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Why Your Salary Is Only Part of the Story

Most professionals negotiate their base salary and stop there. They accept the number, sign the offer, and only realize months later that
they left thousands of dollars — sometimes tens of thousands — on the table. This isn't a failure of intelligence. It's a failure of framework.

Nobody taught you to read a compensation package the way a CFO reads a balance sheet.

Total compensation is the full economic value of everything your employer provides: base pay, bonuses, equity, benéefits, retirement
contributions, and a dozen other components that rarely appear in the headline number. When you evaluate only the salary, you're
making a life-altering decision with incomplete data. Two offers with identical base salaries can differ by $30,000 or more in actual annual

value once all components are factored in.

This resource exists to fix that problem permanently. Whether you're evaluating your first real offer, pivoting careers mid-stream,
negotiating a promotion, or benchmarking your current role against the market, the Total Compensation Evaluation Framework gives you
a structured, repeatable process to assess every offer with professional rigor and personal clarity.

What This Guidebook Solves

Confusion about what's actually in an offer letter

e |nability to compare two offers objectively

e Negotiating blind without knowing your leverage

e Undervaluing non-cash benefits that compound over time

e Missing tax and cost-of-living implications entirely

How to Use This Resource

Read through once to understand the framework end-to-end. Then return to each worksheet section when you have a real offer in hand.
Every template is designed to be filled in with real numbers from real offers — so keep this document open the next time an offer lands in

your inbox.
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The 6-Module Evaluation System

The Total Compensation Evaluation Framework is built around six sequential modules. Each module isolates one dimension of your
package, assigns it a dollar value or weighted score, and rolls it into a unified comparison view. You can complete each module

independently as you gather information, or work through all six in one sitting once you have a complete offer in hand.

Base Pay Audit

Validate base salary and
market alignment

Variable Pay

Assess bonuses,
commissions, and incentives

Equity & Ownership Benefits & Perks
Value stock, options, and Quantify health, retirement,
ownership stakes and extras

Each module takes 5-15 minutes to complete and requires only the information contained in your offer letter, benefits summary, and a

basic cost-of-living calculator. No financial expertise required — just your offer documents and this guide.
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Base Pay Audit: Know What You're Actually Being
Paid

Base salary is the foundation of your compensation, but "foundation" doesn't mean simple. The same annual number means something
very different depending on how it's structured, when it's reviewed, and what's baked into the assumptions around it. Before you can

evaluate any other component, you need to audit your base with precision.

Start by converting every number to the same unit: annual gross income. Hourly workers should multiply their rate by expected annual
hours. Contract workers should account for the weeks they may not bill. Salaried professionals need to note whether overtime eligibility
applies. Then check the review cycle — a $90,000 offer with a 6-month review is meaningfully different from a $90,000 offer with an 18-

month review, because your earning trajectory diverges significantly within 36 months.

@ . The 3-Year Rule: When evaluating base salary, always model out your likely earnings trajectory over 36 months, not just
Year 1. Aslightly lower starting salary with aggressive merit increases often outperforms a higher starting point with flat

growth.

Base Pay Worksheet

Data Point Offer A Offer B

Annual Base Salary (Gross) S S

Pay Frequency (bi-weekly / monthly)

FLSA Status (exempt / non-exempt)

First Merit Review Timeline

Average Annual Merit Increase (%)

Projected Year 3 Base (calculated) S S
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Variable Pay: Bonuses, Commissions &
Incentives

Variable pay is where compensation packages diverge most dramatically — and where professionals consistently make the most
dangerous assumption: that the "target" number is the "real" number. Bonus structures can be compelling on paper and disappointing in

practice. Understanding the mechanics behind variable pay is essential before you can assign it any meaningful dollar value.

There are four primary types of variable pay you'll encounter: performance bonuses (tied to individual or company metrics), signing
bonuses (one-time, often with clawback provisions), commissions (percentage of revenue generated), and profit-sharing (tied to

company financial results). Each requires a different evaluation lens.

Variable Pay Evaluation Questions Red Flags to Watch

1. What percentage of employees actually hit target bonus last year? e Company refuses to share historical payout data

2. Isthe bonus discretionary or formula-based? e Bonustied entirely to metrics outside your control
3. What metrics trigger the bonus, and who controls those metrics? e Clawback period exceeds 12 months for signing

4. lsthere a clawback clause on signing bonuses? For how long? bonus

5. What was the actual bonus payout range in the last 3 years? * "Upto" language without a guaranteed floor

6. When is the bonus paid, and is it prorated for new hires? * Payout contingent on both individual AND company

erformance simultaneousl
7. Doesvariable pay vest or accumulate, or is it paid and gone? . y

/N 1. Never negotiate as if you'll receive 100% of target bonus. A conservative model assumes 70-80% of target for
performance bonuses and 50% of target if you have no historical data. Build your financial plans on base salary alone; treat
variable pay as upside.
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Equity & Ownership: The Component Most

People Get Wrong

Equity is the most complex and potentially most valuable component of any compensation package — and the one most professionals

either overvalue wildly or dismiss entirely. Stock options, RSUs, phantom equity, and profit interests all work differently, and a single

misunderstood term can mean the difference between life-changing wealth and a worthless certificate.

The golden rule of equity evaluation is this: never count equity money until it is liquid cash in your bank account. Equity has three

enemies — vesting schedules, valuation risk, and tax events — and all three must be understood before you assign your equity a dollar

value. A $200,000 equity grant sounds extraordinary until you learn it vests over 5 years with a 1-year cliff, is valued at a speculative

private-market price, and will be taxed as ordinary income upon vesting.

RSUs (Restricted Stock Units)

Stock Options (ISOs / NSOs)

Common at public companies. Taxed as ordinary income on You pay a strike price to exercise. Value depends entirely on

vesting. Value is relatively predictable. Key question: what is share price exceeding strike. At private companies, you may

the current share price and what is your vesting schedule? not be able to sell for years. Complex tax treatment — consult
a CPA.

favorable tax treatment.

ESPP (Employee Stock Purchase)

Allows you to buy company stock at a discount (typically Common at private companies and partnerships. You receive
15%). Lower-risk than options. Evaluate the discount

percentage, offering period, and any holding requirement for wildly — always have an attorney review these agreements

Phantom Equity / Profit Interest

economic benefit without actual ownership. Terms vary

before signing.

Equity Quick-Value Worksheet

Equity Component

Total grant value (at current price)

Vesting schedule (years)

Cliff period

Annual vesting value (grant + years)

Conservative discount (private co: 50%)

Effective annual equity value

Your Numbers Calculated Value
$ _

___years —

___months —

— N

__ % S

— $
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Benefits Deep Dive: The Hidden $20.000+ in

Every Package

Benefits are systematically undervalued by job seekers because they don't arrive as a line item in your bank account. But they are real

economic value — and when you calculate the cost of purchasing equivalent coverage on the open market, you'll quickly discover that a

strong benefits package is worth $15,000-$30,000 in pre-tax equivalent income for most working professionals.

The key mental shift is to evaluate benefits as replacement cost: what would you pay out of pocket if this benefit didn't exist? Health

insurance is the most impactful example — employer-sponsored coverage that costs you $150/month may have a market replacement

cost of $650/month for equivalent coverage. That $500/month differential is $6,000/year in real economic value that never shows up in

your offer letter.

@ Health, Dental & Vision

The single highest-value benefit category. Evaluate the

employer premium contribution (what they pay, not what

you pay), the deductible, out-of-pocket maximum, and

network quality. An HSA-eligible plan adds additional tax

savings worth $800-51,500/year.

— PTO & Leave Policies
Convert PTO to dollars: divide annual salary by 260

working days to get your daily rate, then multiply by the
PTO days difference between offers. Ten additional PTO
days at a $100K salary is worth approximately $3,846 in

real economic terms.

&

=

Retirement & 401(k) Match

Employer match is the highest guaranteed return on
investment available to working professionals — typically
50-100% on the first 3-6% of salary. Calculate the
maximum annual match in dollar terms and treat it as

guaranteed compensation.

Learning & Development

Tuition reimbursement, certification budgets, conference
stipends, and coaching allowances compound over time.
A $5,000 annual L&D budget is worth exactly $5,000 — and
the career acceleration it enables may be worth

exponentially more over your lifetime earnings.
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Benefits Valuation Worksheet

Use this worksheet to assign a dollar value to each benefit category. For each line, estimate the annual economic value to you specifically
— not the actuarial average, but your realistic usage. A 28-year-old in excellent health values health insurance differently than a parent of

three. Be honest with your personal numbers.

Benefit Category Offer A Value Offer B Value Notes / Key Terms
Employer health premium contribution S S
(annual)

Dental & Vision (annual employer cost) S S
HSA employer contribution S S
401(k) / retirement match (max annual) S S
PTO value (days x daily rate) S S __
L&D / tuition reimbursement budget S S
Remote work / commuter stipend S S
Childcare / dependent care benefits S S
Wellness / gym / mental health S S
Other (life insurance, LTD, EAP, etc.) S S
Total Benefits Value S S __

© [ Quick Benchmark: If your total benefits package valuation is below $12,000 annually for a full-time professional role, the
package is below average. $18,000-525,000 is competitive. Above $25,000 reflects a premium benefits strategy, often found at
large employers or high-growth companies competing for talent.
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Lifestyle Cost Adjustment: Location, Remote
Work & True Take-Home

A $130,000 salary in Austin, Texas and a $130,000 salary in San Francisco are not the same offer. After adjusting for state income tax, local
cost of living, and housing costs, the Austin offer may be worth the equivalent of $185,000 in San Francisco purchasing power. Geography

is one of the most powerful — and most overlooked — compensation variables in the modern job market.

This module requires you to adjust your gross compensation figure for three factors: tax environment (state income tax rate, which
ranges from 0% to 13.3% across US states), cost of living (using a standardized index comparison tool), and work location costs
(commuting, home office setup, and any geographic pay adjustments in hybrid or remote roles). The goal is to calculate a true,

comparable "purchasing power equivalent" number for each offer.

Remote Work Premium Calculation

If one offer is remote and another requires commuting, calculate the annual commuting cost of the in-office role (national average:
$3,000-56,000/year) and add that as economic value to the remote offer. Also factor in time cost: a 1-hour daily commute represents

approximately 250 hours/year — time you can't price, but absolutely should weigh.

Location Cost Checklist

e State income tax rate (0%-13.3%)

e City/local tax (some cities add 1%-4%)

e Costof living index vs. your baseline city

e Average rent or housing cost differential

e Annual commuting cost (transit, parking, fuel)

e Home office costs if remote (internet, equipment)

e Geographic pay differential policies (remote roles)

Lifestyle Adjustment Worksheet

Adjustment Factor Offer A Offer B
Gross Total Compensation (from prior modules) S S
Estimated state income tax deduction - -S___
Annual commuting cost -S___ -S___
Cost-of-living adjustment factor (%) Xx__ % X__ %
Home office / work-from-home annual cost e -
Adjusted Purchasing Power Equivalent S S
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The Total Compensation Scorecard: Your Final

Comparison

You've gathered all the components. Now it's time to consolidate everything into a single, unified scorecard that makes your decision

legible. The Total Compensation Scorecard combines your quantitative dollar-value calculations with a qualitative score for factors that

matter deeply but can't be expressed purely in cash terms — career growth trajectory, management quality, team culture, and role

alignment with your professional goals.

The scorecard uses a weighted scoring model. Financial components (base pay, variable pay, equity, benefits, lifestyle adjustment) are

expressed in dollar values and summed into your Total Economic Value figure. Non-financial components are scored on a 1-10 scale

with assigned weights based on your priorities. Together, these two dimensions give you a complete picture — not just which offer pays

more, but which offer is genuinely better for where you want to be in three to five years.

Component

Base Salary (Year 1)

Variable Pay (conservative est.)

Equity (effective annual value)

Total Benefits Value

Lifestyle Adjustments

Total Economic Value

Qualitative Score (Non-Financial Factors)

Factor

Career growth opportunity

Manager / leadership quality

Team culture & collaboration

Role-to-goal alignment

Company stability / trajectory

Work-life integration

Total Qualitative Score

Weight Offer A ($)

Your Weight Offer A (1-10)

%

%

%

%

%

%

100%
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Offer B ($)

Offer B (1-

Winner
10) Weighted Score

A Bi___
A _Bi___
A Bi___
A Bi___
A Bi___
A:___B:i___
A: B
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Negotiating Your Total Package: Strategy, Scripts
& Sequence

The scorecard has done its job. Now you know what you have, what you want, and what you're willing to walk away from. Negotiation is
not confrontation — it is a professional conversation about mutual value. Employers expect negotiation. Recruiters are trained to leave

room in offers for it. The only person who loses by not negotiating is you.

Effective compensation negotiation follows a specific sequence: anchor high with market data, negotiate components in order of impact,
protect your highest-value items, and create and close trades strategically. The critical insight most professionals miss is that negotiation
doesn't end with base salary. If the base is truly fixed, shift your attention to signing bonus, equity, PTO, remote flexibility, and

professional development budget — all of which are frequently more negotiable than base at many organizations.

2
Research Anchor
Gather market data from Levels.fyi, Glassdoor, LinkedIn Salary, State your number first when possible, and anchor 10-15%
and Payscale. Triangulate 3+ sources for your specific role, above your target. "Based on my research and experience, I'm
level, and location. targeting $X" is a complete negotiation opening.

Trade Close

Identify components you value less and offer to trade them for Get everything in writing before you verbally accept. Verbal
components you value more. "l can be flexible on signing bonus commitments about future reviews, raises, or promotions have
if we can increase the base" is powerful. no legal standing. Always request the written offer.

()| Negotiation Script Template: "Thank you for the offer — I'm genuinely excited about this opportunity. After reviewing the
full package carefully, I'd like to discuss [specific component]. Based on [market data / my experience / competing offers], | was

hoping we could get to [specific target]. Is there flexibility there?"

https://www.planetspark.in/resources

11



() PLANETSPARK

Before You Sign: 10 Critical Reflection Questions

Before any offer is accepted, the most important step isn't calculation — it's reflection. Numbers can be optimized. But the non-

quantifiable elements of a job — the people, the mission, the growth trajectory, the day-to-day reality — are what determine whether

you'll be energized or depleted in 18 months. Use these ten questions as a final gut-check before you sign.

Can I sustain my financial obligations on the base salary alone?

Never build your budget around variable pay. Your fixed expenses must be covered by your fixed income. If the answer is no,

negotiate or reconsider.

Do I understand every single component of this offer?

If you can't explain the vesting schedule, bonus mechanics, or benefits elections to a friend, you don't understand them well

enough to sign. Ask the recruiter or HR for clarification.

Have I negotiated at least one component?

If you accepted the first offer without any negotiation, you almost certainly left money on the table. Even a simple ask for a $5,000

higher base or one additional PTO week costs you nothing to request.

Does this role move me toward my 3-year career goal?

Compensation matters. Career trajectory matters more over the long arc. A slightly lower offer that builds the skills, network, or
brand you need may be far more valuable than a higher offer that stalls your development.

Am I excited to describe this role to someone I respect?

If you'd feel the need to justify or rationalize the choice to a mentor or peer, that's meaningful signal. The right offer should feel

like a win worth celebrating, not a compromise worth explaining.

https://www.planetspark.in/resources 12
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Case Study: Maya's Two-Offer Comparison

Maya is a 6-year marketing manager pivoting from an agency role into an in-house position. She receives two offers simultaneously and

uses the Total Compensation Evaluation Framework to make her decision. On the surface, Offer B appears more attractive. After running

the framework, her decision becomes clear — but not in the direction she initially expected.

Offer A — TechCorp (Hybrid, Austin TX) Offer B — MediaGroup (On-Site, San Francisco
CA)

e Base Salary: $115,000

e Target Bonus: 15% ($17,250 target, historically 85% * Base Salary: $135,000
achieved) e Target Bonus: 10% ($13,500 target, historically 60% achieved)

e RSUs: $60,000 over 4 years = $15,000/year e No equity

e Health insurance: Employer pays 90% of premium e Health insurance: Employer pays 70% of premium
(~$9,600/year value) (~$6,000/year value)

e 401(k): 5% match = $5,750/year e 401(k): 3% match = $4,050/year

e PTO:20days + 10 holidays e PTO: 15days + 10 holidays

e L&D Budget: $3,000/year e No L&D budget

e State income tax: 0% (Texas) e State income tax: 9.3% (California)

e Commute: 30 min, ~$1,800/year cost e Commute: 60 min, ~$4,200/year cost

Framework Output: Total Economic Value Comparison

@ Offer A— TechCorp @ Offer B— MediaGroup

Component

Variable Pay (Conservative)

Base Salary

Equity (Annual)

Benefits Value

Net After Tax+Commute

o

10k 20k 30k 40k 50k 60k 70k 80k 90k 100k 110k 120k 130k 140k 150k 160k

© Maya's Decision: After running the framework, Offer A's Total Economic Value — adjusted for tax, commute, benefits, and
realistic variable pay — exceeded Offer B by approximately $26,863 annually. Maya accepted Offer A and used this analysis as
the foundation for a successful renegotiation of her L&D budget from $3,000 to $5,000.
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The 8 Most Expensive Compensation Mistakes

Professionals Make

Years of coaching and career consulting have identified a consistent set of errors that cost professionals thousands of dollars annually.

None of these mistakes are rooted in a lack of intelligence. Every single one is rooted in a lack of framework — exactly the framework this

resource provides. Recognize these patterns so you can avoid them.

Mistake 1: Negotiating salary without
market data

Walking into a negotiation without benchmarked data is like
bidding at an auction with no idea what the item is worth.
Your "gut" number is almost always anchored to your current
salary, not market value — and that anchor is costing you

money.

Mistake 2: Treating target bonus as
guaranteed income

Target bonus is a ceiling, not a floor. Budgeting, planning, or
negotiating based on 100% bonus attainment is a financial

plan built on sand. Always model conservatively.

Mistake 3: Ignoring the employer 401(k)
match

A 5% 401(k) match on a $100,000 salary is a guaranteed
$5,000 annual return — before any market performance. Not
contributing enough to capture the full match is equivalent

to voluntarily taking a pay cut.

Mistake 4: Comparing gross salaries across
different states

A $10,000 salary difference between a Texas offer and a
California offer can disappear entirely — or reverse — once
state income tax differences are applied. Always compare

net, adjusted purchasing power.

negotiating
Research consistently shows that 85% of employers have
flexibility above the first offer. The average professional who

negotiates adds $5,000-5$15,000 to their Year 1

compensation. Silence costs money.

Mistake 6: Undervaluing health insurance
quality

Two "health insurance included" offers can differ by $8,000-
$15,000 in annual value based on premium coverage,
deductibles, and network quality. Never evaluate insurance

as binary — dig into the specifics.

Mistake 7: Signing equity agreements
without fully understanding vesting

A 4-year vest with a 1-year cliff means you receive exactly $0
in equity if you leave before 12 months — regardless of what
was promised. Understand every term before the agreement

feels real to you.

| Mistake 5: Accepting the first offer without

Mistake 8: Letting the offer expire under
artificial urgency

Recruiters may create urgency with tight offer deadlines. You
are almost always entitled to request 48-72 additional hours
to review any offer thoroughly. Rushing a decision that

affects your earnings for the next 2-3 years is rarely justified.

https://www.planetspark.in/resources
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Know Your Market Value: The Professional's
Salary Intelligence System

You cannot negotiate effectively without data, and you cannot evaluate any offer without a market reference point. Building a personal
salary intelligence system is not a one-time activity — it's an ongoing professional practice that compounds in value with every year of
experience. The professionals who consistently earn in the top quartile of their peer group are the ones who track compensation data
year-round, not just when they receive an offer.

Your market intelligence should triangulate across multiple sources because no single data source is complete. Glassdoor captures self-
reported salaries that can skew by role level. LinkedIn Salary provides strong sample sizes in high-demand fields. Levels.fyi is
indispensable for tech roles, providing detailed breakdown by component including equity. Bureau of Labor Statistics data is the most
methodologically rigorous but lags real market conditions by 12-18 months. Industry associations and professional networks often

publish annual compensation surveys with the highest role-specific precision.

O ;| Research Sources Tier 2
e Payscale.com
e Salary.com

e Bureau of Labor Statistics

o E What to Track

e Median, 25th, 75th percentile for your role

e Total comp ranges (not just base)

e Year-over-year movement

® - Annual Market Check Cadence: Set a calendar reminder every October to spend 2 hours reviewing market compensation
data for your role. This ensures you enter any negotiation — whether for a promotion, new role, or annual review — with
current intelligence, not outdated assumptions.
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Compensation Strategy by Career Stage

The right compensation strategy is not identical across career stages. What matters most at 0-3 years of experience is very different from
what matters most at 10-15 years. Applying a senior professional's negotiation approach to an entry-level situation can undermine trust

and backfire. Applying a junior professional's passive acceptance to a senior role leaves significant money on the table. Know your stage,

then play it optimally.

Early Career (0-3 Years) Senior Individual Contributor (7-
Prioritize learning and trajectory over short- 12 Years)
term pay. Negotiate signing bonus and L&D Total comp is the full game. Equity structure,
budget more aggressively than base. Capture long-term incentive plans, and retirement
the full 401(k) match from Day 1. benefits are now as important as base. Know

the difference between individual contributor

and people-manager comp bands.

2
Mid-Career (3—7 Years) Manager / Director (10-15+ Years)
You now have data and leverage. Benchmark Strategic compensation negotiation including
aggressively. Negotiate total comp including deferred comp, executive benefits, and
equity. Consider roles at inflection points — contractual protections (severance, non-
promotions, company growth events, or market competes). Get a professional advisor involved
shifts. for offers above $250K total comp.
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Quick Reference: Compensation Terms Glossary

Compensation conversations move fast, and unfamiliar terminology can put you at a disadvantage at a critical moment. Keep this

glossary bookmarked. When a recruiter or HR partner uses a term you don't immediately recognize, this is your reference — because the

best time to learn what "cliff vesting" means is not at the moment you're negotiating your equity grant.

Pay & Bonus Terms

Base Salary

OTE

Discretionary

Bonus

Signing Bonus

Clawback

Merit Increase

COLA

Fixed annual compensation, paid

regardless of performance

On-Target Earnings — base +
100% of target variable pay

Manager-determined; no formula

guarantee

One-time payment upon hire;

often with clawback

Provision requiring repayment if

you leave within X months

Annual base salary increase tied

to performance review

Cost of Living Adjustment —
automatic inflation-based

increase

RSU

Vesting

Cliff

Strike Price

ESPP

HSA

FMLA

https://www.planetspark.in/resources

Equity & Benefits Terms

Restricted Stock Unit — shares

granted with vesting schedule

The schedule by which you earn
ownership of equity over time

Minimum time before any equity

vests (typically 1 year)

Price you pay to exercise a stock

option

Employee Stock Purchase Plan —

buy company stock at a discount

Health Savings Account — tax-

advantaged medical savings

Family and Medical Leave Act —
federally protected leave

17
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Self-Evaluation: How Compensation-Savvy Are

You Right Now?

Self-awareness is the starting point of professional growth. Before you close this guidebook, take 3 minutes to complete this self-

evaluation. Rate yourself honestly on each dimension — this is not a test, it's a baseline. Revisit this assessment in 6 months and notice

where your fluency has grown. The goal is not perfection; the goal is consistent, progressive improvement in your ability to evaluate and

advocate for your own compensation.

| L 0%

Market Benchmarking

Do you know your current market
compensation range across at least 2 data
sources? Rate your confidence from 0-
100%.

e o%
Equity Understanding

How well do you understand the equity
structure in your current or most recent

role? Rate your comprehension.

I C 0%

Benefits Valuation

Can you calculate the dollar value of your
current benefits package with reasonable

accuracy? Rate your current capability.

I ' 0%

Total Comp Awareness

Do you know your true total compensation
number — including all components —

right now? Rate your current awareness.

https://www.planetspark.in/resources

I C 0%

Negotiation Readiness

If you received a new offer tomorrow, how
prepared would you be to negotiate
confidently and with data? Rate your

readiness.

Wherever you landed on this self-assessment, you now have a complete framework to improve every single score. The professionals
who earn the most aren't always the most talented — they're the most informed. You've done the work to join that group.
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Your 7 Most Important Compensation Principles

This framework works when you use it. The most actionable thing you can do right now is open your most recent offer letter or current

compensation summary and run it through all six modules. You will almost certainly discover either missed value you're already

receiving, or missed opportunity you can immediately address. Either outcome is worth the time.

lad

Total comp is the only
number that matters

Base salary is a starting point, not the
whole story. Always evaluate the
complete package before comparing

or deciding.

@
(¥4

Always negotiate — always

Silence is the most expensive
negotiation strategy. Every
professional should ask for
improvement on at least one

component of every offer they receive.

A

Never budget on variable
pay

Bonuses and commissions are upside,
not income. Build your financial life on
fixed compensation only; treat

everything else as bonus.

Gelt it all in writing

Verbal commitments, promises about
future raises, and informal
agreements are legally meaningless.
Every compensation component you

care about must appear in writing.

Career trajectory outweighs short-term pay

©

Location changes
everything

Adjust every offer for state income tax
and cost of living before comparing
them. A lower number in the right

geography often wins.

Benchmark annually, not
just during job searches

Market rates shift continuously.
Professionals who track compensation
data year-round enter every
negotiation from a position of

informed confidence.

The role that builds your skills, brand, and network most aggressively may be worth more over a 10-year career than a role that pays

15% more and stalls your growth.

https://www.planetspark.in/resources
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Your Next Steps: From Framework to Action

The difference between professionals who consistently earn at the top of their market and those who don'tisn't talent or luck — it's
preparation and consistency. You now have both the framework and the worksheets. The final step is yours: commit to using this
resource every time a compensation conversation is on the horizon, and revisit your own package at least once a year through the same

systematic lens.

Your 30-Day Action Plan

[J Download and save this guidebook for future reference
[J Runyour current comp package through all 6 modules this week

[] Setup accounts on Glassdoor, LinkedIn Salary, and one other benchmark

source

[J Add an annual "compensation review" appointment to your calendar every
October

[] !dentify the one compensation component you've been undervaluing or
ignoring

[J Share this framework with one colleague who is navigating an offer or

review

[J] Book a conversation with your manager about your next review timeline

and criteria

Total Compensation Evaluation Framework - PlanetSpark Professional Series - planetspark.in

This resource is designed for working professionals navigating compensation decisions. For complex equity arrangements or executive

compensation above $250K, consult a qualified financial advisor or employment attorney.
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