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Today’s Objectives

Understand why 
compensation 

is cool 
and meaningful

Learn about 
compensation 
strategies and 

resources

Learn how to 
implement a 

compensation 
plan
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• Policy
• Supervisor
• Work Conditions
• Salary
• Status
• Security
• Personal Life

Dissatisfaction No Dissatisfaction

• Achievement
• Practice
• Work Itself
• Responsibility
• Advancement
• Personal Growth

No Satisfaction Satisfaction

Hygiene Factors Motivation Factors
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compensation 
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and meaningful

Learn about 
compensation 
strategies and 
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Learn how to 
implement a 

compensation 
plan
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FIVE STEPS

1. Decide on your compensation strategy

2. Get data relevant to your market

3. Evaluate your jobs based on your strategy

4. Marry your internal and external data to put 

together a compensation plan 

5. Consider total rewards factors
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STEP 1: What is your strategy?

Lag, Lead or Meet the Market?

What brings you competitive 
advantage?
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Lag, Lead, or Meet?

• How much does talent create your competitive advantage?

• Which position(s) are critical to competitive advantage? 

• What do you highlight in your overall comp strategy and 
workplace culture to distinguish yourself? 

• How competitive is the market for talent? 
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STEP 2: Get Relevant Data

Where are you competing 
for talent? 

Locally, Regionally, 
Nationally or 
Internationally?
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Finding External Data

• Local Chamber, Economic Development, and/or HR Entity
• Local, Regional, National Trade and Professional Associations
• Consulting Firms Specializing in Compensation
• Online Sources (for free and for a cost) 

o O*Net
o PayScale
o Salary.com/

CompAnalyst

o BLS.gov
o Economic 

Research Institute 
(ERI)
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Let’s run a local example!

CompAnalyst BLS

ERI Local Wage Survey

O*Net

Search parameters: 
--Huntsville --Manufacturing --Less than 250 Employees --Quality Control Manager
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May 2019
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May 2019
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January 1, 2020
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External Data Summary

25th Percentile Median 75th Percentile

CompAnalyst $94,900 $106,100 $119,600

ERI $86,124 $95,271 $106,801

O*Net $91,340 $118,750 $152,400

BLS $82,400 $105,480 $136,880

Local Wage Survey $82,000 $97,685 $110,075
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STEP 3: Evaluate Your Jobs  Case Study

Job evaluation was conducted in order to examine the internal worth of each position. The job 
evaluation technique utilized was the point-factor method. This is a job-based, quantitative 
method that sets explicit criteria for evaluating jobs through compensable factors. 

The six factors and their corresponding weight were:

• Decision Making Authority/Breadth of Responsibility (25%)
• Experience including Specialized Knowledge (20%)
• Responsibility for Work of Others (20%)
• Technical/Computer Skills (15%)
• Customer Interaction and Knowledge (10%)
• Teamwork (10%) 
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Compensable Factor 
Definitions and Degrees
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Points Assigned to 
Factors and Degrees
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Analysis of Current 
Positions
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STEP 4: Combine External and Internal Data 
to create a data-driven compensation plan

The regression formula can also be used 
to determine where current and new 
positions would fall: 

Y = $54.72X - $8517.34 

Indicating Predicted Salary = 
$54.72 * Job Evaluation Score - $8517.34 

R2 = 0.64
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Current Positions Reevaluated Using 
Regression Formula
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Establishment of Pay Grades

Grade 1: 500- 1200 job evaluation points 
(700 point spread) 

Grade 2: 1201- 1700 job evaluation points 
(500 point spread) 

Grade 3: 1701- 2000 job evaluation points 
(300 point spread) 

The diminishing point spread as positions 
move upward indicates that higher level 
positions have more of a similar worth than 
those at lower levels. 
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Establishment of Pay Ranges

(all with $60,000 spread)

Grade 1: $40,000- $100,000

Grade 2: $60,000- $120,000

Grade 3: $90,000- $150,000 
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Salary Structure

These grades and ranges correspond with the following simple salary structure: 

Grade 1: $40,000- $100,000, Professional and Supervisory Positions 

Grade 2: $60,000- $120,000, Manager Positions 

Grade 3: $90,000- $150,000, Director Positions
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STEP 5: Consider Total Rewards

“Across all generations — Millennials, Gen X, and Baby Boomers —
financial matters were the top cause of stress. Forty-six percent of 

workers spend three hours or more during the work week thinking 
about or dealing with financial issues, and 47 percent said their 
finance-related stress has increased over the last 12 months. And 
according to a survey which interviewed 1,003 adults, 57 percent of 
Americans don’t have enough cash to cover a $500 expense.”

- Forbes

@maryilaward @jillian_miles

http://www.bankrate.com/finance/consumer-index/money-pulse-0117.aspx


• What rewards are meaningful to the majority 
of your workforce?

• Al a carte benefits
• Help people jump into a higher wage bracket
• Variable pay based on profitability
• Help people navigate how to make wiser 

financial decisions, reducing financial stress 

STEP 5: Consider Total Rewards
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REVIEW THE FIVE STEPS

1. Decide on your compensation strategy

2. Get data relevant to your market

3. Evaluate your jobs based on your strategy

4. Marry your internal and external data to put 

together a compensation plan 

5. Consider total rewards factors



Find resources and connect with us! 

THANK YOU!

Mary Ila Ward
miw@horizonpointconsulting.com

Jillian Miles
jdm@horizonpointconsulting.com

@maryilaward @jillian_mileshorizonpointconsulting.com/webinars

http://horizonpointconsulting.com
http://horizonpointconsulting.com

