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Introduction

TrueComp Benchmarking is the process of comparing the salaries, benefits, and total compensation packages
of your employees with those offered by other agencies in your locality. The goal is to help you identify best
practices, assess competitiveness, and optimize your compensation strategy to attract and retain top talent.

Setup
Global Job Matching

This backend process helps you to customize a set of position matches from each of your comparators for all
of the job titles included in your project. These alignments will be visible in your Workspace when viewing your
Default Comparators. Default Comparators will always show the latest data available for your job titles and their
matches.

e Click Setup from the top left corner of the Workspace Control Panel.

Select the position you’d like to set up comparator matches to in the My Organization’s Positions
column.

o Click the dropdown arrow next to each comparator in the Comparator Position Matches column to
view the pre-selected matches. You can choose to keep the matches, remove them, or Load All
Positions to view more matches.

o Select the information icon to the right of each position to view the job description, if available.
o *Tip - Use CTRL + F to quickly search through long lists of matches.
e Once you have made your selections for each position, click Save.
See Best Practices for a helpful tip!

-':-TrucComp L pensation I ik [T 2 (3) i Operations- Sandbox (Product Team  John Smih f:.

Return to workspace

Global Job Matching
Customize pasition malches fram each of your comparatars for all of your job titles included in your project. These alignments will be as your Default Comparators in your Workspace
My Organization's Positions Comparator Position Matches
Accounting Asskstant | Awesome Agency (3) -
Accounting Assistant I : .
Junier Aceounting & Finencial Professional (1)
Accounting Systems Analyst
Assistant Accountant (3)
Administrative Assistant
Finance Ditecter (1)
Admin Management Analyst
Admin Services Director
Agsistant City Manager
Assistant Engineer |
Assistant Engineer ||
Assistant Fire Marshall

Assistant to the City Manager

Associate Civil Engineer

Associate Planner
Building Permit Technician
Comparatar Agency (0} v

City Clerk
Sen Bernading, CA (1) w

City Manager
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Workspace

Detail View

Setup

Click to access Global Job Matching.

Comparison Parameters Comparison Parameters
e Job Title or Classification - Select the intended benchmark from the a1

dropdown for review.
e Steps - This selection represents placement within defined salary
ranges according to source documents from every comparator.
o Min - The minimum step or salary range. This is often helpful Steps
for assessing competitiveness for recruiting purposes. Min Mid Max
o Mid - The calculated midpoint between the min and max
salary data points. This is often helpful for assessing
competitiveness for new experienced hires coming in at the
middle of the salary range or for retaining employees that are
not close to the max.
= *Note - This calculated midpoint may vary from the
middle step of a salary schedule, where if a plan has 5 steps, the midpoint will be
calculated using steps 1and 5 which may not equal to step 3.
o Max - The maximum step or salary range. This is often helpful for assessing competitiveness for
retention purposes.
o Click Update to refresh results.
o *Note - Upon loading/refreshing the module, “Min” will always be selected by default.
e Longevity - Toggle employee years of service to see what longevity benefits are provided, if available.
o Click Update to refresh results.

Scenarios |~ Scenarios
You can create Scenarios to keep snapshots of specific benchmarks, allowing
you to access them later, even if the data gets updated.
e Save - Save a brand-new scenario or update the current scenario with
your changes.
e Discard - Remove any changes made to this scenario and return to
the Default Comparators.
e Save As - Save your changes as a brand-new scenario. Comparators
e Rename - Change the name of the current scenario. This new name
cannot match an existing scenario name.
o Delete - This will permanently delete the current scenario. 8 Agency 1

Comparators Agency 2
If you have not already set up your Global Job Matches, the system will select
three job titles at each comparator agency for comparison against your
selected benchmark. If you did set them up, the matches you selected will
appear.

Chief of Police

Longevity @i
®

Current Scenario

Scenario 1

discard

-

L)

Toggle the matches on/off as needed but note that any changes made in the
workspace will not be saved if the page is refreshed. Selected matches are
only saved through Global Job Matching.

Agency 3

e Reset to Global Matching Settings - This will reset the matches you Agency 4
adjusted back to the Global Matching saved defaults.
e Information Icon - Click to view the job description, if available. 8 Agency 5

Agency 6

vy TrueComp 3




e Trashcan - Click to delete that job title from the current scenario.
o Thisicon only appears on custom scenarios, not the Default Comparators scenario.
o *Note - This will not permanently delete the job title from your setup, just from this current
scenario.
e Load All Positions - This will load all positions available for that comparator.
o *Tip - Use CTRL + F to quickly search through long lists of matches.

Overview

Setup
Click to access Global Job Matching.

Market Summary Report
Leveraging the defined matches in the Global Job Matching settings, the Market Summary Report allows you to
compare and analyze all of your job titles to all of your comparators at once.

Click the green Download Market Summary Report button to access the report.
e Blue indicates a difference greater than 5% above the market median.

e Green indicates a difference within 5% of the market median.
e Redindicates a difference greater than 5% below the market median.
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Results View

Summary Widgets

Summary widgets will update automatically based on the job title selected, compensation category being
reviewed, as well as the selection of matches for comparison in the Comparators section. Only classifications
with a value greater than O are included in these calculations.

Overview Ranking (Base Salary) Market Summary ©
This classification's base salary, overall, Agen

in comparison to the market median is
10% above the market. FADEncy Median: $65,324
4. Agency 6

2. Agency 3 75th percentile: $69,544

5. Agency 2 25th percentile: $58,944

6. Agency 5

Overview
This lets you know how far above or below benchmark the selected job title is from the market based on your
selected classifications.

Ranking
This shows where the selected job title is positioned among your group of comparators in list format.

Market Summary
Here you can see what levels the top market, bottom market, and market-aligned comparators are paying the
selected job title.

e 75th Percentile - This number will indicate what market compensation is at for the top 25% of
comparators.

e Median or Average - Based on the selected benchmark in the View Settings section, this value
represents either the median or the average market compensation, serving as a reference point for
aligning with market standards.

e 25th Percentile - This number will indicate what market compensation is at for the bottom 25% of

comparators.
Data Charts and Tables
| Base Salary v ‘ [ View Settings | =| %

1400007 @ ~oency
Agency 2
105000-| @ roency3

>
k= Agency 4
%"T; 70000 . Agency 5
33 Agency 6

m

350004

Compensation Categories

There are several different compensation categories to select from in the dropdown provided. If you are viewing
a category and don’t see a comparator’s information, that is either because they do not offer that
compensation or they roll it into a different compensation option.

o Total Compensation - This chart will show the sum of all quantifiable compensation included in the
module such as base salary, longevity, special pay, health benefits, retirement benefits, and other
benefits.

e Base Salary - This chart includes the base salary as disclosed in salary/step schedules or salary ranges.

o COLAs will also be reflected, if applicable. For example, if a salary schedule effective date is
1/1/25 and the agency discloses a COLA taking effect on 7/1/25, once the COLA date passes the
module will reflect the updated salary with the effective date showing as 7/1/25.
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e Longevity - This chart reflects increased/additional pay for employees within a union/group based on
their years of service. The longevity slider in the Comparison Parameters is where you can toggle
employee years of service to see what longevity benefits are provided.

o *Note - This compensation category will only appear if a longevity benefit is applicable for at
least one of the selected comparators, matching the level measured in the longevity slider.

e Special Pay - This chart shows a singular aggregated amount including costed benefits from the list
below, but are not limited to:

o Certification Pay

» |f a classification/group receives a pay incentive upon obtaining a certificate/training, the
benefit will be included. This includes post-certification pay.

= |f the benefit only applies to employees who have certification/training and are on
assignment, increases pay only for hours worked as a trainer on a certificate/training
assignment, or is a reimbursement of costs related to obtaining certifications/trainings,
the benefit will not be included.

o Deferred Compensation

= |f the agency contributes funding, the benefit will be included.

» |f the agency has a deferred compensation plan but does not contribute funds, the
benefit will not be included.

» |fan agency contribution requires match, special pay will include half of the maximum
match limit. If an agency contribution does not require match, the total contribution will
be captured.

o Education Pay

» |f a classification/group receives a pay incentive upon obtaining an additional degree, the
benefit will be included.

» |f aclassification/group receives a reimbursement, the benefit will not be included.

o Performance Bonus

= [fan agency provides a lump-sum amount to employees upon achieving high
performance, the benefit will be captured at half of the maximum rate.

» [fan agency provides a pay increase upon high performance that is promotional in
nature, is placed on a higher step on the pay scale, or the amount is discretionary and up
to a team leader to determine the one-time amount, the benefit will not be included.

o Retirement Health Share Plans (RHSP)

= |fan agency provides contributions to an RHSP while the employee is employed, not to
retirees after retiring, the benefit will be included.

= |f the benefit is a payment to employees after retirement to fund healthcare premiums,
the benefit will not be included.

o Uniform/Boot Allowance

» [|fan agency provides a recurring allowance/reimbursement for uniforms/boots/etc., the
benefit will be included.

= |fan agency provides a per-occurrence reimbursement, the benefit will not be included.

o Wellness Benefit

= |f the benefit is an outright contribution, the benefit will be included.

= |f the benefit only applies upon certain medical examinations/surveys in order to
decrease healthcare premiums, this benefit will not be included.

e Holidays - This chart will include all agency holidays as well as floating holidays.

o Cash-Out Options

»= If an agency allows for employees to convert accrued PTO into cash on a recurring basis,
not upon separation/retirement, the Cash Out field will be captured as “Yes.”

= |f an agency only allows employees to convert accrued PTO into cash upon
separation/retirement, the Cash Out field will be captured as “No.”

= If an agency allows for one type of accrued leave to be converted into another type of
leave, such as vacation hours converted into sick leave and vice versa, the Cash Out field
will be captured as “No.”
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e Personal Admin Days - This chart includes the sum of bereavement and personal leave.

o Ifanagency requires employees to use accrued vacation/sick leave in the event of bereavement,
this field will be captured as O days.

o The same cash-out options included in the Holidays section will be reflected in this view.

e Sick Hours - This chart will include all sick leave accruals.

o The same cash-out options included in the Holidays section will be reflected in this view.

e Vacation - This chart in only available in table format and includes paid leave accruals outside of
holidays, personal admin days, and sick hours, separated by employee years of service.

e Health Benefits - This chart only captures family plan medical/dental/vision premium amounts paid for
by employers that are not paid for by the employee.

o If source documents disclose separate contribution amounts for medical/dental/vision, then the
breakdown will be illustrated in the module.

o If the employer contribution amount is a single lump sum or does not distinguish between
medical/dental/vision, the module will reflect a single benefit amount shown as “Medical.”

o We prioritize the most common plan, but if the most common plan is not disclosed, we refer to
the plans with the highest employer contributions that are NOT HSA/FSA plans, unless explicitly
noted by the agency directly as being the most popular/only available plan.

o If the amounts are not disclosed or the only disclosures are a percentage amount, this field will
be reflected as O.

e Retirement Benefits - This chart reflects the statewide average of an employer’s normal cost
contributions towards pension/retirement as disclosed by the Public Plans Database. This is intended to
directionally scale total compensation amounts in the module based on an employer's pension
contributions.

o We use one statewide average rate for public safety, and a different rate for non-public safety.
These vary by state and change yearly.

e Other Insurance - This chart reflects a single aggregate amount including certain fixed
benefits/insurances that are not voluntary/supplemental to what is provided outright by the agency’s
group plan. These benefits include Life Insurance, Funeral Benefits, Accidental Death & Dismemberment
(ADD), and Short/Long-Term Disability.

o The amounts in the module reflect a price-per-S1000 benefit ratio based on the following
standardized rates:

» $2.25 per $1000 Life Insurance/ADD Benefit
= 35 per $1000 STD/LTD Benefit
= |famounts are not disclosed this field will be reflected as O

VIeW Settlngs ( View Settings )
e Rate - Select the frequency of dollar pay rates to be displayed
throughout the modu'e Rate Sort Order
(@ Annual @®AwZ
¢ Annual () Monthly [@F40Y
o) M o nth |y () Hourly () Highest 1o Lowest
(C) Lowest to Highest
o Hourly
. Benchmark View By
e Benchmark - Select what primary benchmark should be used for ® median ® comparator

() Average () Individual Classifications

comparison purposes.

o Median - This is selected by default due to being a more
stable benchmark that is less sensitive to outliers and year-
over-year changes, measuring the number at which 50% of the data is above or below this
figure.

o Average - This may be a more familiar benchmark for negotiating parties which measures the
sum of all data points, divided by the number of data points.

e Sort Order - You are able to sort data alphabetically or in ascending/descending order.
o View By - Select to view the information grouped by comparator or individual classification.
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Chart View Options
e Bar Chart - By default, all data is shown in bar format.
o The “Vacation” compensation category will be available in
table format only.
e Table - You are able to switch to table view as needed.
e Export - Select to export this data as a .csv or .xls file.
o *Note - You can only export one benchmark for one compensation element for one step at a
time. If you need Min AND Max information, you’d need to download two separate files.

Additional Graphical Information

Each agency is assigned a unique bar color, noted in the legend to the right of the chart, and all job titles
selected for that agency will correspond to that color.

4

Note that the X-axis labels are removed when “Individual Classification” is selected in the View Settings or when
a large number of matches are selected.

When you hover over a bar on the graph, you will be able to view additional information about that comparator.
Some information that can be viewed in this popout include:

e Agency name 10000
e Job title
e The number value of the compensation category being reviewed gy
o Where that particular job title is positioned against the primary 20% e ket o
benchmark of the group 2 v
e The salary effective date = oo | [
e The contract effective date i ——
o This effective date references the terms included in collective e
bargaining agreements and indicate the effective date periods
of most benefits in the module.
o Foragencies where there are no collective bargaining

agreements, the module will reflect a validation date where we

were able to confirm various benefits for the respective

agency.

o This will be unavailable for projects with only salary information.
e The union/group that the selected job title is classified with
e The number of annual hours for each selected job match
e The number of days/hours allotted and Cash Out information for Holidays, Personal Admin Days, and
Sick Hours

e Additional Health Benefit information
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Best Practices

Use Two Windows While Global Job Matching. If you are on the fence about selecting a comparator job title,
open the Global Job Matching screen on one tab with your workspace loaded on another. This can help you
analyze job matches that are similar in pay for a more accurate comparison.

Use Median for More Reliable Comparisons. The median is generally more stable and less impacted by
extreme values, making it a more reliable benchmark for salary comparisons.

Regularly Review and Update Comparator Selections. Ensure that your selected comparators remain relevant
and reflective of your region and job market.

Take Longevity and Special Pay into Account. Base salary alone may not provide a full picture—be sure to
consider longevity benefits, special pay incentives, and deferred compensation when analyzing total
compensation.

Save Scenarios for Historical Reference. If you need to compare compensation trends over time, save
scenarios at key intervals so you can track changes without losing older data.

Consider Compensation Beyond Salary. When making pay decisions, factor in total compensation, including
benefits, bonuses, and additional perks that may influence an employee’s overall earnings.

Validate Your Data Before Making Decisions. Always double-check your comparison parameters and data
sources before making compensation-related decisions to ensure accuracy.

FAQs

How often is the benchmarking data updated?
e Benchmarking data is updated periodically based on the latest available information from comparator
agencies. Updates may occur bi-annually, or as new compensation data is published.

What should | do if my data doesn’t load properly?
o Try refreshing the page and checking your internet connection. If the issue persists, ensure that your
selected parameters (job title, compensation category, etc.) are correct. If the problem continues,
contact support.

Can | export multiple benchmarks at once?
e No, you can only export one benchmark for one compensation element at a time. If you need both Min
and Max values, you will need to download two separate files.

Will my saved scenarios be affected when data updates?
e No, saved scenarios keep a snapshot of a specific benchmark, so you can reference them later even if
new data is added to the system.

Why do some comparators not have data in certain compensation categories?
e If a comparator does not provide a particular compensation type or rolls it into a different category, that
data will not appear in the results.

What’s the difference between Median and Average in benchmarking?
e Median: The middle value where 50% of data points fall above and 50% fall below. This is the default
benchmark as it is less sensitive to extreme values.
e Average: The sum of all data points divided by the number of data points. This can be useful for certain
types of analysis but may be influenced by outliers.
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Glossary of Terms

Benchmark
A reference point used to compare compensation levels across different agencies. Can be based on median or
average values.

Comparators
The agencies or organizations selected for salary and benefits comparison.

Global Job Matching
A backend process that aligns job titles from different agencies to ensure accurate comparisons.

Longevity
Additional pay or benefits provided to employees based on years of service.

Market Summary
A snapshot of how a selected job title compares to the market, including 25th percentile, median/average, and
75th percentile compensation levels.

Scenario
A saved snapshot of benchmarking data at a specific point in time, allowing for later review even if new data is
added.

Step Pay Structure
A salary structure where employees progress through predetermined pay steps based on tenure or
performance.

Total Compensation
The complete compensation package including base salary, benefits, bonuses, and other employer-provided
perks.

View Settings

Options that allow users to adjust the way benchmarking data is displayed, such as selecting between Median
and Average benchmarks.
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Contact Information

Training and Enablement Manager
Melanie Currid - melanie.currid@govinvest.com

Support

support@govinvest.com

Version Information

VERSION DATE AUTHOR CHANGES MADE
1 2/6/25 Melanie Currid Initial creation
2 3/12/25 Melanie Currid - Updated Global Job

Matching screenshot to
reflect new view

- Added a section for the
Overview/Market
Summary Report
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