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 Through 2013 and 2014, BPI completed the initial compensation project which 
included:
− Training for employees on the completion of job description questionnaires and then staff 

completing the documentation
− Korn Ferry (then Hay Group) evaluating all roles within the organization; some in association 

with a BPI Job Evaluation committee that was provided with training in the evaluation 
methodology

− Compensation Principles were established (i.e. comparator group guidance, market positioning, 
grade structure, range spread, progression through range, variable pay potential)

− Compensation analysis was completed, and implementation plan was developed to move BPI to 
a new compensation framework

− Pay Equity analysis and plan was completed to enable pay equity compliance.

 In late 2014, BPI established Short Term Variable Pay for staff
− In late 2014 the first variable pay calculator and payout methodology was approved by the 

Board for the executive group.  Since the, we have assisted Brantford Power to review the 
scorecard and provide our insight to the calculations, and, resultant payouts.

− In 2016 - 2017, Korn Ferry assisted BPI in adjusting the eligibility from the executive group to all 
employees and modelling cost

− In 2018, BPI completed the “rollout” of the STVP plan to all employees (for 2019 payouts)

BPI – Compensation Project History with Korn Ferry (Hay Group)
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 Having completed the implementation and STVP rollout, it’s is a best practice to 
review and refresh compensation plans at a regular interval to ensure maintenance 
of market position.  
− The typical time for this is every 2-3 years.

 The 2019 Compensation Project is a major update to the work completed in 
2013/2014.  The key activities included:
− Internal Review:

o Job documentation update – interviews & position questionnaires updated
o Evaluation refresh / confirm banding of roles.  
o Note: Appendix A provides additional information with respect to Job Evaluation factors.

− External Review:
o Market formation; considering principles established in 2014

− Alignment:
o Compensation analysis – for base compensation and short-term variable
o Note: Appendix B provides illustration of peer group / compensation strategy
o Pay equity maintenance review

2019 Compensation Project
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 Job Documentation – Refresh Process:
− In order to properly review all revised or new roles at either BPI or BHI, Korn Ferry (KF) 

needed to ensure understanding of the roles
− To ensure fair treatment across all incumbents, all were invited to sit with a KF consultant and 

provide information about their job.  KF utilizes a standard questionnaire to capture job 
content.  This removed the burden to employees of having to complete job documents on their 
own behalf.

− KF then completed job documents on the employees behalf in MS word / editable copy; 
employees and their supervisors then edited the document to mutual satisfaction and provided 
KF with final copies

− Generally, while many edits were made to the documents for specificity or wording, or addition 
of some task based items, 95%+ of the job content was captured and our evaluation opinions 
were unchanged with the edits made

 Korn Ferry evaluated all roles using the KF Hay methodology – the evaluations consider the 
executive job profiles as a ceiling, and, in comparison to outside firms.  The non-executive 
evaluations consider internal reporting structure and global benchmarks for non-executive roles. 

 No employees were provided with training in the methodology at this time, but this can be 
completed at BPI’s request (either customized training, via MEARIE if a course is offered, or, by 
our public seminar training offered 4x annually in Toronto).  Additional detail regarding the 
methodology is provided in Appendix A.

 BEC executives (i.e. CEO, CFO) reviewed KF evaluations and any changes were reviewed and 
mutually agreed upon

Jobs Refresh

© 2020 Korn Ferry. All rights reserved 12



CONFIDENTIAL
NOT FOR DISTRIBUTION 

 Generally, organizations will group jobs together if similar size (i.e. similar internal worth) such 
that they will have the same pay opportunity.  This eliminates unique pricing points for all jobs / 
individual administration.   

 The banding was formed in 2014 for BPI and still “fits” the distribution of jobs within the 
organization.

 Some jobs (2) have increased their accountabilities and as a result have moved up in the 
organization structure.  Other jobs (3) are new and have been evaluated for the first time.

 As additional consideration, KF provided some insight on typical job names within the market and 
some titles have been adjusted. 

Grading
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 The following slides depict the compensation analysis in the following order:
− Market data by grades
− Incumbent based analysis, with any immediate cost impact 

 Generally, the findings are that:
− Most organizations in the peer group do have a STVP, but some organizations do not for either 

all jobs or all levels of the organization (i.e., senior leadership is eligible only).
− BPI has adjusted compensation minimally for bands grades 1 – 9, however, has not been 

adjusting bands 10+ (executive bands).   This has led to BPI lagging the market, and, having an 
inversion circumstance potentially occur (if incumbent in a band 9 role reported to an incumbent 
in a band 10 role)  

− Generally utilities organizations are adjusting ranges over 2% annually in the last 5 years and 
BPI has adjusted 5.6% overall in the past 5 years, hence the slow erosion of market position 
year over year (Index provided below)

− The implementation and rollout of the STVP has helped to offset the market shortage, but on 
average, BPI is 9% behind the market median for total cash (excluding CEO which tracks closer 
to market).

Compensation Analysis
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Time Year 1 Year 2 Year 3 Year 4 Year 5

BPI 
(Bands 1 – 9)

100 → 105.6

Market 100 +2%
102

+2%
104.04

+2%
106.12

+2%
108.24
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Market Median – Grades Analysis 
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Grade Start Range 
Min $

Market 
Job Rate Range Max $

Market 
STVP % 
where 
eligible

Market Total 
at Target Range Min $ BPI Job Rate Range Max $ STVP% BPI total cash 

design

Mkt Variance 
(i.e. % to go up 

to market - 
Base)

Mkt Variance 
(i.e. % to go up 

to market - 
Total Cash)

14 1151 $170,700 $189,700 $208,700 20% $222,100 $170,010 $188,900 $207,790 20% 226,680$     0% -2%
13 950 $149,200 $165,800 $182,400 17% $188,600 $131,580 $146,200 $160,820 15% 168,130$     13% 12%
12 784 $132,300 $147,000 $161,700 16% $161,200 $115,740 $128,600 $141,460 15% 147,890$     14% 9%
11 655 $117,500 $130,500 $143,600 12% $139,400 $104,130 $115,700 $127,270 10% 127,270$     13% 10%
10 552 $105,800 $117,600 $129,400 7% $121,800 $92,970 $103,300 $113,630 5% 108,465$     14% 12%
9 472 $98,800 $109,800 $120,800 7% $112,200 $94,442 $104,935 $115,429 4% 109,132$     5% 3%
8 404 $94,100 $104,500 $115,000 7% $107,600 $89,690 $99,656 $109,622 4% 103,642$     5% 4%
7 346 $86,200 $95,800 $105,400 6% $99,500 $80,188 $89,098 $98,008 4% 92,662$       8% 7%
6 297 $78,100 $86,800 $95,500 6% $89,600 $71,558 $79,509 $87,460 2% 81,099$       9% 10%
5 256 $73,400 $81,600 $89,800 5% $83,100 $67,098 $74,553 $82,008 2% 76,044$       9% 9%
4 221 $70,100 $77,900 $85,700 5% $79,700 $60,699 $67,443 $74,187 2% 68,792$       16% 16%
3 191 * * * $56,723 $63,026 $69,329 2% 64,287$       N/A N/A
2 165 * * * $53,135 $59,039 $64,943 2% 60,220$       N/A N/A
1 143 * * * $50,033 $55,592 $61,151 2% 56,704$       N/A N/A

BPI Current Salary Structure

Notes:
− Data for bands 3 and below is not available (i.e. less than 4 organizations had jobs at this level – there 

is a high probability jobs at this level are within the bargaining units and not in the KF database). 
− All data are effective May 1, 2019
− Ultimately, from the analysis KF recommends an increase in (1) the STVP % target and (2) the BPI 

compensation ranges





CONFIDENTIAL
NOT FOR DISTRIBUTION 

BPI will:
 Aspire to be competitive with the 50th percentile (median) of their more relevant peer group 

(Note: market data for Grade 1 – 3 are assumed)
 Adjust base salary ranges
 Adopt a higher STVP % to align with organizations that provide STVP

BPI: Market Decisions
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Grade Range 
Min $

Market 
Job Rate Range Max $

Market 
STVP % 
where 
eligible

Market Total 
at Target

New 
STVP %

STVP 
Change

Band 
Change

BPI Target 
Total

Market Total 
at Target

1 $50,000 $55,600 $61,200 5% $58,101 5.0% 3% 0% 58,380$       $58,101
2 $53,100 $59,000 $64,900 5% $64,557 5.0% 3% 0% 61,950$       $64,557
3 $59,900 $66,500 $73,200 5% $71,730 5.0% 3% 6% 69,825$       $71,730
4 $65,700 $73,000 $80,300 5% $79,700 5.0% 3% 8% 76,650$       $79,700
5 $73,400 $81,600 $89,800 5% $83,100 5.0% 3% 9% 85,680$       $83,100
6 $78,800 $87,500 $96,300 6% $89,600 5.0% 3% 10% 91,875$       $89,600
7 $86,000 $95,500 $105,100 6% $99,500 7.5% 4% 7% 102,663$     $99,500
8 $94,500 $105,000 $115,500 7% $107,600 7.5% 4% 5% 112,875$     $107,600
9 $101,300 $112,500 $123,800 7% $112,200 7.5% 4% 7% 120,938$     $112,200
10 $108,000 $120,000 $132,000 7% $121,800 7.5% 3% 16% 129,000$     $121,800
11 $117,000 $130,000 $143,000 12% $139,400 10% 0% 12% 143,000$     $139,400
12 $132,300 $147,000 $161,700 16% $161,200 15% 0% 14% 169,050$     $161,200
13 $148,500 $165,000 $181,500 17% $188,600 15% 0% 13% 189,750$     $188,600
14 $170,100 $189,000 $207,900 20% $222,100 20% 0% 0% 226,800$     $222,100
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Chart - BPI: Market Position & Impact
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Implementation – Impact Analysis
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If BPI adopts the market-based structure and adjusts all bands, and implements the 
suggested STVP targets, which align the organization with the 50th percentile of the 
market, BPI will need to consider:

 Compensation for 5 incumbents (“green circled”) due to market adjustments.  Cost:  
$19,042

 Compensation for 3 incumbents due to their roles being adjusted up in the organization 
(i.e. job has increased in scope of responsibility) or the job is new to the organization.  
Cost: $27,128

 Note: No executive compensation requires adjustment as a result of this review
 Allocate an additional $72,000 estimated for the STVP payout (only to be paid if all 

performance metrics achieved, and, each incumbent eligible for payout has achieved 
individual performance rating required)
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 Pay equity is an all-inclusive principal – pay equity laws have a narrow focus and were 
passed to redress the gap that exists between women’s and men’s wages and any 
systematic discrimination of the value of work

 Ontario’s pay equity Act was passed in 1987 and applies to all employers with 10 or more 
employees in Ontario that are provincially regulated

 Compliance with the act is accomplished via employer self management, but the Pay 
Equity Commission is empowered to investigate complaints and audits organizations in 
Ontario on a regular basis

Pay Equity: Overview
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Additional Information Available at:  www.payequity.gov.on.ca
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Job evaluation is
 A measuring stick: a way to compare the 

relative contribution of a job to the 
organization against a standard set of 
criteria

 A process for measuring the intrinsic value 
of work in the organization

 Focused on the job as it is currently 
designed

 A method to facilitate pay comparisons to 
the external labour market and develop pay 
structures and programs

 A good tool for:  clarifying job 
accountabilities, organizational structure and 
identifying career paths through / across job 
families and assist with succession planning, 
enabling compliance with legislation

Job evaluation is NOT
 The process of determining pay for a 

position only or specific incumbent

 An assessment of the person in the job (or 
their credential, or their performance)

 An absolute and scientific measure of job 
value

 A process that takes place in isolation –
context is important

 A speculation of what a job “should be” –
jobs are evaluated as they exist currently

Generally:  What is job evaluation?
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 The Korn Ferry Hay Guide Chart – Profile MethodSM is the most widely used process in the world 
for evaluating jobs

 It is currently used by more than 4,000 organizations in all industries, to evaluate any type of job

 Developed by Edward N. Hay and partners, working with clients in the early 1940’s and 1950’s 
and has been modified over the years to reflect the changing needs of organizations

 Because the Korn Ferry Hay Guide Chart - Profile MethodSM is conceptual, it can measure any 
kind of work or structure provided the evaluator understands the nature of the work and how the 
jobs relate to one another

 The primary focus is on achieving job and organization understanding; the evaluations simply 
reflect this understanding

 Weber’s study – 15% is a “just noticeable difference” in job content

Korn Ferry Hay Guide Chart – Profile MethodSM
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 Measures the following four factors:
− Physical effort
− Physical environment
− Sensory attention
− Mental stress

 Intensity, duration, and frequency are 
always taken into account

 A broad, general definition of each factor 
is given, followed by examples

 Other factors may be taken into account, 
provided they are applied in a consistent and 
gender-neutral fashion

 A reasonable match between the person and 
the job is assured, in all respects: intellectual, 
physical, emotional

 It is further assumed that all reasonable steps 
have been taken, by both the employer and 
the employee, to minimize undesirable 
working conditions, what remains is 
unavoidable

Working Conditions:  The “context” of the job
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Summary of redacted information on Page 14: 
Level Graded Positions 

14
13
12
11
10
9 5
8 8
7 3
6
5
4
3
2
1

*job bands with fewer than three jobs have been aggregated

3*

6*




