




Respondents – senior communication 
practitioners – were asked to identify 
their total annual remuneration (all in 
company costs excluding cash bonuses 
and other incentives). The overall median 
remuneration range was $150,001-$175,000. 
This has remained constant since 2006.  
The median range for in-house 
practitioners was $150,001-$175,000,  
while the range for external advisors/
consultants was $125,001-$150,000;  
also constant since 2006.

The sectors paying above the median 
range were construction, financial 
and industrials. Again, reporting lines 
influenced remuneration levels. Those 
practitioners reporting to a CEO or a CFO 
had remuneration levels higher than the 
median range.

The median cash bonus range (expressed 
as a % of salary) was 11-20%. This has 
remained constant since 2006. In-house 
practitioners and external advisors/
consultants received the same median 
bonus range. The number of respondents 
not receiving a cash bonus was 43%  
(34% in 2008).

Respondents were more positive in 
2009, compared with 2008, in relation to 
employment opportunities and budget 
growth in the communication discipline.

49% Almost half of respondents 
(49%) described their remuneration as 
adequate (down from 53% 12 months ago). 
Eighteen percent described themselves 
as well remunerated or extremely well 
remunerated (down from 21%) and 32% 
regarded themselves as under remunerated 
(up from 25%). 

55% More than half of 
respondents (55%) anticipate receiving a 
cash bonus in 2010. (44% received a bonus 
in 2009). Respondents were more positive 
in 2009 compared with 2008 in relation 
to employment opportunities and budget 
growth in the communication discipline.

55% expect no change to the 
number of communication practitioners 
employed in their organisations during 
2010.

39% expect more people will be 
employed and 6% expect less people will 
be employed in their organisations in the 
field of corporate communication.

49% anticipate their 
communication budget to be the  
same as it was in 2009; 29% expect a 
budget increase this year.

Practitioners were asked about the 
impact of the global financial crisis on 
their influence as communicators within 
their organisations. Thirty-seven percent 
believed their influence had increased in 
the past 12 months, whilst 55% perceived 
their influence had remained unchanged.

The three most reported KPIs for 
communication practitioners were:

n 	Quality of relationships with 
stakeholders,

n 	Managing perceptions, and

n 	Accurate representation of the 
organisation in marketplace reports 
(analyst and media reports).

These KPIs (and their rankings) have 
remained constant since 2006.

Thirty-six percent of respondents indicated 
their organisations had succession plans  
for the communication function (37% in 
2008). Thirty-eight percent indicated a 
desire to change jobs in the next 12 months 
(32% in 2008). 

Respondents were asked to indicate 
their desired career paths. Seventy-six 
percent indicated they would like to move 
to another organisation and remain in 
communication (79% in 2008). In line with 
results since 2006, the vast majority of 
practitioners saw their futures in other 
organisations.

Reflecting the mobility of communication 
practitioners, 68% of respondents worked 
in another organisation immediately 
prior to their current role. A quarter of 
respondents received a promotion in the 
past 12 months.

The key challenges faced by communication 
practitioners in performing their roles were:

n 	Acquiring the resources (incl. time) 
to fulfill demand for communication 
services,

n 	Cutting through the communication 
clutter in the marketplace with clear 
messages,

n 	Securing senior management 
commitment to effective 
communication, 

n 	Balancing the information and 
relationship needs of the organisation 
and the market within the regulatory 
environment, and

n 	Gaining relevant, timely information 
about the organisation.

Respondents identified the key attributes  
of effective communication practitioners as:

n 	Having strong relationships with 
internal and external stakeholders,

n 	Having a solid understanding of 
organisation strategy and operations, 

n 	Being trustworthy by acting with 
integrity at all times,

n 	Being an effective communicator, and

n 	Understanding the dynamics of the 
organisation’s marketplace.

Key Findings
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Note: The median was used in this study to measure the centre of the data. The mean was not used because  
(i) it is affected by unusually high or low data points and (ii) remuneration and bonus levels were measured in bands.

The top 5 factors that would influence communication practitioners to change jobs were: 
More remuneration | A more challenging role | Be part of a leadership team |  

A more meaningful role | Work in a higher-profile organisation.



About Compensation
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1.	 3-year comparison of remuneration bracket ranges (Graph 1) 
	 Total annual remuneration (all in company costs) excluding cash bonus, shares, options or share performance rights (Overall %).

1.1	By sector (Graph 2)
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1.2	Remuneration by role (Graph 3) 

1.3	By whom role reports to (Graph 4)
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2.	 Bonus payments (Graph 5)
	 Cash bonus bracket ranges (expressed as a % of salary; paid in 2009).

3.	 Influence of financial targets on short-term incentives (Graph 6) 
	 Proportion of short-term incentives influenced by financial targets.

These results have remained broadly consistent since 2006.

4.	 Attitudes towards level of remuneration

	 Respondents indicated their attitude towards their current 
level of remuneration. 	They were less positive about their  
remuneration levels compared with 12 months ago.  
Those indicating “Under Compensated” increased  
from 25% to 32%.

5.	 Number of communication staff  
reporting to respondents
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These results are broadly in line with those recorded last year.  
The number of respondents not receiving a cash bonus increased from 32% to 43%. 
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7.	 Job satisfaction

	 Respondents indicated how rewarding they find 
their job currently compared with 12 months ago.

	 There was a slight increase in the numbers of respondents  
indicating their jobs were less rewarding in 2009  
(up from 18% in 2008).

6.	 Key performance indicators for communication practitioners

	 Respondents nominated the following KPIs as ones used in their roles.

9.	 Desired career path of communication practitioners

	 Respondents indicated their desired career paths.  
In line with previous studies, eighty percent saw their futures as working in other organisations.

Table 1 % of respondents

Quality of relationships with stakeholders 63%

Managing perceptions 58%

Accurate representation of the organisation in marketplace reports (e.g. analyst or media reports) 42%

Minimising the number of ‘surprises’ 26%

Dissemination of timely information to the marketplace 21%

Meeting timeframes for communication events (e.g. annual reports, stakeholder meetings) 21%

Managing to a budget 18%

Employee climate / satisfaction survey ratings 16%

Others (includes policy development and other business results) 16%

Turnaround of requests for information by the marketplace 9%

Ranking of the organisation in marketplace surveys 4%

	 Note: Multiple response question i.e. respondents could choose more than 1 response

The ordering of the top 3 KPIs has remained consistent since 2006. There was a slight re-ordering of other KPIs.

Table 2 % of respondents

A broader role in another organisation 26%

Head of communication with a larger organisation 23%

Head of communication with a similar sized organisation 15%

A broader corporate office role in current organisation that includes communication 15%

Other (includes roles in industry associations, investor relations, government relations) 11%

Consulting role 7%

A line or business unit role in current organisation 2%

A broader corporate office role in current organisation that does not include communication 1%

8.	 Desire to change jobs

	 Perhaps reflecting the improved economic climate,  
more respondents expressed an interest in changing  
jobs in the coming 12 months (up from 32%).
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About Roles (cont.) About Skills 

10.	Factors influencing job change

	 Respondents nominated the factors that would influence them to change jobs.

Table 3 % of respondents

More remuneration 59%

A more challenging role 44%

Be part of a leadership team 42%

Have a more meaningful role 39%

Work in a higher profiled organisation 21%

Report directly to a CEO 18%

Have a bigger budget 18%

Other (includes more flexible working hours, greater autonomy) 17%

Have a higher profile 14%

Work in a larger organisation 12%

	 Note: This was a multiple response question i.e. respondents could choose more than 1 response.

11.	Succession planning

	 In line with previous studies, just over a third  
of respondents indicated their organisations  
had succession plans in place for the  
communication function.

36%

50%

14%

Yes 

No

Unsure

Chart 5

12.	Length of experience as a  
communication practitioner

13.	Highest level of tertiary education  
completed by communication practitioners
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For more information about this study,  
please contact...

Peter Salt 
Director

E 	 psalt@saltshein.com.au 
T 	 +61 2 9947 9732

Josh Shein 
Director

E 	 jshein@saltshein.com.au 
T 	 +61 2 9947 9733

Level 46, 1 Farrer Place 
Governor Phillip Tower 
Locked Mail Bag No. 6 
SYDNEY NSW 2000

Greg Crowther 
Communication Specialist

E	 greg.crowther@laminar.com.au 
T 	 +61 (0) 419 882 805

www.saltshein.com.au
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