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1-10 employees (7%)

500+ employees (21%)

A0, 0% ,
11-50 employees (24%)

201-500 employees (16%)
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Return to reward levels

Reward levels did not change during downturn [ | 5o
Do not expect to return NG 4%
Next 6 months [l 2%
Next 12 months | IEE N 2 5%
Next 24 months IR 2 9 %
Unknown IR 23 %

" ! #

Losing key talent due to reward levels

Considerably more concerned I NEEEEN | | %
Slightly more concerned | N, 2 0
Same level of concern | 42
Slightly less concerned | NN | 4
Considerably less concerned NN 7%
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Average 2009 base salary budget

Q3 2009 I 1.9%

Q2 2009 I 1.9%

Q1 2009 I 1.7%

Q4 200 N 3. | %

% &
o

Average 2010 base salary budget
Q32009 | 2.2%
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Average 2009 base salary increase - High Performer

Q3 2000 | —— 2.7%

Average 2009 base salary increase - Average Performer

@3 2000 | 1.6%

Average 2009 base salary increase - Low Performer

3 2000 [N o.7%

Average 2010 base salary increase - High Performer

3 2009 | 3.2%

Average 2010 base salary increase - Average Performer

Q3 2009 |, 1.9%

Average 2010 base salary increase - Low Performer

@3 2009 I o.7%
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Average 2009 salary structure increase

Q3 2009 3

( |

Average 2010 salary structure increase

Q3 2009 T 1.6%
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2009 Executive incentive plan

Q3 2009 33%
2009 Management (non-sales) plan

Q32009 37%
2009 Sales incentive plan

Q32009 39%

2009 Exempt staff plan

Q3 2009 32%
2009 Non-exempt staff plan

Q32009 27%

(0!

Considerably less

Slightly less

Same level
Slightly more 3%

Considerbly more 2%

Revised

2009 Incentive payout versus target

24%

41%
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Not considering

- % " "’ ! . Considering
. Implemented
B wii do
Collect market data
Q3 2009 (2010 projection) | S e 21%
Q2 2009 NG 38%
Q12009 | 7 — 312
Q4 2008 NN 74%
Ensure pay is in line with market
Q3 2009 (2010 projection) | G 19%
Q2 2009 | S 26%
Q1200 | — 12
Q4 2008 NN 86%

Decrease company benefits contribution

Q3 2009 (2010 projection) [INSEANEEEEEE 58%
Q2 2009 I 59%
Q1 2009 I 61%

Q4 200 NS 87%




4 2 5 & %'% #
% L& %% % B =
H#
Not considering
% " " | . Considering
. Implemented
B wil do
Change base pay structure

Q32009 (2010 projection) NIEECN T 61%

Q2 2009 SRS 74%

Q1 2009 NS 482

Q42008 I 92%

Change design of variable pay plan

Q32009 (2010 projection) AN 66%

Q2 2009 NN 72%

Q1 2009 S 452

Q4 2008 |G 91%

Change the mix among rewards

Q32009 (2010 projection) INEENIS 61%

Q2 2009 G 66%

Q12009 | 42

Q4 200 NS 85%
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Not considering
) % n n | . Considering
. Implemented
B wil do
Freeze pay
Q32009 (2010 projection) NN 47%
Q2 2009 |G E—— 39%
Q1 2009 | 32
Reduce pay
Q3 2009 (2010 projection) EENNNNEANN 86%
Q2 2009 NN 64%
Q1 2009 SN 52
G3 H % 4 ( # Gl % H % 4 ' #
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Return to talent levels, performance measures, and HR programs

Reward levels did not change due to the downturn I N 2 | o
Do not expect to return INEGTNG_G_G 77
Next 6 months NN 4%
Next 12 months IR, 29 %
Next 24 months NG | 7
Unknown I, 2 2%

" ! #

Losing key talent due to performance measures and HR programs

Considerably more concerned NN 7%
Slightly more concerned I, 230
Same level of concern I 4 89
Slightly less concerned NN 8%
Considerably less concerned NN 99
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. Expanding
No change
0 mnn
+ A) $ . Freezing
! ! Downsizing
. Freezing or downsizing
Planned staffing level changes to regular full-time staff
Q32009 (2010 projection) 8% INGHENN 57% %
Q22009 2 e 42 B /S
QI 2009 52 . | 39% I
Q4 200 N 44% I | S
+ % $ nmn
/ !
Planned staffing level changes to temporary staff
Q32009 (2010 projection) 9% 558 78% 0%
Q22009 7% [NEEEM 84% 4%
Ql 2009 2 42 412 0%
Q4 2008 NS 67% 8%
( #
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% $ $ n Not considering
% | . Considering
) . Implemented
B wii do
Hire temporary instead of full-time employees
Q32009 (2010 projection) NI 56%
Q2 2005 NZNE 69%
Q! 2009 NS 61%
Q4 2008 AN 83%
Encourage early retirement
Q3 2009 (2010 projection) EECIINNSNN 81%
Q2 2009 NNSTNINETN 88%
Q1 2009 NS 81%
Q4 2008}l 99%

Increased reliance on business process outsourcing

Q3 2009 (2010 projection) BN 61%
Q2 200 A 66%
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Not considering
% $ $ "’ . Considering

% !

Attract and hire key talent
Q32009 (2010 projection) NI —
Q2 2009 NGNS
QI 2009 GG

Mandatory reduced schedules
Q3 2009 (2010 projection) INEIIEEEENENNNGE
Q2 2009 NN
Q1 2009 N

Voluntary reduced schedules
Q32009 (2010 projection) EEANIS S
Q2 2009 | G
Q12009 S 2

. Implemented

B wii do

50%
69%

67%

66%
65%
42

60%

54%
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Not considering
% $ . Considering

(0!

Modify sales performance expectations

Q3 2009 (2010 projection) NG
Q2 2005 .
Q! 2009 I
Q4 200 NGNS 85%

Improve sales force effectiveness

Q2 2009 | ——
Q12009 | —
Q4 2008 NG 74%

. Implemented

B wii do

36%
41%

38%

Q32009 (2010 projection) | o — 27%

32%

12
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Not considering

% $ . Considering
I(()I . Implemented
Change recruiting focus or tactics W willdo
Q32009 (2010 projection) [N 45%
Q2 2000 |G 61%
Q1 2005 TGS @
Increase reliance on project based outsourcing
Q3 2009 (2010 projection) NN 64%
Q2 2009 NENNG 68%
Develop a new talent management strategy
Q32009 (2010 projectior) SN o 49%
Q2 2000 SRS 59%
Q1 2000 |G 52%

Focus on low cost training options

Q32009 (2010 projection) | —— 18%
<2 2009 | S . 41%
Q1 2009 | —— 37%
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Not considering
0
Yo $ . Considering
I(()I . Implemented
B wil do
Strengthen the link between pay and performance
Q3 2009 (2010 projection) I —— 27%
Q2 2009 S S — 39%
Q12009 S 2 — 142
Q4 2008 G 60%
Focus the increase budget on key talent
Q3 2009 (2010 projection) |G — 33%
Q2 2009 | 52
Q12009 | S G —— "2
Q4 200 DS 7%
G3 H % 4 ( #G! % H % 4 ' #
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Not considering

V)
/0 $ . Considering
1
(()I . Implemented
B wil do

Improve workforce planning

Q32009 (2010 projection) | —
Q2 2009 | s — 33%

Develop a succession plan

Q32009 (2010 projectior) NS0 33%
Q2 2000 | G 45%
Q1 2000 | 52%
Identify key jobs for retention incentives
Q32009 (2010 projectior) SRR o0 50%
Q2 2000 NSNS 69%
Q1 2000 [ 482

Identify key individuals for retention incentives

Q3 2009 (2010 projection) AN o —— 48%
Q2 2009 |ETEENNS NS 65%
Q1 200 — 42

16%
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Tradeshow/conference attendance

Q32009 (2010 projectior) IS o3

Seminar attendance

Q3 2009 (2010 projection) A0 N 54%
Travel

Internal training and development

Q32009 (2010 projection) NN 65%

Professional certifications

Q3 2009 (2010 projection) NN 80%

Reimbursement for continuing education

Q3 2009 (2010 projection) NN 79%

Tuition reimbursement benefits

Q32009 (2010 projection) A 74%
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S 3% 41% 16% 4% 5%
% 39% 24% e 8%
1% 29% 26% e 3%
4% 28% 30% REn 8%
2% 26% 21% 3% 18%
o 20% 16% 27% e %
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R 33%
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