being
implemented.

We do not delete the data of these participants
as it is, in essence, still valid, however the mar-
ket data could be impacted positively or nega-
tively once their new data has been uploaded.

It is in the best interest of all participants that
the survey continues to grow. New participants
added to the database who are either low or
high payers will influence the market data.

The reality is that in any particular year there
may be participants who do not renew their
subscriptions. We do not retain outdated in-
formation and the data set will be deleted from
the database.

In cases where participants do not provide
data within the required time frame and
increases have been implemented, data will
also be removed.

As jobs change and organisations restructure

they will rematch their jobs to the survey jobs,

In addition industry user groups determine
what the most effective and representative
matches would be.

Of course some of these changes take time to
reflect in the database. Rematching of jobs will
take at least a year cycle before the sample siz-
es increases to represent the market trends.




How to deal with

Sluctuating market data

. Educate Line Managers

Ensure thatline managers are equipped to dealwith
questions from staffshould you use raw data from any
survey.PwCoffers a Reward Academy for line managers
to ensure that they understand the principles applied.

Generally, after industry user group meetings and as
long as there is consensus from the majority of par-
ticipants, new jobs are added and obsolete jobs are
deleted from REMchannel®.

A report listing the roles affected can be found on
REMchannel® under the useful information section
of the system. The impact of these additions and de-
letions can influence the market data for other jobs
in the system and, in addition, it is important to keep
in mind that the market sample and data for new
jobs introduced will take some time to build up and
stabilise.

Rather than using raw market data
design a pay structure for your
organisation based onyourreward
philosophy.

Individual benchmarking still has a place
and canbe doneona job by job basisto
assess market premiums for certain
positions and scarceskills.

To protect the confidentiality of data, should less
than four participants be matching to a role or a par-
ticipant company is dominating the sample matched
to a role, the system will indicate that there is insuffi-
cient sample to provide a market benchmark report.
In addition, should there be less than 11 data points
matched to a role then only the mean/average will be
reflected on the REMchannel® market data report.

Empowerreward professionals
Ensure thatyou trainyour reward
professionals to utilise data in line with
reward principles. Itis also crucial for
them to understand why market data
may fluctuateso that they cangivea
consistent response to queries.

No matter what the reason is for the change in data,
you can rest assured that one thing that will not
change is our strict validation of all data uploaded
into REMchannel®.

Communicate

Ensure that you communicate the value of
the remuneration survey by informing key
. stakeholders of methodology and elements
* such asthe comparator group in the survey.

We pride ourselves on our consistent, thorough up-
load process and are more than willing to address
any queries you may have.



Namibian Employee
Benefits Survey

Knowledge Share | 2018 Employee Benefit Survey
Publication available for sale

What is it - This comprehensive piece of research provides organisations with the ability to benchmark the competitiveness of bene-
fits such as leave, housing, travel allowances and retirement funding and communicate the market practices effectively to employees.

Topics covered

Leave Retirement & life S&T and Oversea
Annual, compassionate, insurance Retirement, Membership, Plan options, Car allowance, Use of travel
Maternity, Sick, Study, Provident, Disability, Group| = Company contribution, Post | | company car, Eligibility, Qualifying levels, daily rates,
Sabbatical, Relocation, life, Group accident, retirement cover & Annual Quantum of benefit, typical expenses covered,
Sport, Organisational Dreaded disease, Funeral check-ups. Running & additional costs, both local and oversees
Rights, Incentives, etc. cover & Short-term Reimbursement & travel.

( insurance. , Subsiced transport.

Housing & relocation
Entitlement, Basis of
calculation, Allowance,
Loans, Subsidy, Collateral,
Free or cheap housing,
Relocation.

Circumstantial benefits

o Shift, Standby, Callout, Acting, Overtime,
Other cash (tool, uniform, underground
allowances)

Cash Benefits

@ Home office, Annual & Performance
bonus, Staff loans, Long service awards,

Market premiums, Deferred
Assignments & compensation.
Secondments P L
Employees on assignment —
L s ® | Emp loy.efz Value General Non-cash benefits
inbound from other Pro
.. . posztlon . . . . . c .
countries, in Namibia and lexibl » Hours of Educational assistance, Professional body membership, Media subscriptions, Club
outside Namibia Flexible working . work, subscriptions, Cellular phone & contract, Free or cheap services, Company credit
irrangerpent, E/fVorklnlg from | | Tyaining & cards for entertainment, Canteen/ meal benefit, Home security, Gymnasium,
ome, Time-off, Emp' oyee development. | | Créche/childcare, Parking, non-monetary recognition awards, Counselling,
ASS'IS't‘ Program, .O.n.—51'te Organisational Initiatives.
facilities, Other initiatives
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