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ERI UPDATE
Quarterly Notes for ERI Subscribers

New in the Cloud-Based Assessors

ERI continues to add features to its cloud-based Assessor
Series® based on customer requests. New in the Advanced Reports screen of ERI’s cloud-based Salary Assessor®, users are
now able to export an Excel® report in either a wide or long format. This option allows users to display data horizontally or vertically, which impacts the chance of data being truncated due to
an excessive amount of rows. Also, when exporting a PDF from
the Salaries by Experience/Size screen in the Salary Assessor
or the Individual Profile screen in the Executive Compensation
Assessor®, users can now customize the PDF to include any or
all of these elements in the report: base salaries, incentives, total
compensation, and job description.

Planning Global Compensation Budgets

As 2016 global financial budgeting and compensation planning
approaches, it is timely to support ERI readers with insight into
compensation analytics by taking a look at predictions for the
world economy and its effect on 2016 salary increase budgeting. Consider some key trends from the recent World Economic
Outlook as reported by the International Monetary Fund (April
2015):
“Complex forces that affected global activity in 2014 are
still shaping the outlook. These include medium- and longterm trends, such as population aging and declining potential
growth; global shocks, such as lower oil prices; and many
country- or region-specific factors, such as crisis legacies
and exchange rate swings triggered by actual and expected
changes in monetary policies. Overall, global growth is projected to reach 3.5 percent and 3.8 percent in 2015 and 2016,
respectively.”

Projected 2016 Salary Increases by Country and
Historical Trends

A recent release of the cloud-based Nonprofit Comparables Assessor™ also added a new text search feature that allows the user
to quickly filter the list of comparable organizations displayed.
Simply select a geographic location and industry and then proceed to the text search field found in the lower-right corner of the
Comparables screen (next to the Revenue/Industry filter). Then,
type the desired search criteria that would be contained in either
an organization name or an executive name found within a comparable entity. Also, there are now two options in the Export
to Excel feature in the Comparables screen and the Comparable
Peer Analysis screen: export selected rows or export all rows.
See the help documentation in the cloud-based Nonprofit Comparables Assessor for more information. Learn more about new
features in the cloud-based Assessor Series and view a list of
recently added jobs and locations at www.erieri.com/whatsnew.

An analysis of early projections of 2016 salary increases across
56 countries is provided in Table 1 to support businesses in next
year’s salary increase budgeting (find the table in the full whitepaper, “Planning Global Compensation Budgets for 2016,” at
www.erieri.com/whitepapers). This table also includes the International Monetary Fund’s recent research on 2014 actuals, as
well as 2015 and 2016 projections for unemployment, growth
in gross domestic product (GDP), and the consumer price index (CPI). This early look at 2016 salary increase projections is
based on ERI Economic Research Institute’s extensive database,
plus global historical trends and projections. Data from governmental resources, publications, and over 25,000 companies was
assessed in this review.

Interpreting the Data

When developing a salary increase budget, it is valuable to review statistical trends within each country and to consider not
only the prior percent market movement of salaries, but also increases and decreases in the CPI, unemployment rates, and GDP.
Always look at the countries individually when assessing next
year’s salary increase budget; do not assume that any two countries automatically have the same salary increase budget. Traditionally, a salary increase budget would typically be 1-2% above
the change in the country’s CPI. However, since salaries tend
to respond more slowly to changes in the cost of living, salary
increase budgets may lag changes in CPI.
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RESOURCES
Developing an Organization Pay Policy

Metrics for Cost-of-Living Analysis

Use this guide to develop an organization pay policy for decisions that set competitive and reasonable pay ranges for each job
in the organization as they relate to salary structures. In the process of evaluating different pay strategies, consider which may
be appropriate in the context of your total rewards strategy and
how they can affect your business performance.

Cost of living is frequently a key decision metric for opening
and relocating business units. It is common for management to
ask relocation and HR professionals to compare the company’s
locations to the US National Average cost of living as a benchmark in analysis. The Relocation Assessor® databases contain
data for over 6,000 US locations of all sizes, which are used to
establish this important benchmark. Since many companies are
located in larger cities, it is useful to consider other averages in
benchmark comparisons. Housing costs (both rental and home
ownership), a key component of cost-of-living differentials between locations, are significantly higher in large cities. Using
the cloud-based Relocation Assessor, we have developed two
additional benchmarks below: a US Large City Average and a
US Large City Average which excludes New York City (NYC)
and San Francisco (SF). The following cities are included: Atlanta, Boston, Chicago, Dallas, Los Angeles, New York, Miami,
Philadelphia, San Francisco, and Washington, DC. It is interesting to examine the benchmarks graphically:

Types

The organization’s strategy toward the labor market requires a
salary-level policy decision which involves determining how
competitive the organization wishes to be. There are three common organization pay policies:
• Lag the market
• Lead-lag
• Lead the market

Inputs

In order to determine the appropriate organization pay policy,
you must establish the pay policy line. This is developed based
upon a holistic assessment of internal factors (such as current
pay rates and job relationships) and external factors (such as labor markets, industry trends, and laws).

Cost-of-Living Differentials for Renters

Cost-of-Living Differentials for Homeowners

Internal Job Relationships

Start by evaluating all jobs in the organization. Determine which
jobs represent most of the total labor costs, since policy changes
that directly affect these jobs significantly impact the bottom line
and largely determine the competitive salary level of the firm.
Salary relationships are built around these labor costs. See “How
to Conduct a Job Evaluation” at www.erieri.com/whitepapers).

Current Market Rates

Once the jobs are evaluated, market rates are relied upon to determine the competitiveness of the current salary levels in the
organization. This means the use of salary surveys.

Housing costs are the biggest contributor to cost-of-living differentials. In both the renter and homeowner situation, housing
costs are significantly higher in the US Large City Average and
US Large City Average excluding NYC and SF averages.

To learn more, read “How to Develop an Organization Pay Policy” at www.erieri.com/whitepapers.

Read more about cost-of-living metrics at www.erieri.com/Blog/
post/2015/05/05/Metrics-for-Cost-of-Living-Analysis.
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ERI SALARY SURVEYS
Pre-order Compensation Surveys Today

2015 Health Care Benefits Survey

ERI Salary Surveys will release its collection of industry-specific
and job function compensation surveys this August. These traditional compensation surveys provide survey participant data collected through the period of October 1, 2014, to April 17, 2015,
plus two additional sources of compensation data for comparison
purposes, including data for jobs in tax-exempt, publicly traded,
and private for-profit organizations. Most surveys include approximately 100 benchmark jobs ranging from support staff to
executive positions and report the following information for
each position:
•
•
•
•

The 2015 Health Care Benefits Benchmarking Survey provides a timely and accurate measurement of health care plan
costs that can serve as a valuable reference when considering
plan changes and cost-saving strategies. The report features sections on general benefits practices, general features of medical
coverage, and co-payment requirements, as well as prescription
drug plans, dental benefits, vision benefits, and more. Data are
presented by organization sector, industry group, organization
size (number of employees), and geographic region.

Participant Demographics

Annual salary
Incentive/variable pay
Total direct annual compensation
Job description

Participation by Region
NORTH CENTRAL

19%

21%

Salary data are shown in means, medians, and percentile cuts.
Results are available by national or regional averages, with the
option to include the Selected Characteristics of Occupation (in
US surveys only).

WEST COAST

33%

Industries include manufacturing, energy and mining, retail,
wholesale, transportation, utilities, and more, plus over 20 nonprofit sectors. More than 30 Canadian for-profit surveys reporting national averages are also available. Ranging in price from
$489 to $789, these surveys provide current, affordable data.
To access a survey’s Executive Summary, list of benchmark job
titles surveyed, participant list, sample pages, or other information, visit http:// salary-surveys.erieri.com.

SOUTHEAST

19%

SOUTH CENTRAL

8%

Participation by Organization Size (# of employees)

less than 50

A reminder to participants, including ERI Assessor Series subscriber participants: If you haven’t already pre-ordered your survey results, be sure to contact us at 877-210-6563 or via email
at survey.sales@erieri.com to purchase our 2015 compensation
surveys at the discounted rate. Order forms are also available for
download online.

1000 +
20 %
500-999

Benefits in Nonprofit Organizations

13 %
17 %

8%

50-99

42 %

Benefits are so complex from an administrative and compliance
perspective that it is sometimes easy to lose sight of the reason they are offered. The purpose should be to attract, retain,
and motivate qualified employees. This becomes a particularly
difficult task when the organization is nonprofit and has limited
funds that can be committed to maintaining an attractive benefits
package. With a strong focus on medical, prescription, and dental costs, the data in the 15th annual Benefits in Nonprofit Organizations survey serves as a reference for comparing benefit
offerings to those of other nonprofit organizations throughout the
United States. Data are reported by range of services, activity
area, geographic region, and organization size. The survey is
available for purchase on July 1, 2015, for $489.
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NORTHEAST

100-499
The annual Health Care Benefits Benchmarking Survey assists employers in making competitive decisions about their offerings. Participation for the eighth edition of the survey was
solicited from US employers in the public, private, and nonprofit
sectors, as well as government entities. For more information
and a full participant list, visit http://salary-surveys.erieri.com.
The survey is available for $489 and may be purchased online or
by calling 877-210-6563.
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NONPROFIT PAY & UPCOMING WEBINARS
Nonprofit Executive Compensation

Public Webinars

For more information, see www.erieri.com/webinars.

Because of changes in the nonprofit sector in the last few decades, researchers Peter Frumkin, PhD, and Elizabeth K. Keating, CPA, PhD, looked at the relationship between compensation
levels and certain characteristics of organizations. Their article,
entitled “What Drives Nonprofit Executive Compensation?,” is
available at the Nonprofit Quarterly and should be of interest to
ERI’s Nonprofit Comparables Assessor subscribers and those
interested in nonprofit executive compensation.

Basic Statistics for Compensation
July 7, 2015 – 9:00 AM - 10:30 AM (PDT)
This course is an introduction to basic research and statistical
concepts. It will cover steps of data analysis, types of variables,
scales of measurement, measures of center and spread, correlation,
and regression.
Introduction to Global Compensation
July 14, 2015 – 9:00 AM - 10:30 AM (PDT)
This new webinar provides a detailed overview of global
compensation for human resources professionals who are new to
the field, experiencing international business growth, or interested
in learning more about multinational compensation programs.
Discussions will include how to deliver fair and competitive global
compensation programs, while increasing awareness of the key
differences between US and international compensation plans.

Some nonprofits have reacted to pressure to compensate “more
like for-profit companies” by adding variable components to
their salaries based on meeting fundraising or program goals or
reducing costs. Often, such goals focus on financial measures
rather than social outcomes related to the mission of the organization, so use of variable compensation has been very slow to
happen in the sector. Recent years have brought more for-profit
competition in the provision of services typically provided by
nonprofits, and some have sought pay comparable to business
managers. But, an even greater influence on pay determination
has been the IRS regulations (fully implemented in 2002) that
require the use of comparisons to set nonprofit pay to avoid possible sanctions and fines.

Compensation Basics
August 18, 2015 – 9:00 AM - 10:30 AM (PDT)
This introductory webinar examines methods and processes
essential for compensation practitioners such as job analysis, job
documentation, and job evaluation.

The authors conclude that base pay in most nonprofits increases
in direct proportion to the size of the organization. While not a
surprising finding, it confirms ERI’s approach to providing documentation that is both relevant to the market rates for these executive jobs, but also acceptable to the IRS. ERI’s Nonprofit
Comparables Assessor (CA) uses size as a criterion for selecting
comparable organizations for salary determination, but also allows the user to add the type of organization and geographic location. This analysis using CA explores how just using size may
lead to inaccurate results that might not be acceptable to the IRS.

Navigating FLSA Compliance
September 29, 2015 – 9:00 AM - 10:30 AM (PDT)
In this webinar, you will learn what makes a position exempt
versus non-exempt under federal Fair Labor Standards Act (FLSA)
requirements and gain insight on properly classifying positions.

Subscriber Webinars

For more information, see www.erieri.com/webinars.

The table below illustrates the relationship between average salaries of CEOs and size of organization, as measured by annual
revenues.

Salary Assessor Training
July 14, 2015 – 9:00 AM - 10:00 AM (PDT)
August 11, 2015 – 9:00 AM - 10:00 AM (PDT)
September 8, 2015 – 9:00 AM - 10:00 AM (PDT)

CEO Compensation for All Nonprofit Organizations, by Size
US Average and New York State (NYS) Average

Executive Compensation Assessor Training
July 16, 2015 – 9:00 AM - 10:00 AM (PDT)
August 20, 2015 – 9:00 AM - 10:00 AM (PDT)
September 17, 2015 – 9:00 AM - 10:00 AM (PDT)
Geographic Assessor Training
July 2, 2015 – 9:00 AM - 10:00 AM (PDT)
August 6, 2015 – 9:00 AM - 10:00 AM (PDT)
September 3, 2015 – 9:00 AM - 10:00 AM (PDT)
Relocation Assessor Training
July 30, 2015 – 8:00 AM - 9:00 AM (PDT)
August 27, 2015 – 8:00 AM - 9:00 AM (PDT)
September 24, 2015 – 8:00 AM - 9:00 AM (PDT)

Read more at www.erieri.com/Blog/post/2015/04/20/FactorsAffecting-Nonprofit-Executive-Compensation.
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