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EMPLOYEE ATTITUDES TO PAY

FOREWORD
Welcome to the fourth edition of the CIPD’s 

Employee Attitudes to Pay annual survey. The 

aims of the research are to examine: employer 

pay decisions; the basis of these choices; employee 

reactions to these pay rise and bonus award 

decisions; and employee forecasts about pay and 

bonus decisions that their employers could make 

in 2012.

The research finds that in the 12 months to  

7 November 2011, 48% of those employees who had 

been in their job for more than a year did not receive 

a pay rise while a further 5% saw their basic pay drop.

By contrast, 45% of those questioned did get an 

increase. However, while Retail Prices Index inflation 

in the 12 months to November 2011 was 5.2%, the 

typical pay increase enjoyed by those who did get a 

rise was 2.5%. Just 11% got a pay rise that matched 

or was greater than 5.2%.

Unsurprisingly, given that most employees did not 

enjoy a pay rise that matched the increase in the cost 

of living, 72% of respondents have cut back on their 

spending to make ends meet in the last six months.

Since the survey began in 2008, employees feel 

less valued, less proud of their employer and less 

motivated to perform well. They also feel that 

their organisation does not do a very good job of 

communicating with them. 

What should and can HR do at this time? To be 

honest, it’s going to be challenging to put a positive 

spin on pay outcomes when most employees perceive 

that their pay and living standards have fallen in real 

terms over the past few years. In response, HR and 

line managers are going to have to put more effort 

into explaining to employees the business realities 

facing their organisation and what this means in 

terms of salaries and bonuses. They also need to 

communicate to employees what behaviours, skills, 

experiences and performances are valued by the 

organisation and how it will help employees develop 

these. This report will give valuable insights on how 

employees are reacting to employer pay decisions 

and why and so help HR craft more meaningful 

dialogue with employees.

Another consideration is to communicate the value 

of the total reward package, not just pay and 

bonuses. Employers can often get better deals for 

their employees than employees would be able to 

get individually. However, the total reward model 

is starting to show strain as workers, at least in the 

private sector, become more focused on their take-

home pay. Flexible working doesn’t help pay off 

the mortgage and reward professionals need to be 

aware of this when extolling the virtues of the various 

employer rewards that may have no resonance with 

their cash-strapped low-earners. 

One positive is that inflation is predicted to fall 

significantly in 2012, so if employers are able to make 

a pay increase in the next 12 months (and 58% of 

employees are hoping they will) the gap between 

the cost of living and the increase in base pay is 

reduced. Hopefully, this will be reflected in employee 

satisfaction levels. 

Another positive is the Government’s commitment 

to increase the personal allowance to £10,000. Both 

falling inflation and increases in the tax allowance 

should give some financial respite to employees. In 

addition, the economy is rebalancing away from 

debt and consumption and towards savings and 

production; while growth is slow and uncertain, at 

least it is growth. Hopefully, these factors will ensure 

that the UK will be well placed when the global 

economy starts to grow.
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ABOUT US

Chartered Institute of 
Personnel and Development
 

The Chartered Institute of Personnel and 

Development (CIPD) is Europe’s largest HR and 

development professional body. As a globally 

recognised brand with over 135,000 members, we 

pride ourselves on supporting and developing those 

responsible for the management and development 

of people within organisations.  

 

Our aim is to drive sustained organisation 

performance through HR, shaping thinking, leading 

practice and building HR capability within the 

profession. Our topical research and public policy 

activities set the vision, provide a voice for the 

profession and promote new and improved HR and 

management practices. 

We know what good HR looks like and what HR 

professionals need to know, do and deliver at 

different stages of their career, be they specialists or 

generalists, working in the UK or internationally. 

We offer: 

• membership

• professional development including 

qualifications and training

• networking opportunities and world-class events

• expertise in HR capability-building and 

consultancy services

• topical insights and analysis

• a wealth of resources and a voice for HR.

cipd.co.uk
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EMPLOYEE ATTITUDES TO PAY

SUMMARY OF KEY FINDINGS

The fourth annual survey of employee attitudes to pay is 
based on a survey of 3,056 working adults, across all industrial 
sectors. 

The survey was carried out between 1 and 7 

November 2011 and is representative of the 

UK workforce in relation to sector, size and 

industry type. The findings are primarily analysed 

by sector, size, managerial position and pay. 

Where patterns emerge the findings are further 

analysed by region.

Within the report net scores have been used 

to display results. Net scores are calculated by 

subtracting the percentage of respondents who say 

something positive from the percentage who say 

something negative. They measure the strength of 

the direction of feeling and therefore give a more 

accurate assessment than simple agreement scores.

Employer pay decisions in 2011
• Since 2008, the proportion of employees 

receiving a pay rise has fallen from 67% 

to 45% in 2011, down slightly on the 46% 

recorded in 2010.

• By sector, 51% of private sector employees 

have had a pay rise since the start of 2011, 45% 

did likewise in the voluntary sector, but just 

24% of those in the public sector have received 

an increase.

• Among those receiving a pay rise, the average 

(median) increase is 2.5%.

• The proportion of employees who have been 

subject to a pay freeze has increased from 24% 

in 2008 to 48% in 2011.

• By sector, public sector employees (70%) are 

most likely to have seen their pay frozen in 

2011, followed by those in the voluntary sector 

(48%) and the private sector (42%). In addition, 

5% of employees saw their pay cut.

Satisfaction with employer pay decisions
• The net satisfaction score among those who 

have received a pay rise is +56 in 2011, down 

on the +61 recorded in 2010 and +62 in 2009.

• The main explanations given by employees for 

satisfaction with their pay rise are: it reflected 

the state of the economy (27%); it reflected 

how well I had performed at work (19%); 

and it was more than I had received last year 

(19%). 

• The net satisfaction score among those who 

received a pay freeze is –41, down on the –26 

posted in 2010 and the –23 in 2009.

• The main explanations given for dissatisfaction 

are: it did not keep pace with the increases 

in the cost of living (up from 53% in 2010 

to 63% in 2011); it did not reflect how well 

I performed at work (22%); and my pay is 

below what I could get elsewhere for doing 

the same job (18%).

Communicating the pay decisions
• Just 60% of respondents reported that their 

organisation had explained to them the 

rationale behind its pay decision.
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• Respondents who have received a pay cut are 

most likely to say that their employer explained 

their decision to them (76%), followed by 

those who have had a pay rise (62%) and a pay 

freeze (57%).

• According to employees, the most common 

explanations given to them by their employers 

for the pay decisions are: the state of the 

economy (45%); how much money the 

organisation has to spend (38%); and the 

performance of the individual (15%). 

• The overall net satisfaction score given by 

employees for their employer’s explanation 

is +32, down on the +40 recorded in 2010. In 

the private sector the net satisfaction score is 

+42 (unchanged on 2010) and –3 in the public 

sector (down from +24 in 2010). 

Employee pay predictions for 2012
• In November 2010, 58% of those surveyed 

thought that they would get a pay increase. 

However, our survey finds only 45% of those 

questioned saw their pay rise. In November 

2011, 58% of employees expect their pay to go 

up in 2012. In addition, the expectation that 

employees will receive a higher pay rise than 

they did this year has significantly fallen. In 

2010, 21% of respondents predicted a larger 

pay award for 2011; by 2011, 19% forecast a 

higher pay award for 2012.

• Employees in the private sector are more 

optimistic about their pay prospects, with 21% 

forecasting a higher pay rise in 2012 than they 

received in 2011. By contrast, just 12% of public 

sector workers expect the same.

• Among employees who have predicted a pay 

rise for themselves in 2012, the median increase 

is 2%, or 3% in the private sector.

• When asked how employees would react if 

they were dissatisfied with their employer’s 

2012 pay decision, 56% responded that they 

would carry on work as usual, while 9% said 

they would look to leave the organisation 

within the next 12 months. Just 3% said that 

they would go on strike or take other forms of 

industrial action. 

Cash bonuses
• Twenty-six per cent of the employees surveyed 

work for employers that operate a cash bonus 

(33% in the private sector and 11% in the 

public sector). Sixty-eight per cent of those 

eligible for a bonus award received one, 

slightly down on the 72% recorded in 2010. 

• Among those who received a bonus, the net 

satisfaction score is +61. The most common 

explanations for bonus satisfaction are: it 

reflected how well I had performed at work 

(37%); it reflected how much money the 

employer has made (31%); and it reflected how 

well my team had performed at work (18%).

• Seventy-nine per cent of respondents reported 

that their employer explained to them the 

reasons behind the size of their bonus. The 

most common explanations given by employers 

are organisational (57%) and individual 

performance (53%). 

• Among those who have received an 

explanation for the size of their bonus, the net 

satisfaction score is +73. 

Employee bonus predictions for 2012
• Back in November 2010, 62% of those surveyed 

thought that they would get a bonus in 2011; 

this proportion has fallen slightly to 59%.

• While in 2010, 20% of those questioned 

expected a bigger bonus in the next year, by 

2011 this percentage has fallen to 15%.

• Those who expect a bonus next year are 

more likely to be male, be in middle or senior 

management and work in the private sector.

Employee attitudes to employers
• Employee attitudes towards their employers 

have fallen over the course of the last four 

years. When asked if employees felt valued, 

the net satisfaction score was +33 in 2008; 

now it is +4. Over the same period net 

satisfaction scores have fallen for: I am proud 

to work for this organisation (+50 to +32); I 

feel motivated to perform well (+46 to +24); 

and my organisation communicates well with 

me (+25 to –6).
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• By sector, public sector workers are less likely 

to feel valued (net satisfaction score of –15 

compared with +10 in the private sector).

• Despite these feelings, employees are generally 

positive about their place of work, with 45% of 

respondents recommending their organisation 

as a place to work compared with 28% who 

would not. 

Employee lifestyles over the past year 
• Only 16% of those questioned feel that their 

standard of living is higher now than it was this 

time last year, while 44% report that it is now 

lower.

• Seventy-two per cent of respondents have 

had to cut back on spending to make ends 

meet in the past six months. The most popular 

approaches have been to: cut back on nice-to-

have things, such as DVDs and jewellery (52%); 

go out less often (47%); spend less on shoes 

or clothes (46%); and buy more own-label or 

value brands (43%).

• Looking ahead, 42% expect their standard 

of living to fall in the next year. Public sector 

workers appear to be more downbeat, with 

51% forecasting a decline compared with 

39% predicting the same in the private sector. 

Similarly, those aged 55 years or over are more 

likely to predict a fall (51%) than those aged 

25–34 (27%). By region, 46% of those in the 

north of England think their current standards 

of living will fall compared with 33% in London.

• Looking ahead to the next six months 59% of 

respondents predict spending less on lifestyle 

expenditure (such as paid-for TV, holidays, 

DVDs), while 57% will cut back on day-to-day 

living expenses (such as food or fuel). 
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1  CURRENT EMPLOYEE PAY
As Figure 1 shows, since 2008 the proportion of 

respondents who have been in their current job 

for more than a year and who have received a pay 

increase has decreased significantly, falling from 

67% in 2008 to 45% in 2011. 

Likewise, the proportion experiencing a pay freeze 

has also been on the up, from 24% in 2008 to 48% 

in 2011.

At 5%, figures for those who have received a pay 

cut are back to what they were in 2009. Although 

the proportion who have seen a pay cut increased 

significantly between 2008 and 2009 (3% to 5%), it 

has remained consistent over the last two years. 

With the Coalition Government trying to reduce 

the country’s deficit and public sector salaries and 

pensions currently at the heart of debate, it is not 

surprising that pay rises within the public sector are 

on the decline. The number of respondents likely to 

receive a pay rise in the public sector has decreased 

significantly, from 76% in 2009 to 24% in 2011.

An interesting trend to keep aware of in the public 

sector has been the decrease in the proportion of 

employees reporting that they didn’t know if they 

had received a change in pay, possibly indicating 

the clearer communication of pay freezes and cost-

cutting measures in the public sector. 

Table 1 on page 8 shows the private and voluntary 

sectors have also taken a hit, with pay increase 

figures reducing 13 percentage points for the private 

sector and 34 percentage points in the voluntary 

sector since 2008.

In 2008, there were no employees within the 

voluntary sector experiencing a pay cut; by 2011, this 

figure has increased to 5%. 

0

454852

494442

504153

672435

20
Percentage

A pay increase

A pay freeze
(no change to your pay

A pay cut

Don’t know/
Can’t remember

2011
(n=2,604)

2010
(n=2,268)

2009
(n=2,727)

2008
(n=2,705)

Base: All working respondents (excluding owner/proprietor) who have been in the job for more than a year

40 80 10060

Figure 1: Pay decision in the last 12 months (%)
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Regional differences are also of interest, with 

London experiencing peaks and troughs throughout 

the last four years – 2008 saw 69% receive a pay 

increase, this decreased to 47% in 2009, increased to 

51% in 2010 and dipped again to 46% in 2011. 

The rest of the south of England, Midlands and 

Wales, the north of England and Scotland have all 

seen steady decreases in the number of employees 

experiencing a pay increase over the last four years.

Among those employees who have received a pay 

rise this year, the average (median) pay increase is 

2.5%, which is also the case in the private sector. 

Employees working within SMEs have received an 

average pay increase of 3%, while those working in 

larger organisations have got a 2% rise. 

Within the private sector, employees in micro 

organisations (2–9 employees) received on average 

a higher pay rise than those employees in large 

organisations (250+), with a median pay rise of 3.9% 

in micro organisations compared with 2.5% in large 

organisations. 

Figure 2 shows that the level of rewards are higher 

among the private and voluntary sectors than the 

public sector – 4% of private sector employees have 

received a pay increase of 10.01% or more, 2% in 

the voluntary sector and none in the public sector. 

A difference is also visible across organisation size, 

with employees from SMEs significantly more likely 

than those working within larger organisations to 

have received a pay increase of 10.01% or more (8% 

compared with 2%). 

Table 1: Pay decision across sector (%)

2008 2009 2010 2011

In
crease

Freeze

C
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t
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In
crease

Freeze
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t

D
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R

In
crease

Freeze

C
u

t

D
K

/C
R

In
crease

Freeze

C
u

t

D
K

/C
R

Private sector (n=1,835) 64 27 4 5 40 51 7 2 50 43 5 2 51 42 6 2

Public sector (n=566) 73 19 2 6 76 17 2 4 42 49 3 5 24 70 5 2

Voluntary and not-for-
profit (n=203) 79 15 0 5 62 34 3 1 61 36 1 2 45 48 5 2

Base: All working adults (excluding self-employed) who have been in employment for more than 12 months

0 20
Percentage

Median = 2.50

Median = 2.50

Median = 2.00

Median = 2.00

0−1%1.01−2%2.01−3%3.01−4%4.01−5%5.01−10%10.01% or more

All (n=1,233)

Private sector (n=957)

Public sector (n=136)

Voluntary sector (n=92)

40 80 10060

1826974 298

14281084 279

411672 321

2817662 328

Base: All working respondents (excluding owner/proprietor) who have been in the job for more than a year

Figure 2: Pay increase in percentage terms (%)
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Just under a third (29%) of employees surveyed had 

a pay review between September and November 

2010. One in five (20%) had their pay reviewed 

between December 2010 and February 2011 and 

27% between March and May 2011. A quarter (24%) 

have only recently had their pay reviewed (June to 

November 2011).

In all 62% of employees feel their pay is at the same 

level as their work colleagues (that is, those on the 

same level as them), while 11% think their pay is 

higher, 17% lower and 11% don’t know.

This notion of ‘universal pay’ internally across levels 

also spreads among the different industries, with 

most stating their pay is at the same level as their 

work colleagues. See Figure 3.

Despite bankers’ salaries being at the heart of all 

economic debate, at 25%, employees within the 

finance (including insurance and real estate) industry 

are significantly more likely to say that their pay is 

lower than their work colleagues compared with 

employees from the following industries: retail 

(including wholesale repair of motor vehicles, 

personal and household goods) (16%); health and 

social work (16%); and education (14%).

Employees within the rest of the south of England 

(excluding London) are significantly more likely than 

those within the Midlands and Wales to believe 

their pay is higher than their work colleagues (13% 

compared with 9%).

While most employees are confident their pay is at 

the same level as their colleagues, their perceptions 

of pay outside their organisation is not as clear cut 

– 17% believe their pay is higher than employees 

outside their organisation (that is, on the same 

grade and within the same industry). Over a third 

(37%) believe it is lower and 27% at the same level.

Workers in larger organisations are significantly 

more likely than those in SMEs to believe their pay 

is higher than employees outside their organisation 

(18% compared with 14%), but it seems it’s not just 

size of organisation that influences perceptions – 

organisational performance also plays a role. 

0 20
Percentage

My pay is higher My pay is the same My pay is lower Don’t know

Media (n=75)

Leisure & hospitality (n=106)

Finance (n=130)

Retail (n=247)

Professional services (n=148)

Other (n=426)

Manufacturing and engineering (n=313)

IT/Computer-related activities (n=188)

Health and social work (n=375)

Construction (n=161)

Communications (n=74)

Education (n=388)

Base: All working adults (excluding self-employed)

Transport, distribution and storage (n=191)

Public administration, services 
and defence (n=188)

40 80 10060

18 38 24 20

10

9254916

14 62 16 8

145613 16

13 1557 15

135911 17

105411 25

10 1664 10

215010 19

9 1272 7

8708 14

8 1275 5

5725 18

106317

Figure 3: Pay level in comparison with work colleagues (%)
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Employees who feel that their organisation’s 

financial performance was better in the last 12 

months are significantly more likely to state 

their pay is higher than employees outside their 

organisation than those who feel that their 

organisation’s performance was worse (15% 

compared with 10%).

As Figure 4 shows, at 54%, personal performance 

continues to be the most important basis on which 

private sector employees would like to be paid, 

followed by inflation/cost of living (41%) and 

experience (31%). 

However, at 59%, the focus within the public sector 

continues to be inflation/cost of living. The emphasis 

placed on experience in relation to pay has decreased 

significantly for public sector workers, from 40% in 

2010 to 32% in 2011. Over the same period, inflation 

has become a more important factor for public sector 

workers. This is significantly more important when 

compared with private sector workers. 

Public sector employees also highlight length of 

service as a basis on which they would like to be paid 

and this continues to be slightly less important for 

private sector employees.

Linking pay to how well their team/department 

performs continues to be significantly more 

important to private sector respondents (17%) than 

public sector respondents (10%).

0

54
60

41
42

41
36

59
52

31
33

32
40

31
32

7
8

27
28

34
36

17
16

19
21

17
21

10
11

6
4

21
23

2
1
1
1

20

Percentage

Private sector 2011 (n=2,068)

Private sector 2010 (n=2,278)

Public sector 2011 (n=632)

Public sector 2010 (n=632)

Based on how well I perform

Linked to inflation/cost of living

Based on my experience

Linked to how well my organisation performs

Linked to the ‘going rate’ for the job that I do

Based on how long I’ve worked for my employer

Linked to how well my team/department performs

Based on a trades union negotiated pay deal

Based on how old I am

Base: All working adults (excluding self-employed)

40 8060

Figure 4: Basis on which employees would like to be paid (%)
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0

56
61
62

31

75
87

80
75

70
84

77
42

53
76

68
41

52
54

57
26

57
65

69
37

40
47
48

6

20
Percentage

2010 2009 20082011

All receiving a pay rise

Micro organisation

Small organisation

Medium organisation

Large organisation

Private sector

Public sector

40 80 10060

Base: All working adults (excluding self-employed) who received a pay increase in 2011 (n=1,233)

Figure 5: Pay increase – net satisfaction scores (%)

2  SATISFACTION WITH EMPLOYER 
PAY DECISIONS

Pay increase
The last four years have seen the net pay satisfaction 

score among those employees enjoying a pay rise 

increase from +31 to +56. While 2010 saw the net 

score double to +61, 2011 has seen a slight dip (+56). 

However, over the same period, the proportion of 

employees receiving a pay rise has fallen from 67% 

to 45%. 
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The overall picture across organisation size remains 

more or less the same – with a net score of +75 

and +70, employees working within micro and 

small organisations continue to be more satisfied 

with their pay increase compared with employees 

working in large organisations (+52). 

Two-thirds (59%) of respondents within the sample 

work for large private sector organisations, which 

could possibly explain why those working for large 

employers are more likely to receive pay rises. The 

dissatisfaction among those working for large 

organisations could possibly stem from public sector 

employees, which makes up a third (30%) of large 

organisations within the sample.

As Figure 6 shows, 27% of employees are satisfied 

with their 2011 pay increase because it reflected the 

state of the economy and 19% feel it reflects how 

well they have performed at work. The major shifts 

in satisfaction, however, are around the cost of living 

– in 2009, 31% felt their pay increase kept pace with 

inflation, by 2011 this figure has decreased to 16%. 

As Figure 7 shows, responses across the private 

and public sector are more or less similar. However, 

employees within the private sector continue 

to be significantly more likely than their public 

sector counterparts to state reflection of personal 

performance (21% compared with 7%) is an 

important reason for their satisfaction.

0

27
21

24

19
24
24

19
19

0

16
22

31

16
15

19

14
14

18

7
11

12

7
9

12

20
Percentage

2011 (n=949) 2010 (n=1,072) 2009 (n=902)

It reflected the state of the economy

It reflected how well I had performed at work

It was more than I had received last year*

It kept pace with increases in the cost
of living/inflation

It reflected how much money the
organisation had to make an award

RPI has gone from being
+4.5% in October 2010
to 5% in October 2011.
Despite inflation remaining
high, respondents are 
satisfied with their pay 
increase because they feel 
it kept pace with inflation.

My pay is at or above what I could get
elsewhere for doing the same job

It reflected my experience

It did not discriminate against me because
of my age, race, religion, disability or gender

Base: All working adults (excluding self-employed) who received a pay increase in 2011 and were satisfied with it (n=949).
Only answer codes with at least 10% response are shown.  *Answer option not included in 2009.

40

Figure 6: Reasons for satisfaction with pay increase (%)
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Results indicate that despite receiving a pay rise, 

some employees (21%) are not satisfied with it – 

the key question, then, is why? Respondents who 

received a pay rise were asked to give the main 

reasons for why they were dissatisfied. Figure 8 on 

page 14 shows that 62% said ‘it did not keep pace 

with increases in the cost of living/inflation’ (up from 

52% in 2010), while 29% said ‘it did not reflect how 

well I had performed at work.’

Pay freeze
Figure 9 on page 14 reveals that net satisfaction 

scores among those employees who received a pay 

freeze has fallen from –23 in 2009 to –41 in 2011.

With the exception of small organisations, 

net satisfaction scores have declined across all 

organisation sizes, particularly larger organisations, 

where scores improved last year.
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It was more than I had received last year

It reflected the state of the economy

It reflected how well I had performed at work

It kept pace with increases in the 
cost of living/inflation

It reflected how much money the 
organisation had to make an award

My pay is at or above what I could get 
elsewhere for doing the same job

It reflected my experience

It reflected how well my team 
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Figure 7: Reasons for satisfaction with pay increase (private vs. public sector) (%)
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Figure 8: Reasons for dissatisfaction with pay increase (%) 

Figure 9: Pay freeze – net satisfaction scores
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Respondents working within the public sector 

continue to be less satisfied than their private sector 

counterparts – with a net score of –60. 

As Figure 10 indicates, the main factor for 

satisfaction among those receiving a pay freeze 

continues to be that it reflects the state of the 

economy (58%).

Figure 11 shows that the main reason for 

dissatisfaction among those receiving a pay freeze 

continues to be that it does not keep pace with 

increases in the cost of living/inflation (63%). With 

annual RPI being negative in 2009 for the first time 

since 1960 and creeping up to +5% in October 2011, 

it is perhaps not surprising that this has become 

more of a concern.

0

58
64

72

27
31

32

23
17

21

12

13

14

20
Percentage

2011 (n=338)

2010 (n=412)

2009 (n=354)

40 80 10060

It reflected the state of the economy
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Figure 10: Reasons for satisfaction with pay freeze (%)

Figure 11: Reasons for dissatisfaction with pay freeze (%)
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Pay cuts
A recurring theme among all pay decisions is the 

inability to keep pace with inflation. Not surprisingly, 

the main cause for dissatisfaction with a pay cut is 

that it does not keep pace with increases in the cost 

of living/inflation (43%).
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It was below the pay increases of 
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Base: All working adults (excluding self-employed) who received a pay freeze 2011 (n=117). 
*Only top five responses have been shown.
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 Figure 12: Reasons for dissatisfaction with pay cut (%)
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Figure 13: Net satisfaction with explanation given to them by their organisation on their pay decision (%)

3   COMMUNICATING CHANGES  
IN PAY

Six out of ten respondents (60%) said their 

organisation explained to them why their pay 

increased, decreased or froze. A third (33%) have 

said that their organisation did not explain it to 

them and 7% didn’t know/could not remember.

Respondents who have received a pay cut are 

significantly more likely to state that their 

organisation explained their decision to them  

than those who received a pay rise/freeze (76% 

compared with 62% who received a pay rise and 

57% a pay freeze). 

Employees in the public sector who received a 

pay freeze were more likely to have received an 

explanation as to why this was than private sector 

employees (64% receiving an explanation compared 

with 53%). This data may highlight the ongoing 

discussions in the public sector regarding budget cuts 

and the resultant reduction in any pay increases.

Employees in middle management and above roles 

are significantly more likely to receive an explanation 

why their pay increased, decreased or froze.

Similar to 2010, the most likely explanation for a 

change in pay (that is, increase, freeze or cut) is due 

to the state of the economy (45%) followed by how 

much money the organisation has to spend (38%) 

and individual performance (15%).  
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The state of the economy continues to be by far 

the most common reason for pay freezes and cuts – 

65% of respondents who received a pay freeze and 

61% who received a pay cut said it was a result of 

the economy.

For some the state of the economy continues to 

remain a benefit, with a quarter (24%) stating they 

received a pay rise as a result of it, while for others it 

continues to work against their favour.

The most popular reasons for receiving a pay rise 

was how much money the organisation had to 

spend (33%) and individual performance (33%). 

Interestingly, the second most common reason for 

receiving a pay cut (46%) and freeze (51%) was 

also down to how much money the organisation 

had to spend.

With a net satisfaction score of +32, respondents 

tend to be satisfied with the explanation given to 

them by their organisation on their pay decision. This 

figure is lower than the net satisfaction score in 2010.

Despite receiving a pay cut, 41% of respondents 

are satisfied with the explanation provided by their 

organisation compared with 34% who are not, 

leaving a net satisfaction score of +7.

As may be expected, employees receiving a pay rise 

are significantly more satisfied with the explanation 

they received, with 22% being very satisfied 

compared with 5% who had a pay freeze and 12% 

who had a pay cut.

Satisfaction with the pay decision received has fallen 

significantly in the public sector. Just over a third of 

public sector employees are dissatisfied with the pay 

decision they received and 32% are satisfied, giving 

a net score of –3 – significantly lower than the net 

satisfaction score of +24 in 2010.  

The larger the organisation the lower the net 

satisfaction score – this possibly indicates that 

respondents working within small organisations are 

far more likely to be satisfied with the explanation 

given than those working in larger organisations 

are. In addition employment in large orgainsations 

is skewed towards the public sector. Given their high 

levels of dissatisfaction, it is likely to be an important 

driver of lower satisfaction in large organisations.
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4  REDUNDANCY
Four years ago, 16% of employees had been in 

their current job for less than a year. By 2009, this 

reduced to 11%, stabilised in 2010 and edged up 

to 12% in 2011. 

Most employees (46%) have been in their current 

job for less than a year as it’s a new job for them 

(that is, they left their previous job to start their 

current one). For 7%, it’s their first job since 

leaving school/college/university and, for 19%, it’s 

their first job since being made redundant in the 

past 12 months.

Among those respondents who faced redundancy, 

almost all (92%) were made redundant from a 

full-time job (30 or more hours per week) and 8% 

from a part-time job (8–29 hours per week).

Figure 14 shows that for 62% of respondents, 

redundancy has led to them earning less now 

than they previously did, while for 23% things 

have worked out better due to their current pay 

being higher.
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20
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The same
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Base: All working adults (excluding self-employed) who have got a job in the past 12 months since being made 
redundant (n=67). Caution needs to be taken due to small base size.
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Figure 14: Level of pay post-redundancy (%)
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5  PAY INCREASES IN 2012
Explanation around pay rises
Continuing the trend from 2008 through to 

2011, 73% of employees have not received an 

explanation detailing what they need to do to 

receive a pay rise in 2012. It should be recognised, 

given the current financial constraints in the public 

sector, that giving employees an explanation of 

what they need to do to receive a pay rise next 

year is very difficult.

Similar to last year’s results, middle management 

and above continue to be significantly more 

likely to have received an explanation than 

junior managers and those with no managerial 

responsibilities (29% compared with 20% and 

18% respectively).

Interestingly, those employees working in 

organisations that had a better financial 

performance than last year are also significantly 

more likely to have received an explanation (28% 

receiving an explanation) than those working 

in organisations whose financial performance is 

worse (18%) or where financial performance has 

stayed the same (19%).

Satisfaction with the explanation for 2012  
pay rises
As Figure 15 shows, employee satisfaction with the 

explanation they received about what needs to 

happen for them to get a salary/wage rise has 

declined since 2010. Net satisfaction with the 

explanation has now fallen to +53, from +58 in 2010.

Due to smaller base sizes, the figures need 

to be treated with caution; however, net 

satisfaction continues to decrease as the size of 

the organisation increases, with respondents 

in micro organisations more satisfied with 

their explanation (+83) than those in large 

organisations (+42).

As Figure 16 shows, levels of employee satisfaction 

with their explanation around what needs to 

happen for them to get a salary/wage rise differs 

by managerial status. Middle and senior managers 

remain the most satisfied; however, this is not 

surprising as they are significantly more likely than 

junior managers and those with no managerial 

responsibilities to be told what they need to do to 

get a pay rise.
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Figure 15: Employee net satisfaction with their explanation of what needs to happen for them to get a 
salary/wage rise in 2012, by organisation type (%)

Figure 16: Employee net satisfaction with their explanation of what needs to happen for them to get a 
salary/wage rise in 2012, by job role and gender (%)
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2012 pay predictions
Overall, 58% of respondents questioned expect 

a pay rise in 2012 (the same proportion as in 

2010 that expected a rise in 2011). However, this 

expectation has reduced significantly from 2009, 

when 67% of employees expected a pay rise in the 

following year. The overall median pay decision 

prediction for 2012 is a pay rise worth 1%.

Figure 17 shows that in 2011, employees are less 

confident about the size of next year’s pay rise 

than in previous surveys. The expectation that 

employees will receive a higher pay rise in 2012 

than they did this year has decreased from 2009 

(29% to 19%). 

Employees in the private sector are significantly 

more likely to think that in 2012 they will get 

a pay rise (higher than they did this year) than 

public sector employees are (21% compared with 

12%). At the time of the research, public sector 

employees are significantly more likely than those 

in the private sector to believe they will receive a 

pay freeze (43% compared with 30%).

The likelihood that employees will receive a pay 

freeze has remained constant from 2010, with 

32% predicting this. However, this has increased 

significantly compared with the 25% predicting a 

pay freeze in 2009; encouragingly, figures for pay 

cuts have remained consistent. 

Predicted size of pay rise/cut in 2012
Among employees who predict a pay rise for 

themselves next year, the median increase 

predicted is 2%. However, as Figure 18 indicates, a 

significant proportion (37%) does not feel able to 

predict how much it will be. These figures are on 

par with the results seen in 2010.

Private sector employees are more positive about 

their projected pay rise, answering 3% on average 

(median), when compared with those in the public 

sector, who answered 2%.

Those employees who are higher up the 

managerial scale are more likely to predict a pay 

increase of over 5% than those employees with 

no managerial responsibilities. In total, 22% of 

middle managers and above predict a pay rise of 

over 5% compared with just 11% of those with no 

managerial responsibilities.

Employees who have been in their current job for 

more than five years are slightly less optimistic, 

with an average answer of 2%, compared with 

those who have been in their job for less than a 

year, who answered 3%.

Looking at the data for those employees who 

predicted that their pay would decrease, the 

median pay cut expected is 10%, although again 

a large proportion (36%) feel unable to predict 
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Figure 17: How will pay change? Salary predictions for 2012 (%)
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the extent of the pay cut – caution has to be 

taken with these figures as the base size is very 

small (62).

Satisfaction with pay decision
Employees were asked how they would react 

if they were not satisfied with their employer’s 

pay decision in 2012. As Figure 19 indicates, the 

majority of employees appear not to be unduly 

concerned, with 56% stating that they will carry 

on as normal.

However, 19% do suggest that they would plan 

to leave the organisation within the year and a 

further 6% would work less hard. Employees in 

the private sector are significantly more likely to 

say they would plan to leave the organisation than 

public sector employees (20% compared with 13%). 

As may be expected, given the strong union 

influence in the public sector, employees in the 

public sector are significantly more likely to say 

they would go on strike or take other forms of 

industrial action than employees in the private 

sector (9% compared with 2%). 
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Figure 18: By how much will pay increase? Salary predictions for 2012 (%)

Figure 19: Dissatisfied employee reactions to a future pay decision (%)
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6  CASH BONUSES

Cash bonus schemes
Just over a quarter (26%) of respondents work for 

an organisation that has a cash bonus system (69% 

have not, and 4% do not know). The proportion 

of organisations operating a cash bonus system 

is down from 31% in 2010. Figure 20 shows that 

the proportion of employees who received a cash 

bonus in the last 12 months has stayed broadly 

consistent, at 68% compared with 72% in 2010. 

Private sector organisations are far more likely 

to have a cash bonus system in place than public 

sector organisations (33% compared with 11%). 

Of those eligible, private sector employees are 

more likely to have received a bonus (71%) in the 

past 12 months.

Likewise, larger organisations are also more 

likely to have a cash bonus system in place 

(30%, compared with 22% of SMEs). However, 

as with the overall trend, the number of large 

organisations operating a cash bonus system is 

down from 37% in 2010.

On a regional basis, organisations located in 

London are significantly more likely to have a cash 

bonus system, with 37% of respondents saying 

their organisation offered cash bonuses (compared 

with 27% in the rest of the south of England, 25% 

in the north of England, 23% in the Midlands and 

Wales and 23% in Scotland).

Satisfaction with bonuses
Figure 21 shows that net satisfaction with the size 

of the bonus employees received has remained 

unchanged at +61. Net satisfaction rates are 

generally lower the larger the organisation – 

although caution should be taken due to the low 

base size of employees in SMEs receiving a bonus. 
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Figure 20: Proportion of employees receiving a cash bonus (%)
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In previous waves of this research (2008, 2009 and 

2010) satisfaction was lowest among employees with 

no managerial responsibility – bucking this trend, 

in the 2011 wave, junior managers are the least 

satisfied with the size of their bonus (see Figure 22). 

Some caution is advised around this trend due to the 

base size of junior managers (n=90). 
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Figure 21: Employee net satisfaction with the size of bonus received, by organisation type (%)

Figure 22: Employee satisfaction with the size of bonus received, by job role and gender (%)
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For those people who are dissatisfied the size of 

their bonus, only one of the top five reasons why 

employees are dissatisfied has changed from those 

stated in 2009 and 2010. This year sees the addition 

of ‘it was less than I received last year,’ replacing ‘it 

was below what senior management got,’ maybe 

reflecting the reductions in bonus payments across 

all levels in organisations (see Figure 23). 

The size of the bonus not reflecting their 

performance remains the primary factor, with 

36% mentioning this.

On a more positive note, 80% of employees are 

satisfied with the size of the bonus that they 

received. Figure 24 shows the key factors being 

that it reflects how well they have performed 

(37%) and that it reflects how much money the 

company has made (31%).
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Base: All working respondents (excluding owner/proprietor) whose employers have a cash bonus scheme, received a bonus 
and were satisfied with it (n=446). Top five reasons shown.
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Figure 24: Employee satisfaction with the size of bonus received – reasons for satisfaction (%)
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Base: All working respondents (excluding owner/proprietor) whose employers have cash bonus scheme, received a bonus 
but were not satisfied with it (n=105). Only top five reasons shown.
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Figure 23: Employee satisfaction with the size of bonus received – reasons for dissatisfaction (%)
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Figure 25: Reasons given for the size of bonus received (%)

7   COMMUNICATING BONUS 
PAYMENTS

Nearly eight in ten (79%) respondents said their 

organisation explained to them the reasons 

behind the size of their bonus, 20% said their 

organisation did not explain and 1% do not know.

Figure 25 indicates the explanations given for the 

sizes of bonus. These reflect those reported in 

the previous three years of surveys, with the most 

popular being organisational (57%) and individual 

performance (53%). The team’s performance 

continues to be considered a less significant 

reason, with 24% stating this, down from 30% of 

employees mentioning this in the 2010 survey.

Of those respondents who received an 

explanation about the size of their cash bonus, the 

vast majority (81%) are satisfied and only 8% are 

dissatisfied, giving a net satisfaction score of +73. 

The level of satisfaction is significantly higher within 

SMEs than it is within large organisations, with 39% 

of employees from SMEs stating that they are very 

satisfied with their explanation, compared with 23% 

of employees from large organisations.
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8 CASH BONUSES 2012

Looking ahead, employees responding to the 

survey were asked if they had been given an 

explanation as to what they needed to do to 

receive a bonus in 2012. Slightly lower than the 

2010 results, 55% of UK employees have been told 

what they need to do in order to receive a bonus 

next year (61% had been told in 2010).

This figure is 32 percentage points higher than 

those who were told what to do in order to 

receive a pay rise. Bonuses are more likely to be 

based on targets that are easier to measure than 

individual performance and, as a result, it can be 

easier for employers to provide explanations of 

how bonuses can be attained. 

However, it should be recognised that a significant 

proportion of employees (42%) have not been 

provided with an explanation. As with pay rises, 

this may be due to the difficult economic climate 

in which employers are unable to predict the 

market and plan ahead.

Employees in organisations that had performed 

better financially in 2011 are significantly more 

likely to have received an explanation than those 

in organisations that performed worse financially 

(61% compared with 50%).

Predicted size of bonus in 2012
A slightly lower proportion of respondents (23%) 

do not expect a bonus next year, compared with 

26% in 2010. Figure 26 shows that employees do 

appear to be more pessimistic about any increase 

in bonuses in 2012, with 15% saying that they 

expect a higher bonus than last year (in 2010 the 

proportion was 20% and 22% in 2009). 

0
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 Figure 26: Predicted size of bonus in 2012 (%)
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An increasing trend from 2009 has been the 

proportion of people who report that they do 

not know if they will receive a bonus next year 

(increasing from 10% in 2009 to 18% in 2011). 

This trend may be a consequence of the increasing 

levels of uncertainty in many sectors given the 

economic downturn.

Overall, 59% expect a bonus next year, and 

of these 16% think it will be lower than this 

year, 15% think it will be higher and 27% think 

it will be the same. Employees who expect a 

higher bonus than this year are more likely to 

be male (17% compared with 10% of females), 

be in middle management roles or above 

(20% compared with 12% with no managerial 

responsibilities) and work in the private sector 

(16% compared with 4% in the public sector).
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9  MEASURING PERFORMANCE

The effective management of performance 

is central to the effective running of any 

organisation. Figure 27 shows employees’ net 

satisfaction with their own organisation’s ability 

to assess/measure their performance and reveals 

an overall score of +3, slightly lower than in 2010 

(+7). In total, 35% of employees reported they are 

satisfied with their organisation’s performance 

management, 32% that they are dissatisfied and 

29% that they are neither satisfied nor dissatisfied.

Levels of net satisfaction do vary by sector and job 

role. Levels of satisfaction are significantly higher 

for those with middle management responsibilities 

and above (+26 compared with those with junior 

managerial responsibilities (–6) and no managerial 

responsibilities (–5)). In addition, those working in 

the private sector (+9) are more likely to be satisfied 

with the measurement of their own performance 

than those working in the public sector (–15).
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Figure 27: Net satisfaction with organisation’s measurement of individual performance (%)
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In addition to thinking about measuring individual 

performance, respondents have also been asked 

to consider how satisfied they are with their 

organisation’s ability to assess/measure their 

team’s performance. Employees’ net satisfaction 

with their own organisation’s ability to assess/

measure their team’s performance is +6, slightly 

lower than in 2010 (+11). Overall, 35% of 

employees say they are satisfied, 29% that they 

are dissatisfied and 29% that they are neither 

satisfied nor dissatisfied (see Figure 28).

Again, as with individual performance, levels of 

net satisfaction with organisations’ management 

of team performance do vary by sector and 

job role (see Figure 28). Levels of satisfaction 

are significantly higher for those with middle 

management responsibilities and above (+26 

compared with those with junior managerial 

responsibilities (–2) and no managerial 

responsibilities (–2)). In addition, those working 

in the private sector (+12) are more likely to be 

satisfied with the measurement of their team 

performance than those working in the public 

sector (–14).
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Figure 28: Net satisfaction with organisation’s measurement of team performance (%)
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10  ATTITUDES TO EMPLOYERS

Figure 29 shows net agreement scores (the 

proportion who agree with the sentiment minus 

the proportion who disagree) with four attitudinal 

statements about working in their organisation. 

Against a backdrop of economic turmoil, 

employee net satisfaction scores have consistently 

declined since 2008, particularly in relation to 

how organisations communicate and how valued 

employees feel.

Respondents are significantly less likely to feel 

valued as an employee now than they were last year, 

in particular public sector employees, who have a 

negative net agreement score of –15 compared with 

a score of +10 for private sector employees. The net 

agreement score in the public sector has significantly 

declined from –1 last year, while the private sector 

score has remained fairly static. This may be an 

indication of the growing frustrations of public 

sector workers and the significant change that is 

taking place within the sector.

The likelihood that employees feel valued declines 

as the size of the organisation in which they work 

increases. Employees in SME organisations report the 

highest levels of feeling valued (net +40 compared 
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Figure 29: Net agreement with organisational attitudinal statements (%)
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with those in large organisations (net –6)). Likewise, 

middle management and above feel far more valued 

than those with no managerial responsibility (net 

+29 compared with –6).

Motivation also increases with level of managerial 

responsibility. Those employees in middle 

management roles and above have a net agreement 

of +44 with feeling motivated compared with +13 

for those with no managerial responsibilities. 

Despite the increased need for timely and good-

quality employer communication at times of 

difficulty, the research indicates that employees 

do not think that their organisations are rising 

to the challenge. Between 2008 and 2011, net 

agreement scores have fallen from +25 in 2008 

to –6 in 2011. Communication also appears to 

be a more significant issue in the public sector, 

with 49% of public sector employees being 

dissatisfied with communication compared with 

40% in the private sector. 

Dissatisfaction with communication within 

organisations is also significantly higher in large 

organisations in the public sector (49% dissatisfied) 

compared with large organisations in the private 

sector (40%). In addition, dissatisfaction with 

communication decreases as the size of private 

sector organisations decreases. Those employees 

in organisations of 2–9 employees are the most 

satisfied (26%).

Thinking about the work that people do and the 

organisations they work for, employees have been 

asked if they would recommend their organisation 

as a place to work and if they want to leave their 

employer. Figure 30 shows that employees are 

generally positive about their own place of work 

and 45% would recommend their organisation as 

a place to work, with 28% who would not make 

this recommendation. 

Positively, employees are also in disagreement 

when asked if they want to leave their employer. 

Under a third of employees (29%) agree that they 

want to leave their employer. Interestingly, those 

in higher managerial positions are more negative, 

with a net disagreement score of –34 compared with 

–15 for those with no managerial responsibilities. 

This possibly reflects a stronger belief in middle 

management employees and above that they can 

find employment elsewhere than those employees 

with no managerial responsibilities.
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Figure 30: Net agreement with recommending and wanting to leave their employer (%)
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11  LIFESTYLE

The final section of the survey focuses on 

employee views of their lifestyle and their 

financial outlook. Figure 31 shows the results 

for three key lifestyle indicators of whether 

respondents feel better or worse off, if they 

expect things to improve and what their everyday 

financial situation is like.

It can be seen that the negatives outscore the 

positives. Only 16% feel that their standard of 

living is higher now than it was 12 months ago 

compared with 44% who say they are worse off. 

Similarly, 42% expect their standard of living to 

fall in the next 12 months. Both of these indicators 

have increased since the 2010 survey.

The reality of people’s day-to-day management 

of money has remained broadly unchanged in the 

last 12 months. Those people reporting that they 

sometimes or more often than not find it a struggle 

to last out to the next pay day has remained similar 

at 47% and 48% in 2010 and 2011.

Public sector respondents are significantly more 

pessimistic about their future standard of living, with 

51% predicting this to fall in the next 12 months 

compared with 39% of private sector respondents.

Interestingly, the older the respondent, the more 

likely they are to predict that their standard of living 

will decrease in the next 12 months (51% of those 
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Figure 31: Lifestyle indicators (%) 
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aged 55+ said they expect their standard of living 

to fall in the next 12 months compared with 27% of 

those aged 25–34). 

Table 2 shows that regional differences exist in 

standards of living. Those people living in the 

London region are significantly more optimistic 

about their current standard of living and 

their expectations for the next 12 months than 

respondents from all other regions.

How are people making ends meet?
Only 18% of respondents have not had to cut 

back on spending to make ends meet in the last 

six months. Figure 32 shows the top ten areas of 

spending cutbacks that the remaining 82% of 

respondents have made.

Just over half of respondents have cut down on nice-

to-have things such as DVDs and jewellery. Similar 

proportions have cut down on going out, while 

46% have spent less on shoes and clothes. Other 

savings that are more practical include cutting back 

on spending on food (40%), using less energy (36%) 

and using the car less (25%).

Women are significantly more likely than men 

to have spent less in many areas, including: 59% 

spending less on ‘nice-to-have’ things, for example 

DVDs, CDs, jewellery (compared with 47% of men), 

58% mentioning they had cut back on spending on 

shoes or clothes (compared with 37% of men), and 

51% mentioning that they are going out less often 

(compared with 44% of men).
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Figure 32: Top ten areas of cutbacks in spending (%)

Table 2: Current standard of living and future expectations, by region (%)

London (379)

Rest of south 
of England 

(1,101)

The 
Midlands 
and Wales 

(591)

North of 
England 

(664)
Scotland 

(261)

Standard of living higher than 
that of 12 months ago 21 16 14 15 14

Expect standard of living to fall 
in next 12 months 33 42 41 46 41

Base: All working respondents (n=3,056)
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As may be expected, those people who have had a 

pay increase in the last 12 months are more likely 

to have made no cutbacks, with 24% stating this, 

compared with 14% from people who had a pay 

freeze and only 8% from people who had a pay cut. 

Respondents don’t expect things to improve much 

in the near future. Figure 33 shows that nearly 60% 

are planning to make further changes to lifestyle 

spending (holidays, DVDs, Christmas spending) in 

the next six months. An increasing number, four in 

ten, expect to make financial changes, including 

increasing their overdraft, stopping pension 

payments and living off savings, and 57% say it is 

very likely or quite likely that they will cut back on 

day-to-day living expenditure in the next six months.
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Figure 33: Net likelihood of making spending changes in the next six months (%)
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CONCLUSIONS

Since the 2008 research, the proportion of 

employees receiving a pay increase has decreased 

year on year, with 2011 seeing a 22 percentage 

point drop to 45%. The public sector continues 

to see the largest drop, with only 24% of 

respondents receiving a pay increase this year 

– four years ago this figure was 76%. Overall, 

employees are just as likely to receive a pay 

increase (45%) as they are a pay freeze (48%). 

At the same time, the proportion of employees 

who have seen a pay rise in the private sector in 

2011 (51%) is barely different from 2010 (50%) 

and some way off the figure recorded in our first 

survey in 2008 (64%).

There are indications within the sample that 

employees working within SMEs generally tend to 

be happier or even more satisfied than employees 

working within larger organisations. Employees in 

SMEs are more likely to receive a higher pay rise, 

be more satisfied with their pay increase and the 

communication of the reasons for changes in pay 

than employees in larger organisations. 

While employees working within larger 

organisations are less likely to receive more than 

a 10% increase than those within SMEs, they 

are also significantly more likely to believe that 

their pay is higher than employees outside their 

organisation (that is, on the same level and within 

the same industry). This may explain why reward 

levels are lower than SMEs as they already believe 

their salaries are higher.

Internally, everyone feels they are in the same 

boat as their direct colleagues (that is, on the same 

level as them), with the majority (62%) believing 

they earn the same amount as them. Externally, 

however, the outlook is slightly different, as only 

27% believe they earn the same as employees 

outside their organisation (that is, on the same 

grade and within the same industry). 

Net satisfaction with pay rises has gradually 

declined since 2009 from +62 to +56. With the 

economy heading, possibly, for a double-dip 

recession, the likelihood is organisations are not 

able to reward employees as much as they used to  

when the economy was growing. Future surveys 

will determine whether declines in net satisfaction 

with pay rises continues to be a trend and at what 

point satisfaction tips from declining to increasing.

The underlying issue with all pay decisions is that 

it does not keep pace with the increase in the 

cost of living/inflation. At the current time, with 

the Retail Prices Index (RPI) remaining high and 

employees’ salaries freezing or, in some cases, 

decreasing, there is constant dissatisfaction among 

the workforce.

Furthermore, the state of the economy continues 

to be the key factor in explaining why employees 

receive a pay freeze or a pay cut, with 65% of 

respondents who received a pay freeze and 61% 

who received a pay cut saying it was a result of 

the economy.

Looking to the future and in line with the results 

last year, overall, 58% of respondents expect a pay 

rise in 2012. However, pessimism around future 

pay is growing, as the proportion who expects 
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a pay rise next year has reduced significantly 

from 2009, when 67% of employees expected 

this. Furthermore, in 2011, employees are less 

confident about the size of their pay rise than in 

previous surveys. The expectation that employees 

will receive a higher pay rise in 2012 than they 

did this year has significantly decreased from 2009 

(from 29% to 19%).

Employees do also appear to be more pessimistic 

about any increase in bonuses in 2012, with 15% 

saying that they expect a higher bonus than last 

year (in 2010 the proportion was 20% and 22% 

in 2009). While the proportion of employees 

who received a cash bonus in the last 12 months 

has stayed broadly consistent, at 68% compared 

with 72% in 2010, a slightly lower proportion of 

respondents (23%) do not expect a bonus next 

year, compared with 26% in 2010.

This survey has highlighted how employees are 

becoming increasingly dissatisfied in a number of 

areas. Critically employee net satisfaction scores 

have consistently declined since 2008, particularly 

in relation to how organisations communicate and 

how valued employees feel.

It appears that this frustration that employees 

feel and the mood of pessimism will continue into 

2012. Two-fifths of employees (42%) expect their 

standard of living to fall in the next 12 months. 

In addition, the reality of people’s day-to-day 

management of money appears to have got worse 

in the last 12 months. Those people reporting 

that they sometimes or more often than not find 

it a struggle to last out to the next pay day has 

increased by 20 percentage points between 2010 

and 2011.
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BACKGROUND TO THE SURVEY

Objectives
The aims of the CIPD’s annual survey of employee 

attitudes to pay survey are to examine: employer 

pay decisions; the basis of these choices; employee 

reactions to these pay rise and bonus award 

decisions; and employee pay and bonus decision 

forecasts for 2012.

On behalf of the CIPD, YouGov undertook this 

research among UK employees and builds on the 

data collected previously.

Method
The survey was conducted online via the YouGov 

panel. Fieldwork was carried out among 3,056 

working adults from 1–7 November 2011 and was 

selected and weighted to be representative of 

the UK workforce in relation to sector and size 

(private, public, voluntary) and industry type. The 

sample profile is normally derived from census 

data or, if not available from the census, from 

industry-accepted data. 

Sample breakdown
This section provides a breakdown of the key 

groups within the sample for the 2011 survey.

Table 3: Key groups in sample

Key groups N %

All working 3,056 100

Men 1,781 58

Women 1,275 42

Full-time 2,475 81

Part-time 580 19

Private sector 2,170 71

Nationalised industry or public 
corporation

61 2

Other public sector employer 581 19

Charity/voluntary sector 214 7

Micro organisation (2–9) 397 13

Small organisation (10–49) 397 13

Medium organisation (50–249) 367 12

Large organisation (250+) 1,803 59

Table 4: Key groups in sample

Key groups N %

Middle management and above 789 26

Junior manager/team leader/ 
supervisor

524 17

No managerial responsibilities 1,493 49

Other 174 6

Working less than one year 355 12

Working between 1 and 5 years 1,090 36

Working over 5 years 1,609 53

18–24 88 3

25–34 724 24

35–44 703 23

45–54 722 24

55+ 820 27

Large organisation (250+) 1,803 59
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RESOURCING AND TALENT PLANNING
The annual Resourcing and Talent Planning 
survey contains valuable information on 
current and emerging trends in people 
resourcing practice. Now in its fourteenth year, 
the report provides benchmarking information 
to support employers on resourcing strategies, 
attracting and selecting candidates, labour 
turnover and employee retention. 

OTHER TITLES IN THIS SERIES

ABSENCE MANAGEMENT
The annual Absence Management survey 
has been running for eleven years, providing 
useful benchmarking data on absence levels, 
the cost and causes of absence, and how 
organisations are managing absence. The 
latest report is brought to you in partnership 
with Simplyhealth.

LEARNING AND TALENT DEVELOPMENT
The annual Learning and Talent Development 
survey is now in its thirteenth year and 
provides valuable commentary on current 
and future issues and trends. It explores 
employer support for learning, talent 
management, employee skills, managing and 
evaluating coaching and training spend.

REWARD MANAGEMENT
The annual Reward Management survey 
has been running for ten years and provides 
practical insights into current trends, 
practices and issues affecting reward 
management in the UK. It examines strategic 
reward, base and variable pay, bonuses, 
incentives, pensions, reward measurement 
and total reward issues. This report was 
brought to you in partnership with Benefex.
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