
“Are you aware that all jobs require you to do things you’d rather not do?
That’s why they have to pay you.” 

– Dilbert     
Have you ever wondered why you pay people, aside from 
persuading them to do jobs they won’t do for free? We have 
helped several companies review their compensation practices 
(wages, bonuses, and benefits) from three critical perspectives:  
attract, incent, and retain. 

Do your compensation practices attract the people you want? Of 
all the requests we get for our recruiting services, I’ve never been 
asked “Can you find me someone who’s about average?” There’s 
more to attracting people than pay; culture and opportunity are 
big. Huge in fact, but culture and opportunity preferences vary 
from person to person and are tough to measure. Everyone 
understands cash and it’s easy to quantify.   

Once they are on board, do your compensation practices 
incentivize people to excel? I know several companies that 
are philosophically opposed to bonuses, feeling employees 
should do what they are paid to do without additional rewards. 
However most people are motivated by a well-designed bonus 
program, and if it is done right the company will benefit from 
the accomplishments it is incenting. They are also common 
practice in many fields and professions; having no or negligible 
bonuses puts a company at a competitive disadvantage in hiring. 
Philosophically, I’m OK with paying more when people do well 
and less when they don’t. Salaries lock you in.  

Do your compensation practices retain the people you want to 
keep? I recall a conversation with a client some years ago who 
was lamenting that their competitors were constantly hiring their 
best people. “Well,” I joked “you just need to get people no one 
else would hire.” For a moment, I was afraid he was considering 
it, but the real problem was that their compensation was below 
what others were willing to pay for talent.  

WHY DO YOU HAVE TO
PAY PEOPLE?

If you don’t know what compensation practices will keep you 
competitive, your employees do, at least the good ones and those 
with high-demand skills. Even if they aren’t actively looking, they 
talk with friends and colleagues at other companies, may glance 
at online ads, and will likely be approached by recruiters. It is not 
uncommon for employees to know more about market compensation 
than their employers, leading to unnecessary losses.  

There are surveys available, some at little or no cost. I’ve had 
mixed luck with these and have stopped using most of them. 
The biggest problem is that most are based on national surveys, 
which are then adjusted by various regional indices. Accordingly 
we’ve seen survey results that indicate you can pay less to 
attract people to less desirable areas (marketing and finance 
professionals, for example, are notoriously hard to draw to rural 
areas), whereas in reality you have to pay them more. One 
popular online resource is consistently and absurdly high based 
on our observations. The Internet job board Indeed has a service 
that provides average salaries posted by job title and location; 
we use this regularly but it doesn’t tell you much about the size 
of the companies or non-salary aspects of compensation. 
Some industry groups conduct industry-specific surveys, 
which can be helpful. 

Morrison & Company has conducted several anonymous industry/
region specific studies and surveys of compensation practices. 
Other companies may not share this information with you directly, 
but are often willing to share with a trusted third party if they will 
get a copy of the results and are assured of confidentiality (one 
skeptical client asked to look at the draft of a survey we were 
summarizing and could not pick out her own company).  

These projects are highly tailored but for an example of a study of 
compensation and employee satisfaction and engagement, visit 
www.morrisonco.net/case-studies/the-hignell-companies-1/. 
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