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A classification and compensation study is a critical process for 

organizations to ensure that their job positions are appropriately 

• Structured

• Graded

• Compensated

It helps in maintaining fairness, competitiveness, and equity in 

compensation practices. 

Compensation & Classification Study

PURPOSE



The Clearwater Compensation Group 

(CCG), typically, initiates the 

discovery phase of the study with the 

following steps:

DISCOVERY

Clearly defining the purpose and goals of the study. 
• What specific issues or challenges are you trying to address? 
• What are the expected outcomes?

 The Clearwater consulting team will provide options and recommendations for the 

study including advantages and disadvantages of each proposed methodology. 

 The CCG consulting team will conduct briefing meetings with key stakeholders and 

employees to review the purpose, process, expectations, and gather any relevant 

information for the study.

Identifying a cross-functional team to ensure a 
comprehensive approach to the study and communication to 
organization leaders and employees.



DISCOVERY

Gathering comprehensive data on all job positions within the 
organization. This includes job descriptions, responsibilities, 
qualifications, and current compensation data.

 Additionally, An internal equity review will be completed to identify areas of potential compression, 

internal inequities, differentials, and recommendations for appropriate internal relationships to 

mitigate future inequities. 

 The recommendations will be documented to create a standard of operation that will support hiring 

and pay increases to maintain internal and external equity. 

Comparing job positions and compensation practices to 
industry standards and competitors to ensure 
competitiveness in the job market.

 Ensuring that your classification and compensation practices comply with all relevant labor 

laws, such as the Fair Labor Standards Act (FLSA).



DISCOVERY
CCG performs numerous analyses to 

help with understanding the current 

state of pay in the organization.



DISCOVERY

Conduct a thorough job analysis to understand the content, 
requirements, and responsibilities of each position. This may 
involve JAQ surveys, interviews, and observation.

 CCG utilizes the Qualtrics online survey process to assist with a quick, easy, and accurate process 

to create and update job descriptions.  To accelerate the process, the survey may be pre-

populated with existing organizational information.  

 The survey can be completed by a job incumbent or the employee’s supervisor. If an incumbent 

completes the survey, it can also be re-routed to the employee’s supervisor for review/approval.  

 The survey will contain both physical requirements and work environment questions so A.D.A. 

compliant job descriptions can be created.  

 The questionnaire also includes an FLSA exempt test. 

 Interviews are conducted with employees to review the survey results to agree with or make 

recommendations about the classification description.



DISCOVERY
Clearwater Compensation Group

JOB ANALYSIS QUESTIONNAIRE



The development phase of CCG’s studies include the following steps:

DEVELOPMENT

Retrieve appropriate compensation market data for the study 
considering organization size (e.g., population or revenue), 
geography, and industry.

 Commercially available employer-reported compensation survey databases, as well as 

organization provided sources are utilized in the analysis.

 CCG can also design and administer custom salary surveys with the organization’s competitors 

that are compliant with DOL regulations.



DEVELOPMENT

Match benchmark jobs in the market data to the 
organization’s jobs based on the duties and responsibilities of 
the positions.

 The primary purpose of market pricing is to create a job worth hierarchy based on the "going rate" for 

benchmark jobs in the labor market relevant to the organization. 

 The process of market pricing involves reviewing internal job descriptions which are then matched to 

comparable positions in compensation surveys.  

 Key responsibilities, experiences, education, knowledge, skills, and ability jobs are compared with 

comparable benchmark jobs in salary surveys.  

 Benchmark jobs serve as market anchor points because they closely resemble jobs performed in other 

organizations or industries.  The results of the benchmarking analysis provide an external comparison and 

foundation for a competitive salary structure.



DEVELOPMENT

Evaluate, categorize, or revise job positions into appropriate 
job classes or categories based on the job analysis and 
evaluation results.

Design a compensation structure that aligns with the job 
classes and reflects market rates. This may include salary 
ranges, pay grades, and salary increase guidelines.

 Select and implement a job analysis technique (e.g., point-factor analysis, ranking, classification, 

and market pricing) that is aligned with organization’s objectives and resources.

 Group similar jobs using a collaborative, data driven, transparent process that provides the 

foundation for job classes and grades. 

 Create salary grade range models considering various assumptions on internal equity and external 

competitiveness.

 Perform analyses to understand the impact on the employee population and cost implications for 

the organization. 



DEVELOPMENT
Clearwater Compensation Group

SALARY STRUCTURE MODELING TOOL



DEVELOPMENT

Ensure that there is fairness and consistency in compensation 
within the organization, especially for similar job positions.

 Perform pay equity analyses to ensure there no problematic pay differences based on employee 

demographic and organization data.

Pay Equity Analysis Sample Tools



DEVELOPMENT

Based on the job classifications, recommend potential career 
progressions that reflect the market and support employee 
development, succession planning, attraction and retention. 

 Create level/grade maps by job title and department.

 Establish a system for ongoing monitoring and evaluation of the classification and compensation 

system to ensure its effectiveness and relevance.

 Engage legal counsel review the study and its outcomes to ensure compliance with all relevant 

laws and regulations.



DEVELOPMENT
Career Level Mapping Example



IMPLEMENTATION

Develop a detailed plan for implementing the changes 
resulting from the study, including timelines, communication 
strategies, and training.

 Communicate the study's progress and changes to employees and engage with them to address 

concerns and gather feedback.

 Develop and maintain detailed records and desk procedures for all study activities, decisions, and 

outcomes to ensure transparency and compliance.

The implementation phase of CCG’s studies include the following steps:



IMPLEMENTATION

With final approval from senior management or the board of 
directors, proceed with the full implementation of the new 
classification and compensation system.

 Gather feedback from employees and managers to identify and address any issues that may arise 

after implementation.

 Communicate the final changes to all employees and provide training on any new processes or 

systems.



IMPLEMENTATION Employee Career Mapping Example


	Slide 1: Clearwater Compensation Group  Compensation & Classification Study METHODOLOGY
	Slide 2
	Slide 3
	Slide 4
	Slide 5
	Slide 6
	Slide 7
	Slide 8
	Slide 9
	Slide 10
	Slide 11
	Slide 12
	Slide 13
	Slide 14
	Slide 15
	Slide 16
	Slide 17

