
Compensation Analysis Tool



envolstrategies.com  •  hello@envolstrategies.com  •  +1 778.650.0090 

@envol-strategies@envolstrategies

Compensation Analysis Tool

Ensuring that the compensation that you offer remains competitive is essential to attracting 
and retaining the best talent. Despite this, companies struggle to implement an effective  
compensation review cycle that is timely and relevant to the changing job market.

Perhaps your initial compensation package is highly competitive, but you have trouble  
implementing a strategy to conduct reviews on a regular basis. Or maybe you have the  
framework to conduct regular reviews but are unsure of what needs to be assessed to stay 
ahead the job market. 

Compensation reviews require a critical analysis and implementation strategy to be as  
effective as possible. The goal of the process should be to clearly identify your compensation 
philosophy and how you compare to the market. 

This Compensation Analysis Tool provides an intuitive approach to critically thinking about 
your compensation philosophy and performing a compensation analysis.

Take the guesswork out of the compensation review cycle. Use this Compensation Analysis  
Tool to develop your compensation philosophy and to perform effective job market research.

Why is this important?

Employers that think that a great initial job offer is enough to attract and retain talent aren’t 
building for the long term. The market is saturated with companies vying for your talent. 

92%

EMPLOYEES BELIEVE 
COMPENSATION IS  

IMPORTANT 

84%

EMPLOYEES SATISFIED 
WITH BENEFITS =  

SATISFIED WITH THEIR JOB 

72%

EMPLOYEES CLAIM TO  
BE SATISFIED AT WORK,  

BUT … 

60%

ARE STILL LOOKING 
AT NEW JOBS WITH  

HIGHER WAGES 

https://www.facebook.com/envolstrategies
https://www.linkedin.com/company/envol-strategies
https://twitter.com/EnvolStrategies
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Developing Your Compensation Philosophy 

Developing your compensation philosophy consists of two steps:

• Assessing the market – what are other like sized businesses offering, what are
your competitors doing? How are you different?

• Assessing what is being communicated – Are you sharing the right things?
What are you missing?

Asking these questions and creating a deliberate strategy to address them will help you clearly 
communicate your total compensation package to employees and candidates. 

Critical Questions About Your Compensation Philosophy

Developing a compensation philosophy will also help give you clarity for creating salary scales, 
job offers and rate increases. 

You’ll want to deliberately answer the following questions to have a clear compensation 
philosophy.

• What type of employer do you want to be? Are you an employer of choice?
Are you an industry leader? Do you want to be seen as a fair employer?

• Where do you want to sit in the market? Do you want to be a leader in your industry?
Are you slightly above mid-market? Are you mid-market?

• What can you do consistently? It is one thing to want to be an employer of choice - with high
salaries, flexible hours, gym memberships, company getaways, games room – but it’s not
practical for all businesses.

• How will your compensation program be used? How can it be used to attract new employees?
How will compensation be used to retain current talent? What language should be used when
discussing your benefits?

What you choose to offer your employees needs to be consistent. You also must to be able to 
provide those perks on an ongoing basis. It is better to implement a fair total compensation  
package than to pull benefits when they become too expensive to support as you grown. 

A fair compensation package can be delivered consistently and with confidence.

https://www.facebook.com/envolstrategies
https://www.linkedin.com/company/envol-strategies
https://twitter.com/EnvolStrategies


Compensation Analysis: Key Considerations

When conducting market analysis, it is important to note that not all roles are created equal. 

We cannot look at just one PM role’s salary and decide that it is adequate to use as a basis for 
analysis. There are a number of factors that you need to consider, such as:

• Company Size and Revenue:  Company revenue plays a big role, large companies often have
larger wallets, so comparing company size and revenue is important when conducting your
salary analysis.

• Location: Location is critical when looking at your compensation. A PM in Winnipeg will not be
the same as one in Vancouver. So, it is important if you have operations in different provinces or
states, that you are considering the location you are hiring when offering a salary.

• Years of Experience: More years of experience can mean more pay. They might be at the higher
end of your salary scale.

• Job Description: A Project Manager working for a company with 1 active site, building small
residential houses will be compensated at a different level than a Project Manager managing
multiple sites.

• Education: Credentials increase compensation as well. For example, a candidate with their
Project Management Professional Certification will likely be compensated more for their level
of expertise than those without.

• Managerial Responsibilities: If your candidate or employee is taking on managerial
responsibilities, it would validate an increase in compensation. When looking at the market,
it is important to add this key factor in to ensure that your rate scale is accurate.

PAID SALARY REPORTS FREE SURVEYS 

SOURCES

• Mercer 

• Western Compensation & Benefit 
Consultants

• Payscale 

• Indeed 

• Glassdoor

PROS

• Accurate data 

• Reputable sources

• Specific to company size/revenue

• Free 

• Relevant data 

• Searchable / accessible information

CONS

• Expensive* ranging from $1,000 - $9,000 
based on the role/company 

• Conducted annually = outdated data

• Crowd sourced data = reliability concerns

Finding Compensation Information

*Cost can be reduced by participating in the survey
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Using this data and your compensation philosophy you can determine what you want to offer:

• 25th percentile (entry level or below market)

• 50th percentile (mid-range)

• 75th percentile (higher experience or above market)

• 90th percentile (top of market/highest experience level)

Total Compensation

You offer more than just salary. Articulate your Total Compensation Package.  
Elements of your Total Compensation package may include a combination of the following:

DIRECT COMPENSATION   
& REWARDS

INDIRECT COMPENSATION  
& REWARDS NON-FINANCIAL REWARDS

• Base Pay 

• Salary 

• Wages

• Insurance Plans

• Health

• Dental 

• Life

• Flexible Work Arrangements

• Work from home options

• Flexible start time 

• Work-life balance

• Incentives

• Commission

• Performance Bonuses

• Piece rate 

• Profit Sharing

• Stock Options

• Pay for Time Off 

• Vacation

• Sick Days 

• Holidays

• Jury Duty 

• Bereavement

• Career Growth

• Job enlargement

• Job enrichment

• Promotion

• Training 

• Mentorship opportunities

• Employment security

• Company Perks

• Events 

• Team lunches

• Discounts

• Communication

• Praise & recognition

• Weekly meetings/check-ins

• Employee of the month

• Asking for feedback

• Employee Services

• Education reimbursement

• Gym Pass 

• Pension

• Professional development

• Work Environment

• Safe 

• Clean 

• Comfortable 

• Fun

• Community involvement

• Employer’s reputation 

• Culture 

• Equipment & technology

https://www.facebook.com/envolstrategies
https://www.linkedin.com/company/envol-strategies
https://twitter.com/EnvolStrategies
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How to Perform a Compensation Analysis

In the following worksheet, you’ll be finding the salary ranges for a type of role. After  
compiling this information, you’ll have the information needed to determine what kind of  
compensation that you’d like to offer. With this data, you’ll have the ability to set a salary and  
total compensation package for a position. You’ll also be able to establish where a candidate or 
employee sits on that range.

Use the following worksheet to determine the salary ranges for a role when performing a 
compensation analysis.

Compensation Analysis Worksheet

Title Source
Company 

info
Duties Qualifications Low Mid High

https://www.facebook.com/envolstrategies
https://www.linkedin.com/company/envol-strategies
https://twitter.com/EnvolStrategies
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Compensation Analysis Worksheet 
ENVOL STRATEGIES

Role: 
Experience: 
Qualifications: 

Title Source
Company 

info
Duties Qualifications Low Mid High



READY TO DEVELOP YOUR 
COMPENSATION PHILOSOPHY 
& STRATEGY? WE CAN HELP! 

Contact us today to get started.

 envolstrategies.com   •  hello@envolstrategies.com   •  +1 778.650.0090

http://envolstrategies.com/contact/
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