SALARY AND WAGE MOVEMENTS SURVEY

FINDINGS OF THE 2023 APRIL BI-ANNUAL //
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Samantha Jagdessi, Head of
Advice & Best Practice, Old Mutual
Corporate Consultants offering an
exemplary career and
approximately 20 years of
experience in the South African
Financial Services and Retirement
Fund sectors. Responsible for
thought leadership, driving strategic
partnerships and setting best
practice advice models for OMCC.

René Richter, Managing Director,
Remchannel (Pty Ltd) has more
than 27 years’ experience in
reward consulting comprising of
remuneration trend surveys, job
architecture, pay structuring and
remunerafion management. She
was a founding member of the
REMchannel on-line salary survey
which provides invaluable
remuneration trend information to
more than 740 clients in South
Africa, Namibia and Swaziland.



REM

channel

POPULATION EMPLOYED 15.9m
15-64YRS | 40.5m FORMAL SECTOR (non-agricultural) 1Tm
INFORMAL SECTOR (non-agricultural) 3m

c0 0 © ®e0 o oo AGRICULTURE 860k

ﬁqﬂm‘n&n PRIVATE HOUSEHOLDS 1.1m

' . = UNEMPLOYED 7.8 m

LABOUR FORCE
23.7m

NOT ECONOMICALLY ACTIVE mEX:]4i!

® 00600 0606060606000 006 80 0 DISCOURAGED WORK - SEEKERS 3.4m
OTHER (not economically active) 13.4m
0 0060000000600 0 0
MAMMAMMAMMM [ 32772 |
- UNEMPLOYMENT RATE

39.3%

EMPLOYED/POPULATION RATIO (absorption)

58.5%

LABOUR FORCE PARTICIPATION RATE

| 3 | *Source: Quarterly Labour Force Survey Quarter 4: 2022
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Change in employment statistics over 10 years

Employment share by sector, Q4:2012 to Q4:2022

Formal sector employment

68,9%

18,5%

Informal sector employment

1,2M Private Household Y

— 71000 Agriculture 860 000

Q4:2012 Q4:2022

7.2%

| 4 | *Source: Quarterly Labour Force Survey Quarter 4: 2022






Analyse and
report data
Extensive validation
of data submissions
Solicit participation - Remchannel
clients and non clients

RESEARCH
METHODOLOGY
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VEY SAMPLE BY ECONOMIC § :CTOR
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- 65 participants

49 2% unlisted

30.8% JSE Listed

10.8% Governme

;
>
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>
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9.2% duolxlis’ring

Other sources:
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Survey sample by economic sector

April 2022 versus April 2023 research sample

Government/Quasi-

Government 14%

Private Sector JSE Listed 32%

Private Sector International

listing 10%

Information
Technology

Unlisted 44%

0% 20% 40% 60% 80% 100%
B Apr-22 mApr-23

Financial Services

*Banking
*Insurance
sInvestment

Information
technology

Information
Telecom-
munications

ufacturing

FMCG/Retail/Man

Healthcare/
Medical

Fast Moving
Consumer

(Consumer
Goods)

Healthcare/
Medical

Technical

*Mining/

Quarrying

*Petro-
chemical

*Energy
»Construction
» Agriculture/

Fishing
*Manufacturing

Parastatal/SOE/Tertiary Education

«Parastatal

«State Owned
Entferprises

«Universities







Determining salary increases

Top 10 considerations in terms of salary increases
m 2022 Percentage of participants

m 2023 Percentage of participants Company budget constraints

Internal positioning / internal equity / income
differentials

COMBINATION OF Board / CEO / Management discretion

FACTORS 98.50%

Wage negotiations / collective agreements

Company performance

Guidance from salary surveys
CPI ONLY (SINGLE
ELEMENT)

Market position / market trends

Individual performance

Company profitability / affordability
CPI no longer the only driver in

determining increases. CPI

0

9

A 10% 20% 30% 40% 50% 60% 70% 80% 90%

[v]



INCREASE POLICY - PER EMPLOYEE LEVEL

Policy 1 - Combination of inflationary

. e 56.3% 56.3% 54.1% 9.7%
increase and individual performance

!’ol[cy 2 - Increase is negofiated regardless of 31% 31% 98% 67.7%
individual performance

Policy 3 - Increosps are not guaranteed and 18.8% 18.8% 14.8% )
based solely on individual performance

Eol{cy 4 - Inflationary increases only i.e., no 20.3% 20.3% 19.79% 16.1%
individual performance measure

Policy 5 — Other 1.6% 1.6% 1.6% 6.5%

]
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REM  REVIEWS FOR TOP PERFORMERS
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Managing internal equity and fair pay is not only a regulatory requirement in terms of the Employment Equity Act but a focus
area for the remuneration committees of organisations.

The majority of participants (66.2%) indicated that they differentiated between top performers and other
levels of performance in terms of the increases granted.

100%

A 32% in 2023 % top performers rewarded through a the
short-term incentive scheme

14%

v 32% in 2023
86%

) . _ A 56.1% in 2022
= Top performers were awarded % higher than norm = No differentiation

E



ECONOMIC REALITIES AND THE RELATION TO INCREASES

8.00%
7.00%
6.00%
5.00%
4.00%
3.00%
2.00%
1.00%
0.00%

Salary increases vs. inflation

—~_

2019 2020 2021 2022 2023

CPlannual average ==@==|ncreases granted

-—@==|nCcreases anficipated

Historic and predicted increases for the 5 year period April

2019 to April 2023

Increase granted

6.2%

6.1%

5.12%

4.80%

5.82%

Increase predicted

6.1%

5.7%

5.05%

5.24%

6.14%




CORE INFLATION VERSUS CONSUMER REALITIES

y-0-y % change
14
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INCREASE PERCENTAGES RISING BUT NOT KEEPING UP WITH INFLATION

7.00%
6.00%
5.00%
4.00%
3.00%
2.00%
1.00%
0.00%

5‘92%5.60%
5.01%

Executives

Predicted increases 2022 versus 2023

6.13% 6.22%

5.94%
5.71% 5.78% 5.75%5 50%
I I509% I I53O% I I I

Management General staff Unionised staff

B Average total package increments — anticipated Current publication
B Average total package increments — anticipated October 2022 publication

m Average total package increments — anticipated April 2022 publication

6'00%5.70%
I I I
Overall
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According to the World
Bank, South Africa has the
largest unemployed
population in the world
(2020 statistics). This has
recovered slightly post the
pandemic.

Based on the REMchannel
online salary survey
database of more than 1
million data points, the
employed national

guaranteed package Gini
is 44.29%

Gini % - World Bank

| BN EX EN ER BN BN BN BN R S






REM

channel

Labour furnover costs SA companies billions

45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

Turnover by category - 2021 versus 2022

41%

'

28%

25%
20%
13%
8%
5% .

Resignation  Non-renewal of Dismissal — Dismissal —
contract operational misconduct
requirements
(retrenchment)
m2021 m2022

Best practice would
be to have systems
in place to budget,

measure and frack
termination costs

3% 3%

1% 1% 2% 1%
S — - e
Dismissal — Retirement Death
incapacity

Trend the same as in October 2022.

41% resignations — total sample 343,097
employees, and average turnover rate
16.6%. This means that just over 23000
employees resigned from 65 companies
in the past 12 months.

Cost implications: Assume that most are
professional staff at average annual
salary of 650k. Conservative cost 1 x
annual salary (recruitment, HR,
assessments etc.) to replace employees,
costs a staggering 15.1 billion rand.
Misconduct will cost the participants 4.8
billion if the same assumption is made.

54.7% of the participants in the survey are
not measuring the cost of labour turnover




REASONS FOR TERMINATIONS

Emigration due to crime in South Africa e.g. victim of crime, fear/ increase in
crime, unrest, riots etc.

Burnout
Too much stress in the job/company/indusiry
Emigration due to family e.g. family lives overseas, pressure from family

Other

Change in circumstance e.g. becoming stay at home parent, no longer
need the income

Not known - company does not gather this type of information

Personality or relationship conflicts with manager (including bullying and
harassment)

To work closer to home

Improved work/life balance

Improved employment conditions / increased benefits
Career change

Emigration with better opportunities overseas

Better remuneration/ higher pay

Better career prospects / career advancement opportunities

o
N
N
o
N
N
[eN
>

8% 10% 12% 14% 16%

Key take outs:

Employee value proposition
and retention:

44% of employees
resigned due to better
career prospects,
higher remuneration
and improved
employment
conditions.

9% experience a toxic
workplace

20% of employees
experience burnout,
stress, changing
careers or emigrating.
Some of these quoted
personal reasons in their
exit interviews.



LABOUR TURNOVER BY INDUSTRY SECTOR

FMCG / Retail / Consumer Manufacturing

Financial Services / Medical Schemes

Information Technology / Information
Telecommunications

Mining / Technical Other / Manufacturing

0% 5% 10% 15% 20% 25%

(=]

2022 versus 2021:
Mining: 2.5%

Information technology
4.7%

Financial Services 3.9%
FMCG/Retail up 7.3%
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LABOUR TURNOVER BY DISCIPLINE

Continued impact of COVID-19 on
Human Resources professionals -
could this be the reason why the
percentage is so high? Or
Technical / Engineering alternatively these are seen as

) scarce skills in the market.
Academic staff

Sales and marketing — this includes
Finance all reasons and may also be

. aftributed to the greater focus on
Information Technology

marketing to ensure organisational
Other growth.

Administration Of concemis the “Not Known"
category percentage. Does this
mean that organisations are not
Not known tracking key loss of skills as
accurately as they can?

Human Resources

Sales / Marketing



TERMINATIONS BY LENGTH OF SERVICE

250.00%
200.00%
150.00%
100.00%

50.00%

0.00%
<1 year

B

1 to <5 years

5to< 10
years

10to <15
years

15 years plus

m Unskilled and defined decision-making

B Semi-skilled and discretfionary decision-

making

m Skilled technical and academically

qualified employees

m Professionally qualified and
experienced specialists

B Senior management

B Top management / executives

Over the past
3 years we
have seen the
greatest loss of
skills with more
than 15 years

experience in
the top
management
category



Why are

Responses to "Quiet Quitting"

Quiet quitting is NO longer an issue OF O CONCEMN ey 9%

em ployees Employees are not emotionally or intellectually engaged 1 7%
resorﬂng fo Employees are quiet quitting for being underpaid for what they are asked to do 25%
q U|eT The number of disengaged employees is increasing e 059
q U|‘|“|‘|ng 2 The number of employees that are staying within the limits of the JOb is INCreasiNg 26%

Employees are fearful of being fired, retrenched or demoted e )8%,

The number of employees that are no longer prepared to go above and beyond the SCOPe Of the 0D is. . 29%

Managers are ill equipped to work in the new hybrid environment —— 30,

Poor management can be blamed for quiet quitting I 34%

Employees like their jobs and want to exceed expectations e 357,

Job responsibilities grow without adequate compensation e 35%
With the "great resignation” employees have been asked 10 PICK Up 1he Sl0CK 37%

Quiet quitting is more prevalent among certain generations s 38,

Employees are fired of being asked 10 Ao MOre WithoUT oM e NSOl 0N 43%

The number of employees that are feeling burned out is increasing . 467,

There are more mental health challenges, Cases Of depressioN, SUDS aNCE AOUSE 1C. 49%
The number of employees that are no longer prepared to sacrifice their mental health is increasing s 49,
Employees are looking for more flexibility in their working enViroNme Nt e EEEEFEEFEFEFEFEFEFEREREE 63%
Employees are looking for increased mobility and choice in where they are able to work . (4 T,

0%

20%

30% 40% 50% 60% 70%

2|




Reduced work week — what does the research saye

Will a 4-day work week Will a 4-day work week
lead to cost savings? lead to increased
productivity?

HYes

[}
e Yes

m Unsure / maybe gl

m Unsure / maybe




Employers need to
rethink their EVP

5
o

Talent retention
remains top of mind

3o
==

We need to
consider
sustainability
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The information contained in this document by Remchannel (Pty) | | ided for discussion purposes only and is intended to provide the reader or his/her entity with
general information of interest. The information is supplied on a %& ‘basis and has not been compiled to meet the readers's or his/her entity's individual requirements. It is the reader's
responsibility to satisfy him: or her that the content meets the individual or his/her entity's requirements. The information should not be regarded as professional or legal advice or the official
opinion of Remchannel. No action should be taken on the strength of the information without obtaining professional advice. Although Remchannel takes all reasonable steps to ensure the
qudlity and accuracy of the information, accuracy is not guaranteed. Remchannel shall not be liable for any damage, loss or liability of any nature incurred directly or indirectly by whomever
and resulting from any cause in connection with the information contained herein. No portion of the information in this presentation may be reproduced by any process without the written
permission of Remchannel.

REMCHANNEL (PTY) LIMITED IS A MEMBER OF THE 6'3 OLDMUTUAL croupr
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