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Compensation Structure Breakdown
CTC vs. Take-Home: Know Every Rupee You Earn

A practical guidebook for working professionals, career changers, and job seekers who want to decode their offer letters, negotiate with
confidence, and never be surprised by their paycheck again. Whether you're evaluating a new offer, switching industries, or simply trying

to make sense of your current salary structure — this guide gives you the tools to understand, calculate, and act.
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Why This Guide Exists — and Why It Matters to
You

You've just received a job offer. The number at the top looks great — 12 LPA, 18 LPA, 325 LPA. You feel a rush of excitement. Then the
payslip arrives on Day 30, and the number in your bank account is nothing like what you expected. Sound familiar? You're not alone.

Millions of professionals across India — and globally — accept job offers without fully understanding what their compensation package
actually means in practice.

Thisis not a gap in intelligence. It's a gap in financial literacy that no school, college, or employer is incentivized to close for you.
Employers present CTC (Cost to Company) as a headline number. But CTC includes components you'll never see in your bank account —

employer PF contributions, gratuity accruals, insurance premiums, and more. The result: your take-home pay can be 25-40% less than
your stated CTC.

This guidebook solves that problem. It walks you through every layer of compensation structure, from gross salary to net take-home,
with real examples, actionable worksheets, and frameworks you can reuse every time you evaluate an offer. It's designed to be skimmed

for quick answers or read deeply when you need full mastery. Use it before accepting your next offer, during performance review
negotiations, or any time you want to take full ownership of your financial career decisions.

[J . How to use this guide: New to compensation structures? Read it cover to cover. Already working? Jump to the section most
relevant to your situation — each module is self-contained and immediately actionable.

https://www.planetspark.in/resources 2



&3 pLanerspark

The Big Picture: What CTC Actually Means

CTC — Cost to Company — is the total annual expenditure an employer incurs to employ you. It is notyour salary. It is not what you take

home. It is the sum of every rupee your employer spends on your employment, including amounts you may never directly receive in cash.
Understanding this distinction is the single most important financial skill a working professional can have.

Think of CTC as a pie. Your take-home pay is just one slice of that pie. Other slices include employer contributions to your provident fund,
gratuity (which vests only after 5 years), health and life insurance premiums, performance bonuses (which are variable and not
guaranteed), and sometimes even subsidized meals or conveyance allowances that only exist on paper. When employers quote CTC, they

are describing the entire pie. When you deposit a check, you're receiving your slice — and the rest belongs to compliance, taxes, and
deferred benefits.

Take-Home (Net Salary)

What lands in your bank account every month after all statutory

deductions, taxes, and employee contributions are subtracted.
e After employee PF deduction
e After professional tax

e After TDS (income tax)

e After other deductions

The critical insight: a 12 LPA CTC package might yield a take-home of ¥75,000-382,000 per month depending on your tax regime,
exemptions, and employer structure. That's a difference of up to ¥25,000/month from what the headline number implies. Knowing this

before you accept an offer — not after your first paycheck — is what separates financially savvy professionals from everyone else.
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Anatomy of a CTC Package: Every Component
Decoded

Most offer letters and appointment letters break CTC into a structured set of components. These components fall into three broad
categories: fixed cash components, employer contributions and benefits, and variable or performance-linked elements. Let's decode

each one with precision.

Fixed Cash Components

Basic Salary: The core of your pay. Usually 40-50% of CTC.
Forms the basis for PF calculations, gratuity, and leave
encashment. Higher basic = more PF deduction but better
long-term benefits.

HRA (House Rent Allowance): Typically 40-50% of basic.
Partially tax-exempt if you pay rent and submit proofs. One of

the most powerful tax-saving tools in your salary.

Special Allowance: The balancing figure. Fully taxable.
Employers use it to make the math work after distributing

other components.

Employer Contributions

Employer PF (EPF): 12% of basic salary contributed by your
employer to your PF account. It's in your CTC, but you don't

receive it monthly — it goes into a retirement corpus.

Gratuity: Accrues at 4.81% of basic salary per year. Payable
only after 5 years of continuous service. Often included in CTC
even though most employees never stay long enough to claim
it.

Group Health Insurance: Premium paid by employer.
Valuable benefit, but included in CTC — not cash in your

pocket.

Allowances & Perks

Conveyance [/ Transport Allowance: For daily commute.

Partially exempt up to prescribed limits in the old tax regime.

Medical Reimbursement: Paid against bills. Tax-exempt up
to X15,000/year under the old regime when supported by

actual receipts.

LTA (Leave Travel Allowance): For domestic travel. Claimable
twice in a 4-year block. Tax-exempt with travel proofs.

Food Coupons/Sodexo: Non-cash benefit. Tax-exempt up to

%26,400/year when part of formal benefit structure.

Variable Components

Performance Bonus [ Incentive: Anywhere from 5-30% of
CTCin corporate roles. Paid based on individual, team, or
company performance. Never assume you'll receive 100% of

the stated variable.

Annual Bonus / Statutory Bonus: Some companiesinclude a
statutory bonus under the Payment of Bonus Act (8.33% of

basic for eligible employees).

ESOPs [ RSUs: Equity-based compensation. Not immediate
cash. Value depends on company performance and vesting
schedules.
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The Deductions Ladder: From Gross to Net

Once you understand what's in your CTC, the next step is tracing the path from your gross salary to what actually hits your bank account.
This journey involves a series of deductions — some mandatory by law, some optional but beneficial for tax saving. Think of it as a ladder

you descend from your headline number to your real number.

&

K

Taxable Net Take-

CTC Gross Salary Income Home

This ladder is why the headline number and the actual number diverge so dramatically. At each step, money is either redirected to a
benefit pool, claimed as an exemption, or deducted as a statutory requirement. The professionals who master this ladder are the ones
who can accurately predict their monthly cash flow, choose the right tax regime, and negotiate smarter offers.

Key Deductions at a Glance Optional But High-Impact

e Employee PF: 12% of basic salary (mandatory for most e VPF (Voluntary PF): Contribute above the 12% mandatory
employees earning below 15,000 basic; voluntary above) amount for tax-free long-term returns

e Professional Tax: State-specific slab. Max 32,500/year. * NPS (National Pension System): Additional 80CCD(1B)
Deducted monthly (e.g., 200/month in Maharashtra) deduction up to 50,000 beyond 80C

e TDS (Tax Deducted at Source): Employer deducts income e Flexible Benefit Plan (FBP): Optimize allowances based on
tax monthly based on your declared regime and investment actual expenses to minimize tax outflow
proofs

e ESIC: 0.75% of gross wages for employees earning <
321,000/month

https://www.planetspark.in/resources 5
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Old Regime vs. New Regime: Which One Works
for You?

Since FY 2020-21, Indian taxpayers have had a choice: stick with the old tax regime with its labyrinth of exemptions and deductions, or
opt for the new regime with lower slab rates but almost no exemptions. The right choice can mean a difference of 320,000-380,000+ per
year depending on your salary level and financial commitments. This is one of the most consequential decisions you'll make each
financial year — and most professionals make it by default rather than by design.

Old Tax Regime
Best for: Those with home loans, HRA claims, high 80C investments, NPS contributions, and medical reimbursements

e HRA exemption available

e Section80Cupto1.5L

e Standard deduction 350,000
¢ Home loan interest (Sec 24b)
e NPS, insurance deductions

e LTA, medical reimbursement

New Tax Regime (Default from FY24)

Best for: Those with fewer deductions, younger professionals, or high earners without significant investment commitments

e Lowerslab rates across income levels

e Standard deduction 75,000 (from FY25)
e No HRA, LTA, or 80C benefits

e Simpler compliance

e Rebate up to 7L income (nil tax)

e Default regime unless opted out

The rule of thumb: if your total deductions and exemptions under the old regime exceed %3.75 lakh (for a 15 LPA earner), the old regime
likely saves you more. Below that threshold, the new regime is probably better. But the only way to know for certain is to run the numbers
— which is exactly what the worksheet in Module 7 of this guide helps you do.

[ | Important: The new tax regime is now the default regime from FY 2023-24 onwards. If you want the old regime, you must
explicitly declare it to your employer at the start of the financial year. Missing this window means you're automatically in the
new regime for that year.
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Step 1 — Read Your Offer Letter Like a Pro

Before you sign anything, your offer letter deserves more than a 60-second skim. Most professionals focus on the headline CTC number

and ignore the fine print where the real structure lives. This step teaches you exactly what to look for, what questions to ask, and what red

flags to flag before you accept.

%

%

Locate the CTC Breakup Table

Any credible offer letter will include a detailed breakup of the CTC. If it doesn't — ask for one before accepting. You need to see

every component listed individually, not just a lump-sum CTC figure.

Separate Fixed vs. Variable Pay

|dentify which portions are guaranteed (fixed) versus performance-dependent (variable). A 20 LPA offer with 30% variable is

effectively a 14 LPA guaranteed offer. Never negotiate based on total CTC when a large percentage is variable.

Check Employer Contributions in CTC

Confirm whether employer PF and gratuity are included withinthe CTC or over and aboveit. "CTC inclusive" means these are

already counted in your X LPA. "Over and above" means they're additional — which is rare but favorable.

Understand the Bonus Structure

Ask: Is the bonus a fixed percentage or discretionary? When is it paid? Is it pro-rated in the first year? What are the performance

criteria? These questions can significantly change the real value of an offer.

Ask for the In-Hand Estimate

Politely ask HR for an indicative monthly in-hand salary based on standard declarations. Most HR teams will provide this. It shows

professionalism and gives you a concrete basis for financial planning before you join.

https://www.planetspark.in/resources 7
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Step 2 — Calculate Your Take-Home Salary

Now we get into the math. This step walks you through a practical calculation method that any professional can apply to their own offer

letter or payslip. You don't need a finance background — just the numbers from your offer letter and this framework.

Component

CTC (Annual)

Less: Employer PF (12% of Basic)

Less: Gratuity (4.81% of Basic)

Less: Group Insurance Premium

= Gross Salary (Annual)

Less: Employee PF (12% of Basic)

Less: Professional Tax (Annual)

Less: TDS (Estimated, New Regime)

= Net Annual Take-Home

= Net Monthly Take-Home

Example (312 LPA CTC)

%12,00,000

-357,600

-323,088

-312,000

39,07,312

-357,600

-32,400

-X35,000

38,12,312

%67,693/month

Your Numbers

Notice what happened: a X12 LPA CTC translates to approximately *67,700/month in hand — roughly ¥33,000 less per month than the

naive assumption of ¥1,00,000/month. This is the reality gap. Fill in the "Your Numbers" column using your own offer letter to get your

personal take-home estimate. Adjust TDS based on your tax regime choice and investment declarations.

[J & Pro Tip: Basic salary is the keystone of your CTC. A higher basic = more PF contributions (good for retirement, but reduces

monthly take-home) and higher gratuity eligibility. Some employees prefer a lower basic and higher special allowance for

better monthly cash flow. Negotiate based on your actual financial priorities.

https://www.planetspark.in/resources
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Step 3 — Evaluate the True Value of Benefits

Compensation is never just about the cash components. Benefits — health insurance, ESOPs, flexible work, learning budgets, and more —
have real monetary value that sophisticated professionals factor into their total compensation evaluation. Ignoring benefits means you

may undervalue an offer that's genuinely superior to a higher-CTC alternative, or overvalue one that looks good on paper but leaves you

exposed.

%

Health Insurance

A %5 lakh family floater group policy is
worth X15,000-325,000/year in
premiums you won't pay out of
pocket. Critically evaluate: sum

insured, family coverage, pre-existing

disease waiting periods, and whether
it extends to parents. A robust policy

has tangible, quantifiable value.

ESOPs / RSUs

Equity can be transformational
compensation — or worthless.
Evaluate: vesting schedule (typically 4
years with a 1-year cliff), strike price
vs. current valuation, company stage
(pre-IPO vs. listed), and liquidity
options. For early-stage startups,
discount heavily. For listed companies,

it's near-cash value.

)

Leave Policy & Flexibility

B

Learning & Development
Budget

A %50,000-%1,00,000 annual L&D
budget is real money that accelerates
your career. In high-growth roles, a
company that invests in your skills
creates compound career value far
beyond the immediate cash
equivalent. Don't dismiss this as a
"soft" benefit.

30 paid leaves vs. 15 paid leaves is a 15-day value difference. Remote/hybrid options reduce commute costs (easily ¥3,000-

%8,000/month) and time — time that has economic value. Model this into your total compensation comparison when evaluating

competing offers.

https://www.planetspark.in/resources



Step 4 — Compare Offers Using a Total
Compensation Framework
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When you have multiple offers on the table — or are comparing your current package to a potential new one — a like-for-like comparison

requires a standardized framework. Comparing raw CTC numbers is misleading. You need to compare apples to apples: guaranteed cash,

total real value, and long-term wealth creation potential.

Factor

Total CTC (Annual)

Fixed Guaranteed Pay

Variable % of CTC

Est. Monthly Take-Home

Health Insurance Value

ESOP/Equity Value

Annual L&D Budget

Remote/Hybrid Days

Total Real Value Score

Offer A

18 LPA

316 LPA

11%

31,04,000

5L (family)

None

330,000

3 days WFH

1.0, 0.8 0%

Offer B

320 LPA

314 LPA

30%

388,000

3L (self)

I5L (4yr vest)

%1,00,000

Fully remote

10,0801

Your Current
I____
____
%
____

3

In this example, Offer B's higher CTC is largely variable — meaning Offer A delivers more guaranteed cash monthly. But Offer B's equity,

L&D budget, and remote flexibility add significant long-term value. The right choice depends on your personal priorities, risk appetite,

and career stage. This framework ensures you make that decision consciously, not impulsively.

https://www.planetspark.in/resources
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Offer Evaluation Checklist: Before You Say Yes

Use this checklist every time you receive a job offer. Go through each item systematically before responding to any offer — whether it's
your first job, a lateral move, or a senior leadership role. The 30 minutes you spend on this checklist can save you years of financial regret.
Check off each item only when you have a clear, confirmed answer.

| | 2

CTC Structure Verified Take-Home Calculated

e [JReceived detailed CTC breakup (not just lump sum) e [JCalculated estimated monthly gross salary

e [Jldentified all fixed components e [JEstimated employee PF deduction

e [Jldentified all variable components and payout e [JEstimated TDS under both regimes
conditions e O Got indicative in-hand from HR or used the Module 3

e [JConfirmed whether employer PF/gratuity are inside or calculator
outside CTC

Benefits Assessed Tax Strategy Planned

e [JReviewed health insurance (sum, coverage, family e [JDecided on old vs. new tax regime for the year
members)

e [J Submitted investment declaration to HR

* O Evaluated ESOP/equity terms if applicable e [JPlanned Section 80C investments (ELSS, PPF, LIC, etc.)

* [ Noted leave policy and flexible work arrangements e [JArranged HRA documentation if claiming exemption

e [JChecked L&D budget and upskilling support

https://www.planetspark.in/resources 11
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Reflection Questions: Know Your Compensation
Priorities

Before negotiating or accepting any offer, you need to know what you actually want — not just what looks good on paper. These reflection
questions are designed to surface your real priorities, risk tolerance, and financial goals. There are no right or wrong answers. Spend 10

minutes with these questions and you'll negotiate from a position of clarity rather than anxiety.

“2 Financial Priorities

What is the minimum monthly take-home you need to cover
all fixed expenses comfortably? Write this number down —
it's your floor, not your aspiration. Any offer below this
number is a non-starter regardless of how attractive other

elements appear.

My minimum monthly take-home requirement: ¥

11 Fixed vs. Variable Trade-off

How much income variability are you comfortable with? If
you have a home loan EMI, school fees, or dependent family
members, a high variable component introduces real
financial risk. Rate your risk tolerance on a scale of 1-5 and

let it guide your evaluation of variable pay components.

My variable pay comfort level (1 = no variable, 5 = high
variable): ____

4’ Career Stage Lens

Are you at a stage where cash maximization matters most, or
where equity/learning/exposure creates more value? Early-
career professionals often benefit more from growth, skill-
building, and brand names. Mid-career professionals may
prioritize cash or equity. Know your stage before evaluating

any offer.

My current priority: [J Cash [J Growth [J Equity [J Work-Life
Balance [J Brand/Title

.| Comparison Benchmark

Do you know the market rate for your role, years of
experience, industry, and city? Without a benchmark, you're
negotiating blind. Use platforms like AmbitionBox,
Glassdoor, LinkedIn Salary Insights, or levels.fyi to build your

range before entering any compensation conversation.

My market rate range for my role + experience: ¥

https://www.planetspark.in/resources
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The CLEAR Negotiation Framework for
Compensation

Negotiating salary is one of the highest-ROI skills a working professional can develop. A single successful negotiation can yield ¥1-5 lakh
more per year — compounding into tens of lakhs over a career. Yet most professionals accept the first number offered, either out of fear,

uncertainty, or lack of a framework. The CLEAR framework gives you a structured, confident approach to every compensation

C)L)E)A)R)

. . . . .
. . ' a .

i = %ﬁ

conversation.

'|_ _FL::

Calibrate Lead with Value Expre_ss the Ask: with _Resp_o_nd
Research market  Articulate impact Full Picture Confidence in Writing
benchmarks. with numbers. Evaluate total Use silence as Confirm offer
compensation. a tool. in 24N,

The CLEAR framework works because it separates the emotional from the rational, and the reactive from the prepared. Most candidates
negotiate reactively — they hear a number and either accept it or stumble through a counter-offer. CLEAR professionals negotiate

proactively, anchoring the conversation in market data, value delivered, and a precise, confident counter-proposal. Practice this

framework before every compensation conversation, not during it.

What Not to Say

e ){ "Whatever you think is fair"

X "I really need this job so..."

2 "My current salary is..."

> "Can you do anything better?"

2 Accepting verbally without seeing a written offer

https://www.planetspark.in/resources 13
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Case Study: Priva's Offer Dilemma

Priya is a 4-year experienced marketing manager evaluating two offers after a successful job search. On paper, the choice seems obvious.
In practice, it requires exactly the kind of analysis this guide teaches. Follow her thought process — and then apply the same method to

your own situation.

Offer B — Startup
CTC: 320 LPA

Structure: I13L fixed + 4L variable + 3L ESOP (4-yr vest)

Benefits: Self health cover only 3L, fully remote, no L&D
budget, equity in Series B startup

Est. Take-Home: 282,000/month (fixed basis)

Priya's analysis: Offer B's headline CTC is 2 LPA higher, but Offer A delivers 319,000 more per month in guaranteed take-home. Priya has
a home loan EMI of 35,000/month, making cash flow critical. She values the family health cover in Offer A (her spouse is self-employed

with no group cover). The startup's ESOP is compelling but illiquid — she can't predict when or whether she'll see liquidity.

Priya's decision: She chose Offer A — but first negotiated the fixed component up by 1.5 LPA using her CLEAR framework, citing her
specific campaign ROl data. She also requested an upgrade to the L&D budget, which the MNC matched. Her final package: 19.5 LPA with

R17L fixed — a *14,000/month improvement over the original offer. The negotiation took one email and a 20-minute call.

[J (@ Key Takeaway from Priya's Case: The highest CTC isn't always the best offer. And the offered number is almost never the

final number. Clarity on your priorities + the right framework = better outcomes, every time.
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5 Costly Compensation Mistakes — and How to
Fix Them

Even experienced professionals make avoidable errors when evaluating and negotiating compensation. These mistakes don't just cost
money in the short term — they compound over years, setting a lower baseline for every subsequent negotiation. Here are the five most

common mistakes and exactly how to correct them.

Treating CTC as Take-
Home

The mistake: Accepting a 315 LPA
offer expecting ¥1.25L/month in
hand, then being shocked when
388,000 arrives.

The fix: Always calculate your
estimated monthly take-home
using the Module 3 framework
before accepting any offer. Budget
planning should start with net

salary, not CTC.

Ignoring the Variable
Component Risk

The mistake: Factoring in the full
variable component as certain
income when negotiating your

next offer or planning expenses.

The fix: Treat variable pay as a
bonus you might receive, not
income you'll definitely earn. Base
all fixed commitments (EMls, SIPs,
rent) on guaranteed fixed pay

only.

Defaulting to the Wrong
Tax Regime

The mistake: Not choosing your
tax regime at the start of the
financial year and accidentally
defaulting to the new regime
when the old regime would save

significantly more.

The fix: Run a comparison at the
start of each financial year (April).
Declare your regime to HR before
the deadline — missing it means

you're locked in for the year.

Not Negotiating at All

The mistake: Accepting the first number offered because

"they might withdraw the offer" or "it feels rude to push
back." This is the single most expensive professional myth

in existence.

The fix: Employers expect negotiation. A well-researched,
respectful counter-offer almost never results in an offer
withdrawal. Use the CLEAR framework. The worst-case
outcome is usually "sorry, this is our best" — and you still

get the job.

Comparing Offers on CTC Alone
The mistake: Choosing the higher CTC without

accounting for variable vs. fixed split, tax implications,

benefits, commute costs, or growth trajectory differences.

The fix: Always use the Total Compensation Framework
from Module 4. A2 LPA CTC difference can reverse when
benefits, tax treatment, and cash flow are properly

evaluated.

https://www.planetspark.in/resources
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Compensation Literacy Self-Assessment

Before you close this guide, take 3 minutes to assess your current compensation literacy. This self-evaluation helps you identify which
areas you've mastered and where to focus your next round of learning. Be honest — this assessment is for your benefit only. Use the

results to prioritize which sections of this guide to revisit first.

80% 60%

CTC Fluency Tax Regime Awareness
Can you break down a CTC offer letter into all its components Do you know which regime benefits you this year and why? 60% of
without help? Rate yourself: 80% = you understand most professionals choose by default rather than calculation. Run the
components but may miss nuances like gratuity accrual or ESIC comparison in Module 4 to close this gap.
applicability.

Negotiation Readiness Benefits Valuation
Have you ever proactively negotiated a salary offer using data? Can you assign a monetary value to the non-cash benefits in your
Most professionals haven't — but this is the highest-ROI package? Most professionals acknowledge benefits exist but don't
compensation skill. The CLEAR framework from Module 5 closes factor them into offer comparisons. Step 3 in this guide fixes that.

this gap immediately.

Score yourself honestly across these four dimensions. Any dimension where you rate below 70% is an opportunity — not a failure.
Compensation literacy is a skill, not an innate talent. Every framework, checklist, and example in this guide exists to move that needle.

Bookmark the relevant sections and revisit them before your next offer evaluation or performance review.

https://www.planetspark.in/resources
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Compensation Glossary: Terms Every

Professional Must Know

A quick-reference glossary of the most important compensation terms. Save this page — refer to it whenever you encounter unfamiliar

terminology in an offer letter, appointment letter, or payslip. Understanding these terms fluently is the foundation of every negotiation

and financial decision in your career.

Core Terms

CTC Cost to Company — total employer
expenditure including all
components

Gross Salary CTC minus employer contributions
(PF, gratuity, insurance)

Net Salary Take-home pay after all deductions
(PF, tax, PT)

Basic Salary Core pay component; basis for PF
and gratuity calculations

HRA House Rent Allowance — partially
tax-exempt with rent receipts

LTA Leave Travel Allowance — tax-
exempt for domestic travel

TDS Tax Deducted at Source — monthly
income tax deducted by employer

EPF Employee Provident Fund — 12%

each from employer and employee

Advanced Terms

Gratuity

Variable Pay

ESOP

RSU

VPF

FBP

Vesting

ESIC

https://www.planetspark.in/resources

Retirement benefit payable after 5

years; 4.81% of basic/year

Performance-linked pay — not
guaranteed; paid on target

achievement

Employee Stock Option — right to
buy company shares at a set price

Restricted Stock Unit — company

shares granted on vesting schedule

Voluntary Provident Fund —

additional tax-free PF contribution

Flexible Benefit Plan — customize

allowances to optimize tax

The schedule by which equity

ownership is earned over time

Employee State Insurance —
medical coverage for wages
<%21,000

17
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Investment Declaration Worksheet: Maximize
Your Take-Home Legally

Your investment declaration to your employer HR team at the start of each financial year is one of the most powerful levers for increasing
monthly take-home pay. By declaring your planned investments and eligible exemptions upfront, you reduce your TDS (tax deducted at
source) significantly — resulting in more cash in hand every month, not just at year end. This worksheet helps you plan your declaration
strategically.

Deduction /| Exemption Applicable Section Max Limit Your Amount ¥
PPF / ELSS / LIC /NSC/FD (5yr) Section 80C %1,50,000 —
Health Insurance (self + family) Section 80D %25,000-375,000 o
NPS Contribution (employee) Section 80CCD(1B) 350,000 o
Home Loan Interest Section 24(b) 32,00,000 -
Home Loan Principal Section 80C (included) Part of 31.5L -
HRA Exemption Section 10(13A) Calculated -
Standard Deduction Auto-applied (Old: 350K, Auto —

New: X75K)
Leave Travel Allowance Section 10(5) Actual costs o
Education Loan Interest Section 80E Unlimited (8 years) e
Total Deductions (Estimate)

[J [ ] Action: Submit this declaration to your HR/payroll team by the deadline they specify (typically April-May). Provide actual

proofs/receipts by January-February for final tax computation. Incomplete proofs = higher TDS in Q4 to make up the shortfall.

https://www.planetspark.in/resources 18



() PLANETSPARK

Your 30-Day Compensation Action Plan

Knowledge without action is just information. This 30-day plan converts everything you've learned in this guide into concrete steps that

improve your financial position immediately. Whether you've just received an offer, are in your current role, or are preparing for a job

search — this plan works for all three situations. Commit to one action per day, and by Day 30 you'll have a complete picture of your

compensation health.

Days 1-5: Know Your Numbers

Pull out your current offer letter or appointment letter.
Calculate your actual monthly gross and net take-home
using the Module 3 framework. Fill in every row of the
calculation table with your real numbers. Identify how
much of your CTC is variable vs. fixed. Write down your
current monthly take-home and compare it to what you

expected when you joined.

Days 11-18: Benchmark Your Market Value

Research your market rate on AmbitionBox, Glassdoor,
LinkedIn Salary Insights, and industry peer groups. Build a
compensation range for your role, experience level,
industry, and city. Identify whether you are at, above, or
below market. If below market by more than 15-20%, plan
your negotiation conversation — either at your next

performance review or your next external opportunity.

Days 26-30: Build Your Financial
Foundation

Create a monthly budget based on your confirmed net
take-home — not gross, not CTC. Set up automatic SIPs,
EMIs, and savings transfers to occur within 3 days of salary
credit. Calculate when your gratuity will vest and factor
that into career decision timelines. Revisit this guide and
checklist before your next compensation conversation.

Share it with one colleague who would benefit.

Days 6-10: Optimize Your Tax

Compare old vs. new regime for this financial year using
your actual gross salary and likely deductions. If you
haven't submitted your investment declaration to HR this
year, do it now — even a partial declaration reduces TDS
immediately. Open an ELSS SIP or PPF account if you
haven't maximized 80C. Consider NPS for the additional
350,000 deduction under 80CCD(1B).

Days 19-25: Evaluate or Negotiate

If actively job-seeking: Practice the CLEAR framework
before responding to any offer. If in your current role:
Prepare a value-summary document (projects, impact,
results in numbers) for your next performance review
conversation. Request the detailed CTC breakup if you've
never received one. Identify one component in your
current package you could optimize (e.g., FBP

restructuring, NPS enrollment).
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Summary: 7 Things You Now Know That Most
Professionals Don't

You've just completed one of the most important professional development investments you can make — understanding exactly how
your compensation works. These seven takeaways represent the core knowledge from this guide. Return to this page before every

compensation conversation, offer evaluation, or performance review negotiation.

CTC # Take-Home

Your take-home can be 25-40% less
than your CTC. Always calculate net
salary before evaluating or comparing

any offer.

fd

Tax Regime Choice Is
Annual Alpha

Running the old vs. new regime
comparison every April can save
%20,000-%80,000+ per year. Do it by
default, not by accident.

Clarity Compounds Over a Career

Every Component Has a
Purpose

Basic, HRA, allowances, employer PF,
gratuity — each component affects
your tax, cash flow, and long-term

wealth differently. Know them all.

A

Benefits Have Real
Monetary Value

Health insurance, L&D budgets,
remote work, and equity have
guantifiable value. Factor them into

every offer comparison.

D

Fixed Pay Is Your Safety Net

Never commit fixed expenses to
variable income. Base all financial
planning on guaranteed fixed pay

only.

Negotiation Is Expected

Employers expect negotiation. The
CLEAR framework gives you the
structure to do it confidently,

respectfully, and successfully.

Every smart compensation decision you make sets a higher baseline for every future negotiation. Start now, and the returns

compound for decades.

Your compensation is not just a number your employer decides. It is a structure you understand, a benchmark you research, a

package you evaluate, and a figure you negotiate. You now have the tools to do all four. Use them — every time.

This guidebook is part of the PlanetSpark Career Resources Series. Designed for working professionals who believe that financial clarity is

a career superpower. Save it. Revisit it. Share it with someone who needs it.
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