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Your Dedicated MTCS Team
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Carly Radics
Relationship Manager

Bill Strobl
Product Management Team Leader

•

•

•

North American 

Customer Service
A centralized team to ensure overall 

consistency in approach and maximum 

support for our survey clients. 

• Providing a point of contact for general 

queries and support

• Assist with job matching and data 

submission queries, if required

• Provide training and daily support with 

Mercer Data Connector, Mercer WIN®, 

survey tools, methodology 

• Orders and invoicing

•

•

•
P | 1 800 333 3070

E | surveys@mercer.com
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Economic Outlook Energy in Canada
Bull market on Canadian oil
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Canada now produces about 

eight million barrels-of-oil-

equivalent per day, making it 

the fourth-largest 

hydrocarbon jurisdiction in 

the world after Russia, Saudi 

Arabia and the United 

States.

Western provinces and Newfoundland

and Labrador are the prime 

beneficiaries.

Alberta accounts for 80 per cent of all 

Canadian production.

6



Economic Outlook Energy in Canada
A lot has changed in 12 months
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The price of WTI crude oil as 

of March 08, 2022 

is $123.70 per barrel.
Dropped to 108.70 on March 9, 2022.

7

At the beginning of last 

year’s survey cycle in 

March 2021 the price of 

WTI crude oil 

was $22.30 per barrel.

This bull run of oil and gas prices is very different in character and scale from those in the past. 

On the supply side, it’s a massive reversal of fortune for the oil and gas industry in Canada. 



Economic Outlook Energy in Canada
Salary increase budgets follow the price of oil
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Inflation is a theme in 2022 driving compensation considerations
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General Industry: National General Industry: Greater Calgary MTCS - All Companies (Office Employees)

Updated as of Q1 2022 average salary 

increase budget excld 0 for the MTCS 

community is 3.3%



Economic Outlook Energy in Canada
What is different today than prior high oil price environments
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Combined oil and gas 

production has grown 35 

per cent since 2007, 

mostly on the back of 

the oil sands expansion 

between 2012 and 2019. 

Canada now produces 

about eight million 

barrels-of-oil-equivalent 

per day, making it the 

fourth-largest 

hydrocarbon jurisdiction 

in the world after Russia, 

Saudi Arabia and the 

United States.

The last time oil poked its head 

above US$80/barrel, the 

Canadian dollar was headed 

toward parity. Today, the loonie

is around 80 cents to the US 

dollar and is less impacted by 

the price of hydrocarbons.

If the loonie holds around 80 

cents while the price of oil goes 

up in US dollars, producers will 

realize 25 per cent greater 

revenue in Canadian dollars 

compared to the last bull run

Problems with takeaway 

capacity have been a problem 

over the last 10 years. Since 

then, pipe and rail export 

capacity has expanded. At the 

same time, production growth 

has substantially eased. So, 

for now, the grid of North 

American oil transport can 

take away Canada’s oil 

production without constraint.

Canadian oil prices now reflect 

unconstrained differentials, 

unlike the prior decade 

characterized by volatility and 

periods of steep discounts.

Thin margins have 

sharpened commercial plans. 

Persistently low commodity 

prices over the past half-

dozen years, combined with 

pressure to reduce carbon 

emissions through efficiency 

gains, have prompted 

hydrocarbon producers to 

significantly lower their costs.

Higher revenue and lower 

costs are yielding greater 

profitability.

The buyout of foreign 

multinational interests — for 

example Statoil, Chevron, 

Murphy Oil, Marathon Oil, 

Devon, Shell, Husky and 

ConocoPhillips — by 

Canadian corporations has 

repatriated decision-making 

power around these assets 

into downtown Calgary. 

Suncor, Cenovus and 

Canadian Natural are now the 

big beneficiaries of these 

acquisitions. Cash flow 

generated by the Canadian oil 

and gas industry, especially 

from the oil sands, is more 

contained. Profits being 

generated from local 

resources won’t be sent out 

the back door to foreign head 

offices.

©2022 Mercer LLC.

Repatriation of Influence
Lower CostsMarket AccessExchange RateHigher Output

Source: Financial Post Peter Tertzakian Publishing date:Jan 25, 2022

https://financialpost.com/commodities/energy/oil-gas/peter-tertzakian-this-oil-bull-market-is-already-a-cash-flow-bonanza-for-canada-and-it-has-room-to-run
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Economic Outlook Energy in Canada
Economic security and trading partners disrupted 



People, skills, culture, pay, expectation
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Economic Outlook Energy in Canada
Industry outlooks understate and did not forecast current demand

Source: PetroLMI abour Market Outlook 2021 - 2023

Typically the energy industry pulls 

the compensation lever first when in 

growth mode. 

Base salary

Short Term Incentives

Retention Bonus

Sign on Bonus

But what will you do to stand out?
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Demographic profile foreshadowing 
challenges for the energy sector.
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% of 2021 age group 

by job family 

Corporate Engineering & Science

IT Operations, production, skilled trades

Project management Sales and marketing

Supply chain

+30%
of the workforce 

representing the age of 

50+ is expected to retire in 

the next 10 years

Observations
• While the Millennials and Gen Z make up 

38% of the energy workforce today, there is 

a notable gap from pre-covid (17% 

decline). 

• The other spectrum of the age group 50 -

55 also shows notable loss of the 

senior/tenured incumbents by 10% in the 

matter of 2 years.

• +20% of the Operations/skilled trades 

workers are expected to retire in the next 

10 years but current percentage of 

operation/skilled trade workers represent 

only 8%
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https://www.instagram.com/reel/CadUvA8gfmi/?utm_medium=share_sheet

14

Today’s HR Challenges in a Nutshell

https://www.instagram.com/reel/CadUvA8gfmi/?utm_medium=share_sheet


Characteristics of Gen Y

• People of Gen Y can be described as self-confident and ambitious. Sometimes folks think that they are not self-confident but rather 

arrogant. Success in Millennials careers’ is not as important to them as their family and their friends are. Moreover, they are searching for 

new challenges and they have high expectations. Gen Y often has excessive expectations, so it turns out that reality is worse than their 

expectations are. People will be unhappy in that case.

• Some other characteristics of the Generation Y are:

• They are looking for a good work-life balance, flexible working hours and strong diversity policies.

• They also expect to rise rapidly through the organization and move up the ladder very fast.

• Corporate Responsibilities have to meet the expectations of the Millennials or they will leave their employer.

• They grew up with new technology. Consequently, they are affine to the digital world and they will take advantage of it.

• People of Gen Y are image-driven. So it is important for them to represent their image via personal statements or something else.

• Personal learning and development are more important for them than financial rewards.

• Constant use of social media/social networks anywhere at any time is striking.

15

Positioning to attract generation Y (25 -40) to Oil and Gas

Canadian energy has not been successful in attracting the female 

work force. Female representation remains between 27-29% among 

the MTCS community.

Source: https://www.pewresearch.org/



• Head count change

• M&A impact

• Asset change of hands 

• Salary increase vs. decrease by job

• New COVID impact job demand change

• Fresh eyes on policy

• New benchmarks for benefits

Question 1 of 5



Question 2 of 5
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Understanding the needs of the workforce is a critical aspect of creating a differentiated program offering; by 

relying on benchmarks only, organizations fall into the trap of the “race to the middle”.

Demographic Shifts

• Aging workforce

• New generations

• Increased diversity

Unmet Needs of Your 

Workforce

What’s keeping your 

employees from being 

their best?

How can you deliver 

more value through 

program offerings?

Pandemic Impact

• Shifting in life and 

work values

• New stressors

18

What’s needed now is a strategic reset

If you’re competitor-

focused, you have to 

wait until there is a 

competitor doing 

something, being 

customer-focused 

allows you to be more 

pioneering.

– Jeff Bezos
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Why

Basic Needs: 

Pay, Benefits, Security

Retention

Pay and benefits in exchange for 

commitment

L O YALT Y  C O N T R AC T
( 2 0 T H  C E N T U R Y )

Psychological Needs:

Achievement, Camaraderie, Equity

Contribution

Intrinsic rewards in exchange 

for effort

E N G AG E M E N T

C O N T R AC T ( P R E - P A N D E M I C )

Well-being Needs: Physical, 

Mental, Emotional, Financial

Sustainability

Healthy experiences in exchange 

for sustainable performance

L I F E S T Y L E  C O N T R AC T
( T H E  N E W  C H A P T E R )

And they want a new deal
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What do your employees value the most right now?

Compensation Benefits

Careers Well-being

Purpose

Culture

Flexibility



Question 3 of 5



Question 4 of 5



Question 5 of 5



Find out what your employees want & need

1) Data Trends

2) Dialogue

4) Design & Refine

HRIS Data

3) Discovery

Virtual Focus 
Groups

Unmet 
Needs 

Assessment

Conjoint 
Survey

Top 3 factors that would attract 

you to a new employer:
Top 3 cause for employees to 

consider leaving their current 

employer:

55%
My pay and benefits 

are sufficient

68%
Better pay or benefits

1 1

38%
More convenient 

location

34%
I am ready to stop 

working

33

53%
Better flexibility/work 

life balance

49%
I feel burnt our due to 

a demanding workload

22

24
See Mercer’s Inside Employees’ Minds Report 

https://www.mercer.us/our-thinking/career/inside-employees-minds-report.html
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Eight emerging EVP trends

making it PERSONAL

Use of choice in rewards

Tech media company providing more 

choice in compensation – allowing 

employees the option to choose the 

amount of salary they want to receive 

in equity

focus on FUTURE

Digital career exploration

Software company providing 

employees with a digital platform for 

exploring career paths and identifying 

jobs that match their skills and 

interests

INCLUSIVE benefits

Enhanced reproductive benefits

Financial services company providing 

fertility and surrogacy benefits to 

enhance access of reproductive 

benefits to same sex couples

more TRANSPARENCY

Radical transparency

Social media company publishes a 

salary calculator on its website for 

employees and candidates to access

culture of CARE

Health Centric Culture

Auto company Recruited a Chief 

Medical Officer to create a sustainable 

culture of health. Various health tools 

are offered, including biometrics, 

personal health reviews and family 

health centers.

ENGAGING experiences

Experiences for Recognition

Tech company utilizes Blueboard to 

recognize employees with curated 

experiences such as sky diving, 

cooking classes or weekend getaways 

making it EASY

Finances at your fingertips

Retailer employees can get access to 

an app (called Even) which allows 

them to cash out early on a paycheck 

and access financial budgeting tools

focus on FAMILY

Parental leave for all

Online retailer provides employees not 

only with a generous time off, but a 

ramp back program as well as a leave 

share program to pay for a spouse 

without paid leave

2

5



Survey Overview



Copyright © 2021 Mercer (Canada) Private Limited. All rights reserved. 27

2021 Canada MTCS Demographics
Overall

171 (+33%)
No. of Distinct 

organizations

96,846 (+3%)
No. of incumbents

212 (+27%)
No. Organizations 

including all Entities

131 entities (62%) of participants are the same as 2020.

32 (+129%)
Utilities organizations 

reported

10 (+150%)
Chemical organizations 

reported
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2021 Canada MTCS Demographics
Industry Representation

32%

10% 8%
13% 15%

5%

40%

11% 9%
14%

8%
2%

2021 2020

Fully integrated/ 

E&P

Pipeline/ 

Midstream

Downstream Services and 

Drilling

Utilities Chemical



Survey Overview
Survey Submission Sessions
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March 8
MTCS Participation Kick Off 

and Compensation Trends

Today’s session!

March 15
Job Matching and Data 

Element Fundamentals for 

Surveys in Mercer Data 

Connector

Insights on Mercer Job Library 

architecture, job matching, 

data elements, and your 

submission.

March 31
MTCS Job Matching Session

Dig into job matching to 

uncover answers to all your 

questions from Mercer and/or 

your peers. We will walk 

through job matching basics, 

review job matches and 

leveling for key groups and job 

families, cover specific industry 

matching considerations, and 

clarify common questions. 

March 29
Using Mercer Data 

Connector for Survey 

Participation

Technical training on Mercer 

Data Connector.

April 13
MTCS Survey Submission 

Strengthening

An opportunity to check in to 

see how your data submission 

is going and address FAQs 

around job matching/levelling, 

org data, LTI, and policy, and 

any choke points of data 

submission.

1 2 3 4 5

Can you please let me know when you are having an event? I missed an event and would like to hear the 

recording? How can I register for an upcoming event?

imercer.com/ca/canadaevents

imercer.com/us-events

https://www.imercer.com/ca/canadaevents
https://www.imercer.com/us-events
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Survey Overview
Highlights

Two year anniversary!

Second year using Mercer Data Connector (MDC) to 
power the data submission process.

2021 Participants

For companies that participated last year, their data 
will be pre-populated in MDC.  Both employee (jobs 
and data, no pay data) and policy data will be pre-
populated (not all fields though).

Policy Makeover

Ever get tired of the same old? We are looking to give the 
MTCS Policy a makeover, and we need your help to do it! 
We are creating a Policy Committee from CA MTCS 
companies to work with us to review and update the 
Policy Survey.  

If you would like to be part of this group, please connect 
with Carly Radics.

Data submission

The data submission deadline is moving up to May 6.  
It is very important to get your data into MDC and 
submitted by this date…but you don’t have to wait to 
participate!  The earlier you start, the more Mercer can 
help you.

Data effective date is April 1. 

Results publication date

The best news is yet to come! We are targeting for 
August 31 results publication. 

Pricing

No price increase for 2022 for any CA MTCS 
purchase (All Modules, Core, Choice or Optional). You 
get to enjoy 2021 pricing for another year.

Learning & information resources
Mercer Resources Center is the first-ever one-stop-shop providing Compensation and Rewards survey clients with a complete library of training and information resources. It is a 

dedicated space with access to all resources needed for enrolment, survey participation, making an order, survey final results use, and more! Whatever the goal is – be it to 

understand how to create a report in Mercer WIN, how to upload a file in Mercer Data Connector or learn why survey participation matters – Mercer Resource Center is tailored to 

provide the knowledge you can rely on. 

mailto:carly.radics@mercer.com
https://resources.mercer.com/
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Mercer Job Library 2022 enhancements



Jan Feb Mar Apr May Jun Jul Aug Sep Oct

Planning

• Campaign opens 1

• Session 1: Participation Kick-off 

and Compensation 

Trends
10

• Sessions 2: Job Matching 31

• Mercer Data Connector sessions 8, 29

• Session 3: Survey Strengthening 13

Data collection

• Data Effective Date 1

• Incumbent submission deadline 6

• Policy submission deadline 6

Results

• Survey results published 31

• Policy results published Sept

• Results meeting TBD

Survey Overview
2022 Timeline



Survey Overview
Survey Data Elements
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Total Remuneration

Annual 

Base Salary

Monthly base salary: 

The monthly base salary 

excluding all allowances that 

your incumbent receives from 

your organization

Number of month paid: 

The number of times the 

incumbent receives a basic 

monthly salary in a full year, 

including fixed/guaranteed 

bonus

Annual 

Fixed Allowance

Transportation allowance: 

The monthly fixed allowance for 

transportation

Position/Job based allowance: 

The monthly fixed allowance 

for holding a position

Meal allowance: 

The monthly fixed allowance for 

meals

Skill allowance: 

The monthly fixed allowance for 

a specific skill/license

Other monthly allowance: 

Other monthly fixed allowance 

not listed above

Annual 

Variable Cash

Variable bonus: 

All payments which were 

associated with individual, team 

and/or corporate performance

Sales incentive bonus:

All payments which were 

associated with sales 

achievement

Other bonus:

All payments which were 

associated with other bonus 

scheme

Long-term Incentives

• Shares/Stock

• Restricted Shares

• Shares/Stock Options

• Share Appreciation Rights

• Long Term Cash

Total Direct 

Compensation

Total Cash 

Compensation

Total Guaranteed 

Cash Compensation
Base Salary



All Modules (all choice and core modules) = $14,125

Core Package: All Core Modules + 1 Choice Module = $7,600

Additional Choice Modules = $1,825 each

Optional Modules = $1,825 each 

Additional WIN® User(s) = $220 each

The Benefits module is conducted in alternate years. Next version is 2023.

Note: All prices shown in CAD.

Survey Overview
Canada MTCS Modules and Pricing



Survey Overview
Module Descriptions
Survey Overview

Choice Modules

• Upstream and Midstream – Includes the exploration, production, and transportation of oil and gas materials 

prior to the refining process.  Examples of the jobs in this module include geologist and geophysicists, and 

exploration and production managers and executives.  

• Downstream and Oilfield Services – Includes executive, management, an professional roles specific to the 

downstream sector, and oilfield services roles.  Also covers the technical and non-technical sales roles that 

are common in both segments.  Examples of jobs include refinery managers, product plus category 

managers and field service supervisors.

• Utilities – Roles specific to the utilities sector including rate analysts, service dispatchers, and transmissions 

and distribution roles.  Includes renewables.  

• Field/Hourly – Non-management positions in non-corporate and office environments (oil fields, plants, 

refineries, along pipelines).  Examples include maintenance/trades positions, plant operators, field operators, 

and lab and chemical technicians.

36



Core Modules

• General Benchmark – This module includes general benchmark roles across many functional areas that 

most companies have in Finance, HR, IT, Legal, etc.

• Cross Segment – This module includes core jobs in upstream, midstream, downstream, and utilities 

environments such as engineers, joint ventures representatives, health, safety, and environmental positions, 

and technicians and technologist roles.  

• Policies – This module includes information on company policies and practices throughout the organization.  

The questions in this module are included based on company requests.  

Optional Modules

• Energy Trading – Key functions and sub-functions in energy trading including settlement and 

reconciliations, origination, risk management, and quantitative analysis.  The focus is on trading positions 

with specific data elements to capture trading bonus.  An energy trading policy tab supplements the comp 

data with additional insights on incentive program management.

• Field/Hourly Policy - This module includes information on company policies and practices for the 

Field/Hourly population. The policies are shown as site specific.

37

Survey Overview
Module Descriptions



Mercer Data Connector 
(MDC)
More details in the Appendix



It just takes a few steps to access Mercer Data Connector

First, receive a 

personal Invitation 

to Participate

Then, login or 

create a new 

account



What can we do since our previous contact left the organization and they have access to our 

purchased surveys? What can we do if our MDC admin is no longer with the organization?

Contact Change Form – use this form when you need to have your survey access transferred. This form can 

also be used if the MDC admin is no longer with the organization. 

If the MDC admin is still with the organization, the admin should change the participation requirements within 

MDC. These don’t need to be handled by Mercer.

My company is new to participation in Mercer MDC surveys. How can I participate?

Mercer Data Connector Form – this form should be used for organizations that have not participated in the 

past two years.

Who do I contact for help?

The Mercer North American Customer Service team

P | 800-333-3070

E | surveys@mercer.com

40

Links to Client-Ready Resources

https://legato.mercer.com/jfe/form/SV_byeG1YbnlX6fDh4
https://legato.mercer.com/jfe/form/SV_8xq2c4g3mo0fGo6
mailto:surveys@mercer.com


resources.mercer.com 
All in one place!
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resources.mercer.com


•

•

•

•

•

Timing is variable based on each 

company’s salary increase timing

Mercer Data Connector 
www.imercer.com/mercerdataconnector

May 6

March 15

March 1



Job Matching



Job Matching
Overview

MTCS has its own job matching booklet this 

year.  It covers Canada and US MTCS jobs for 

those companies that participate in both 

countries. 

Match your jobs to only one survey job. 

Match as many jobs as you can, but it is not 

expected that you will match all of your jobs.

Read and understand the Mercer Job Library 

codes and content.

For matching executives, the organization 

type and geographic responsibility are very 

important.

Only match jobs your are confident matching.

Some jobs have special matching 

requirements or collect additional data.  Make 

certain to reference the materials for proper 

matching.

44

MDC contains the full Mercer Job Library, so 

the system may recommend matches that are 

not part of MTCS.  If you only want to match 

to MTCS jobs, use the MTCS Job Matching 

Booklet. Some jobs may be available in other 

Mercer surveys (e.g. MBD), so match it if you 

need the data.
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Start with matching your Executives
To locate all of the possible Executive positions, in the Job Catalogue tab, filter column M, Career Stream, for “Executive.” 

Match your industry specific jobs
Within the MJL Specializations & Levels or Job Catalogue tabs, filter the columns to the right, depicting the positions covered in each module.

Match your general industry jobs
The jobs across many functional areas that most companies have in Finance, HR, IT, Legal, etc.

Need more?
More information about matching in on the Instructions tab.

Job Matching
Matching Order

1

2

3

4

5

Take a “top down” approach
Start matching from the most senior positions for each area of your business and then work down.
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MTCS Job Matching Booklet. 

Matching Your Positions

• Confirm your understanding of 

your organization’s jobs. 

Discuss matches with line 

managers, peers, and Mercer.

• Match each incumbent to one 

Library job only.

• Match on content, not: Job title 

or Individual in the job.

A Good Match

• Incumbent may not perform all 

functions from survey 

description.

• Good match represents 80%-

120% of Library job.

• If one or more main 

responsibilities from survey 

description are not part of 

your position, another match 

may be more appropriate.

Hybrid Jobs

• Some jobs are too unique to 

match 

(e.g. incumbent working 50% 

in marketing and 50% in IT).

• Exclude such job if it covers 

less than 60% of survey’s job 

content

Job Matching
Guidelines
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Matching Your Positions

• Confirm your understanding of 

your organization’s jobs. 

Discuss matches with line 

managers, peers, and Mercer.

• Match each incumbent to one 

Library job only.

• Match on content, not: Job title 

or Individual in the job.

A Good Match

• Incumbent may not perform all 

functions from survey 

description.

• Good match represents 80%-

120% of Library job.

• If one or more main 

responsibilities from survey 

description are not part of 

your position, another match 

may be more appropriate.

Hybrid Jobs

• Some jobs are too unique to 

match 

(e.g. incumbent working 50% 

in marketing and 50% in IT).

• Exclude such job if it covers 

less than 60% of survey’s job 

content

MTCS Job Matching Booklet. 

Job Matching
Guidelines
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Matching Your Positions

• Confirm your understanding of 

your organization’s jobs. 

Discuss matches with line 

managers, peers, and Mercer.

• Match each incumbent to one 

Library job only.

• Match on content, not: Job title 

or Individual in the job.

A Good Match

• Incumbent may not perform all 

functions from survey 

description.

• Good match represents 80%-

120% of Library job.

• If one or more main 

responsibilities from survey 

description are not part of 

your position, another match 

may be more appropriate.

Hybrid Jobs

• Some jobs are too unique to 

match 

(e.g. incumbent working 50% 

in marketing and 50% in IT).

• Exclude such job if it covers 

less than 60% of survey’s job 

content

MTCS Job Matching Booklet. 

Job Matching
Guidelines



Job Matching Booklet

49

- The Job Matching Booklet is not locked or restricted.  There are a variety of ways you can 

change the view to help you find what you are looking for.

- Use filters on each column to search for key terms.

- Also use the + at the top to expand the columns you can filter on.  

- Make certain to review the new jobs to determine if you can match.
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Single catalog 

and job 

structure

Based on “nature of work”

across Mercer’s thousands of 

surveys; supports emerging 

and mature markets, large and 

small companies, and different 

industries.

Clear 

relationships 

between jobs 

Allows mercer to provide 

appropriate alternatives, 

through the data roll-ups, 

when insufficient data exists.

Adapt quickly to 

market trends and 

client demands 

Adding new jobs into the 

global catalog structure 

becomes easier and more 

regular, to deliver data to the 

market, faster.

One TRS job list 

across all 

countries 

Simplifies and 

standardizes our global and 

regional surveys and the 

market data for our multi-

national clients.

Technology-driven, 

client experience 

improvements 

Data collection and product 

delivery processes enabled by 

the library’s standard job 

architecture.

Mercer Job Library
Key benefits
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Career 

stream
(1-DIGIT ALPHA)

Professional - P

Career

level
(2-DIGIT)

Experienced - 20

SMP . 04 . 065 . P20

Family
(3-DIGIT ALPHA)

Sales, Marketing & Product 

Management

Sub-family
(2-DIGIT)

Product Marketing & 

Management

Specialization
(3-DIGIT ALPHA)

Social Media Marketing

Organization level 
Represents a specific type of work at a 

specific Career Level.

Clients match to “Jobs” during the data 

submission process.

Family
Summarizes Jobs with 

distinct-yet-related disciplines 

or departments.

Sub-family
Summarizes Jobs within a 

Family that have a distinct 

branch or discipline of 

knowledge.

Specialization
Summarizes tasks/type of 

work performed, 

regardless of 

organization level.

Mercer Job Library
Smart Job Coding
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N
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o
rk

Job Family

Sales, Marketing 

& Product 

Management

Sub-family

Product Marketing 

& Management

Universal 

Navigation 

Group
Digital/Internet 

Marketing

Specialization

Social Media 

Marketing

• E-commerce/Online Shopping 

Marketing

• Web Content Marketing

• Search Engine Marketing

• Push Content Platform Operations

• Digital Marketing Metrics Analysis

• Digital/Media Brand Management

+

H
ie

ra
rc

h
y
 o

f 
w

o
rk

Jobs (Specialization + Career Level):
Social Media Marketing - Experienced Professional (P2)

Job matching 

to library job
Career

Stream & Level

Experienced Professional (P2)

Mercer Job Library
Nature of Work Structure
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Job

Hierarchy of work

Nature of work 

What do you need to 

know?

+

=

How do you apply your 

knowledge?

SMP.04.065.P20

Social Media Marketing – Experienced Professional (P2)

Description:

Social Media Marketing is focused on building a social media site presence to 

increase product/brand awareness, drive traffic to product/brand social media 

pages, and encourage potential customers to join product/brand social networks 

including:

•Conducting market research to identify the social media sites and promotional 

tactics of most interest to target customers

•Developing and implementing social media promotions, contests, 

informational/entertaining content, etc. to encourage potential customers to join 

product/brand social networks and share content with others

•Developing and updating social media page content (e.g., blogs, e-books, 

games, videos, product reviews, training/reference materials, technical white 

papers, webinars, etc.) •Monitoring product/brand social networks, responding 

to questions, and collecting feedback on current and potential future products

An Experienced Professional (P2) applies practical knowledge of job area 

typically obtained through advanced education and work experience. 

Responsibilities typically include: 

• Works independently with general supervision. 

• Problems faced are difficult but typically not complex. 

• May influence others within the job area through explanation of facts, policies 

and practices

Mercer Job Library
Job is Combination of Nature and Hierarchy of Work
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1
What type of executive are you matching? 

A. Organization Head

B. Function Head 

C. Sub-function Head  (follows simplif ied method)

2
Which specialization describes the nature of the role that the incumbent holds? There are three CEO Specializations in 

the MTCS

A. Chairman of the Board (Non CEO)

B. Chairman of the Board and CEO

C. Head of Organization (CEO)

3
Determine the organization type that the incumbent works for

A. Parent

B. Subsidiary

C. Division(s) – remember, Multi -Prof it Center (MPC)/Group is part of a division now.

4
Determine the job’s geographic responsibility

A. Global      (multi -region)

B. Regional   (multi -country) i.e. North America, APAC

C. Country    (single country)

5
Match your incumbent to the correlating E level/code

Each CEO specialization has four  levels (E5, E4, E3, E2) depending on organization type and geographic responsibil ity. Match

the code accordingly.

Organization Head

Function  
Head

Function 
Head

Executive Matching
Start with your CEO



Executive Matching
Definitions of organization types



Global

(multi-region)

Regional 

(multi-country)

Country

(single country)

Executive Matching
Geographic Responsibility
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Executive Matching
Example – Head of Organization



M50

a Senior Manager II (M5) typically 

manages multiple teams led by Senior 

Managers and Managers. 

Consider…

your pay structure when using this level. Is 

it an executive pay structure? If, yes map 

to an E level. If it’s a  Manager pay 

structure consider M50 or M40.

Note:

some companies have 

Head of Org, Head of Function and then 

M40. This would be considered normal.

Use M50 with discretion. 

M50 Typical Titles

AVP, Sr. Director, General Manager

At the February 2020 executive matching sessions, 

as a group, we decided to not utilize M50 for any 

executives:

• Keep all your executive matches to the E career 

stream levels

• If you are considering M50 match, consider how 

their variable pay is structured. If it is based on 

executive pay structure, then match to the 

executive career stream levels.

• Most organizations at the session decided that 

they do not have M50 level.

Executive Matching
M50 level



• Only applies to Oilfield Services Operations.

• Typical levels and matching guidelines here have been established by key players in the market to assist with 

streamlined and consistent job matching across different regions

• Please note that there may be additional levels that are available but please refrain from using them as they are not 

typical/prevalent in the industry. 

• To capture trainee level for Field Service Engineering - Oilfield Services (Oil & Gas), additional data input is required.

Field Service Equipment/Tool Operations -

Oilfield Services (Oil & Gas) DEX.03.007

Field Service Technician - Oilfield 

Services 

( Oil & Gas) ENS.10.087

Field Service Engineering - Oilfield 

Services (Oil & Gas) ENS.03.275

S4

Specialist

Not typical to have this 

level in the field

S4

Specialist

Not typical for most but 

may have 7+ field 

experience

P4

Specialist

Not typical but may have 

9+ years

S3

Senior
5+ years of experience

S3

Senior

Typically 5+ 

field experience

P3

Senior

5+ years of field 

experience

S2

Experienced
2-5 years of experience

S2

Experienced

Typically 2-5 

field experience

P2

Experienced

2-5 years of field 

experience

S1

Entry
0-2 years of experience

S1

Entry

Typically 0-1 

field experience

P1

Entry

Trainees have 0-1 and 

other entry level typically 

have 1-2 field experience

Mercer oilfield services (MOSS) key positions
Job matching guidelines for core field services jobs



Directional Drilling Drilling

Mercer oilfield services (MOSS) specialty flags
Also known as product lines for oilfield services



Annual Field Pay 

Amount

Field pay is defined as payments made to an incumbent for time working in the field 

(onshore or offshore). Include the actual, annualized total of all field pay to that incumbent. 

Note: Required for Oilfield Services. Include everything paid to the employee as variable pay 

– i.e. tool bonuses, job ticket bonuses, service bonus and daily rates. Whatever the 

incumbent gets paid for the job performed in the field.

Field Pay - Day 

Rate

Field pay is defined as payments made to an incumbent for time working in the field (onshore 

or offshore). If provided, please enter the minimum standard day rate for that incumbent. 

Nothing extra, just the base rate.

Annual Number of 

Days in the Field Provide the annual number of days the incumbent is in the field.

At minimum, need this 

information

Mercer oilfield services (MOSS) field pay data input



ENS - Engineers
Matching Notes

1. Independent Contributors map to P 

levels.

2. Engineers who oversee teams map 

to M level.

• If the incumbent holds an 

engineering degree and is 

performing an engineering function 

match them to an engineering job. 

• They must have an engineering 

degree to match to an engineering 

job, but they do not require a P.Eng.

• Tell us in the incumbent 

questionnaire if the engineer holds a 

P.Eng or an advance degree.

• If an incumbent with an engineering 

degree is in a job that is not 

performing an engineering function, 

match them to the job that best 

describes their role.  Do no match to 

an ENS job based on degree alone. 

Match based on the job that best 

describes what they are doing. 

• Enter the education and 

accreditation of the incumbent. This 

data element was added to the 

questionnaire in 2019. This allows 

you to refine by engineers who hold 

P.Eng, Masters, Phd. etc. vs. those 

who do not. 

62

P1+Trainee Experience Flag = This is 

for engineers who may not have 

completed their degree yet and are in 

training and working prior to entry level.

P1 = Level A,  Graduate could be an 

Engineer in Training (EIT) 1 – 2 years.

P2 = Level B, Graduate could be an 

Engineer in Training (EIT) 2 – 4 years.

P3 = Level C,  This is typically the fully 

qualified level / when an engineer 

achieves P.Eng. However, P.Eng is not 

“required” to progress to level C.

This is because not all engineering jobs 

are as reliant on P.Eng to perform the role 

as others. Consider a Software Engineer 

vs. Civil Engineer.

Conversation Starters

• How does your company treat 

incumbents that have an 

engineering degree but are not 

pursuing or do not have the 

P.Eng.?

– Discuss foreign trained 

engineers. How do you 

match and compensate these 

engineers?

– Discuss engineers who are 

not pursuing P.Eng at a 

typical  pace.

• Do you track whether your 

engineers hold a P.Eng? What 

about advanced degrees?

• How do you view Technologists 

Vs. Engineers?

P4 = Level D, A subject matter expert 

based on work experience. This person 

could progress from P4 to and M level. 

P5 = Level E, An expert level could have 

advanced education and would be a 

master in their discipline.

P6 = Level F, Use level F sparingly. This 

level is viewed to be an authority who 

communicates with executives on 

strategic matters.

P6+Guru Experience Flag = There are 

only a few of these experts reported in the 

survey. They are globally renowned 

experts.



Matching Notes

Match your Managers to:

ENS.10.011 Engineering Technologist and 

Technician Management (M1,M2,M3).

Add a Specialty Flag to ENS.10.011 Engineering 

Technologist and Technician Management .

• Chemicals, Drilling, Electrical, Mechanical, 

Asset Integrity, Data Management/Seismic 

Data, Geotechnical/Geophysical, Exploration, 

Instrumentation, Laboratory, Mine, 

Maintenance, Pipeline, Production, Pumping & 

Completions, Quality Assurance, Reservoir, 

Services & Equipment, Solar, Wind

• This approach helps us avoid splitting data 

while still allowing us to see variation in 

compensation as the data strengthens.

• Enter the education and accreditation of the 

incumbent. This data element was added to 

the questionnaire in 2019. This allows you to 

refine data by those who hold accreditations 

vs. those who do not.

63

1. Technicians map to S levels.

2. Technologists map to P levels 

3. Map Managers to ENS.10.011 Engineering 

Technologist and Technician Management . 

(M1,M2,M3) 

Match incumbents who lead professionals 

(Technologists) to M2 and incumbents who lead S 

levels (Technicians) to M1.  If the incumbent 

oversees both levels choose the highest match 

(M2).  Senior Managers match to M3.

Technicians may hold a certificate, but could have 

no formal education at all. 

Technicians can perform technical administrative 

duties, such as filing technical information.

Technologists typically have formal education and 

may have a technical degree or certificate They 

could also hold a technical accreditation.

Conversation Starters

• What do your technicians do vs. 

your Technologists? How are 

these roles defined in your 

organization?

• When you post a Technologist 

position, do you consider 

engineers? If so how do you pay 

them once hired? As an engineer 

or as a technologist?

• Have you matched Engineers 

without P.Eng to Technologist 

roles? Such as Foreign trained 

engineers?

• Discuss the advantages and 

challenges of using the 

specialization job data vs. CORE 

JOB ENS.10.000  when using the 

data 

• DID YOU KNOW: Some 

companies (considering all 

industries across Canada) hire 

technologists who hold 

engineering degrees.  It’s widely 

debated how a Technologist who 

performs the same duties as an 

engineer but does not have an 

engineering degree should be 

paid. Often the debate is 

centered on equity.

ENS.10 - Technicians and Technologists
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Leveling Notes

Lead Hand: Add the lead hand experience 

flag where required: S4+Lead Hand. 

(Lead hand options have been applied more 

consistently for 2020 and WIN refinements to 

isolate these flags have been solved).

NEW  LEVEL ALERT: New levels were added 

to these jobs based on your feedback.

Conversation Starters

• What did you consider when 

matching operation jobs?

• What challenges did you face when 

matching these jobs?

• When you looked at the data was it 

what you expected? Why, or Why 

not?

Gas Plant Operations Management (Oil & Gas) - Senior Manager (M4)

Extraction Plant Operations (Oil & Gas) - Manager (M3)

Extraction Plant Operations (Oil & Gas) - Team Leader (Professionals) (M2)

Mud Operations (Oil & Gas) - Specialist Para-Professional (S4)

Derrick Operations (Oil & Gas) - Specialist Para-Professional (S4)

Radio Operations (Oil & Gas) - Specialist Para-Professional (S4)

Pipeline Operations Management (Oil & Gas) - Senior Manager II (M5)

Field Operations Management (Utilities) - Team Leader (Professionals) (M2)

Field Operations Management (Utilities) - Team Leader (Para-Professionals) (M1)

Metering Operations Management (Utilities) - Manager (M3)

Metering Operations Management (Utilities) - Team Leader (Professionals) (M2)

Water Treatment Plant Operations (Utilities) - Manager (M3)

Water Treatment Plant Operations (Utilities) - Team Leader (Professionals) (M2)

DEX - Drilling Exploration and Operations



PSK - Production and Skilled Trades
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Matching Notes 

Most of the PSK jobs only have the M1 Level.

If you have additional M levels that you would 

like to match for your trades use PSK.05.999 

Other Repair & Maintenance Trades. This job 

offers M1,M2, M3, M4.

Foreman = M1

Sr. Foreman = M2 

Superintendent = M3

Many trades have experience level flags for:

Trainee: Add the Trainee experience flag 

where required: S1+Trainee Flag. (This could 

be for someone working toward their trade 

ticket).

Lead Hand: Add the lead hand experience flag 

where required: S4+Lead Hand Flag. 

(Lead hand  and Trainee options have been 

applied more consistently for 2020 and WIN 

refinements to isolate these flags have been 

solved).

Conversation Starters

• What did you consider when 

leveling your trades?

• Are there trades that level 

differently that others?

• Do you track trade tickets?

• What do you consider when using 

the experience level flags? For 

Trainee? For Lead Hand?



Wrap-up
Key Takeaways and Q&A
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What we expect from you

• Pre-completed online campaign

• Day-to-day support

• Mercer Data Connector webinars

• Mercer Job Library webinars

• Assistance with job matching

• Accurate data reporting and timely delivery

• Local pre- and post-survey meetings including 

developments and trends

• Campaign contact(s) list

• Timely submission by May 6, 2022

• Careful job matching

• Complete data including Company data, LTI plan 

information, and key positions

• Respond to the instant validation prompts in the app

• Mercer WIN® user(s) list

What you can expect from us

Takeaways
A guide to fruitful cooperation



Next webinars to help you with Mercer Data Connector, Job 
Matching and to complete your data submission

Do not ignore Invitation 

to Participate and 

reminder emails up to the 

deadline

For more details and 

registration please 

navigate to:

https://www.imercer.com

/ca/canadaevents

https://www.imercer.com/ca/canadaevents


CA MTCS Team

Contact our North American Customer Care team

P | 1 800 333 3070

E | surveys@mercer.com

Visit MTCS imercer webpage

imercer.com/ca/products/canadian-energy-industry 

Carly Radics, Industry Relationship Manager 

Bill Strobl, Product Manager

Questions after today’s session?

mailto:surveys@mercer.com
https://www.imercer.com/ca/products/canadian-energy-industry
mailto:Carly.Radics@Mercer.com
mailto:Bill.Strobl@Mercer.com


Q&A



Q&A 

Where can we find the most current CA Energy Job matching list to use?

It can be found on the Canada MTCS: Mercer Total Compensation Survey for the Energy Sector page on imercer.com > 

2022 Survey Participation. Click here to access. 

When do I match to MTCS vs. when do I match to MBD?

Always match to MTCS first. If you cannot find a good match amongst the MTCS jobs, look at the broader Mercer Job 

Library (MJL). 

If an employee was included in last year's survey, but has exited prior to April 1, 2022, how should that be handled?

The easiest thing to do is to remove the employee line. 

The jobs that cannot be matched - should we leave them blank?

You have one of two options: (1) you can leave it blank, however, the system will flag this as an error during validation, which

you can ignore; or, (2) you can exclude the employee. Either option will exclude the employee from being submitted.

Questions asked in the chat during the session

https://www.imercer.com/uploads/datasubmission/Others/2022-mtcs-job-matching-booklet.xlsx


Q&A 

Should we match US employees (if we only participate in CAD MTCS/MBD)? 

Yes, you need to create a new US entity and upload your incumbents to that entity. 

Is there a minimum number of matches required for the US survey?  I have less than 20 employees in the US but 

growing and would like to have the data.

No, please match as many employees to the survey as you can.

Can you confirm if the Ontario Society of Professional Engineers (OPSE) jobs are now in MTCS or MBD?

They are now in the Mercer Benchmark Database Engineering and Technology module. Match to MTCS Engineers first and 

some of these jobs will automatically pull into the MBD survey. Through one single submission process you will have met all 

the criteria to achieve participation rates for the MBD survey. The OSPE report will be created from the data from the MBD 

survey.

From the chat during the session



Appendix
Mercer Data Connector, Pg. 52 - 79
Mercer Job Library and Job Matching, Pg. 80 - 85



Mercer Data Connector
Register securely - MSSO



Mercer Data Connectors
Adding users and assigning privileges

Manage Users 

in one place Add new users with a click of 
a button

Edit or delete user



Mercer Data Connector
Easy user access functionality

View User Access 
rights

Assign multiple users 

per section



Mercer Data Connector
Keys to participation - homepage



Mercer Data Connector
Company Data

Click the  Company 
Data tile



Mercer Data Connector
Company Data

R E A L - T I M E  V A L I D A T I O N S



Mercer Data Connector
Company Data – Why it’s important!

Company Data info pulled directly into 

Mercer WIN for custom analysis



Mercer Data Connector
Employee Data

Start Here!

3 Steps



Mercer Data Connector
Employee Data

Choose your 
company(ies)

Download the template



Mercer Data Connector
Employee Data For some participants the 

template has 
pre-populated data.

Interactive guide



Mercer Data Connector
Pre-populated Employee Data template



Mercer Data Connector
Upload your file – drag and drop

Agree to 

Terms and 

Conditions

Save your 

file. Then 

drag and 

drop.



Mercer Data Connector
Changing or updating your data

Have you matched jobs? 

Find a 

mistake?  

Update here!

Once finalized, download a copy of your data for your records



Mercer Data Connector
Validations

You know your data better than 

Mercer!  

Answering the validations leads 

to more comprehensive, detailed, 

and accurate survey results.  



Mercer Data Connector
Validations



Mercer Data Connector
Employee Data – why it’s important! Employee Data info pulled directly into 

Mercer WIN for custom analysis



Mercer Data Connector
Why it’s important – Guaranteed Allowances

Please note: Some data elements have changed since 2021.  

Please reference the Guide tab for additional information on 

updates, changes, and full descriptors of data elements.  



Mercer Data Connector
Allowance Types

• Annual amount of compensation for employees for working offshore

Type of company car 

benefit

Allowance paid in lieu 

of a company car 

(annual)

Vehicle replacement 

term (in years)

Vehicle purchase price 

(including VAT)

Lease/rent cost 

(annual, including 

VAT)

Percentage of fuel 

paid by the 

organization for 

private use



Mercer Data Connector
Employee Data

– New columns for you to report sales incentives data if you have it.

– For energy trading data, please report in the energy trading columns.

Sales incentive 

eligibility

Sales incentive 

(target) as percentage 

of base

Sales incentive 

amount (target) 

(annual)

Sales incentive 

amount (actual) 

(annual)

Sales incentive status 

for non-receivers

Trading bonus 

eligibility

Trading bonus (target) 

as percentage of base

Trading bonus 

(maximum) as 

percentage of base

Trading bonus (actual)
Is the trading bonus 

capped?

Trading bonus cap 

amount



Mercer Data Connector
Specialty Flags



Mercer Data Connector
Specialty Flags

This data is very important for 

key positions.  The data flows 

directly to Mercer WIN and 

allows you to drill down 

further into the data.

Find the full list of Specialty Flags in the 

Job Matching Booklet.  Access the MJL 

Specializations & Levels tab



• 10 - Global

• 20 - Multi Regional (2-5 regions) - New

• 30 - Regional (e.g. Europe) - Updated

• 50 - Multi Country (3-8 countries) - Updated

• 70 - In Country - New

• 80 - District/Zone/State/Locality (part of the country) - New

• Basic chemicals

• Specialty chemicals

Mercer Data Connector
Important Data Elements



Mercer Data Connector
Experience Flags

•

•

•

•

•

•

•



Mercer Data Connector
Important Data Elements

can be used by all segments of the industry but are 

required to ensure we are collecting appropriate allowances at 

Field pay (day rate) 

(required for oilfield 

services)

Field pay (annual job 

bonus) (required for 

oilfield services)

Number of days in the 

field (required for 

oilfield services)

• DEX.03.007 Field Service Equipment/Tool Operations - Oilfield Services (Oil & Gas)

• ENS.10.087 Field Service Technician - Oilfield Services (Oil & Gas)

• ENS.03.275 Field Service Engineering - Oilfield Services (Oil & Gas)



Mercer Data Connector
Important Data Elements

• Important for YOY analysis

• Access the Year over Year Reports in Mercer WIN to see same incumbent analysis, same job 

analysis, and all organization analysis

• Includes sign-on and retention bonus



Mercer Data Connector
Important Data Elements

• LTI section in Incumbents Tab

• Data is collected individually for each incumbent.  Data should be linked with LTI Plans with 

the proper Plan Identifier.

• LTI Plans section 

• Data is collected for each LTI plan provided.  Data is used for both valuations and prevalence 

reports.



Mercer Data Connector
Important Data Elements

• Incumbent Section

• LTI Plan Award identifier

• # of options/shares/performance units/cash award

• LTI Plan Section

• LTI plan identifier

• LTI plan type – determines type of LTI grant

• Grant currency – do not change to local currency

• Grant date – no valuations will be performed without this

• Market price per share on grant date



Mercer Data Connector
Policy



Job matching
It’s as easy as …1, 2, 3

102©2022 Mercer LLC.

• Filter by Industry(ies) to see industry-specific matches

• Include cross-industry jobs

S
te

p
 1

• Filter by Job Family/Sub-family/Universal Navigation Group

• Search for key words and Typical Titles

• Use Match Notes and select specific Specialization

S
te

p
 2

• Executive

• Management

• Professional

• Para-Professional/SupportS
te

p
 3

Select relevant 

Industry(ies)

Determine relevant 

Specialization

Determine Career 

Stream & Level



Job matching 
Industry search available
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Agriculture Automotive

Construction

Cross 

Industry

(TRS)

Education 
Energy & 

Mining

Financial 

Services
Healthcare High Tech Hospitality

Insurance
Life

Sciences

Logistics & 

Transporta-

tion

Media & 

Entertainment

Outsourcing & Global 

Capability Centers

Professional 

Services

Public Sector/

Not-for-Profit

Real Estate
Retail

S
te

p
 1

S
te

p
 2

S
te

p
 3

Select relevant 

Industry(ies)

Determine relevant 

Specialization

Determine Career 

Stream & Level

SEARCH for cross industry or 

industry-specific jobs from the 

full Mercer Job Library!

To strengthen our existing products 

and to allow the creation of new 

industry-specific products to meet 

your needs Mercer follows a 

product agnostic approach for 

job matching and data submission.



Job matching
Matching at the most specific level
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Career

stream

Career

level

Compensation & Benefits - Senior Professional (P3)

HRM . 04 . 001 . P30

Family Sub-family Specialization

Job Family:
Human Resources (HRM)

Sub Family:
Compensation & Benefits (04)

Specialization: 
• Compensation & Benefits (001)

• Compensation (002)

• Executive Compensation (003)

• Benefits (004)

• Total Rewards (005)

• Work/Life & Wellness(006)

• Health & Welfare Benefits (007), etc.

S
te

p
 1

S
te

p
 2

S
te

p
 3

Select relevant 

Industry(ies)

Determine relevant 

Specialization

Determine Career 

Stream & Level



Job matching
Matching at the most specific level
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Career

stream

Career

level

Compensation & Benefits - Senior Professional (P3)

HRM . 04 . 001 . P30

Family Sub-family Specialization

Career Stream:
Professional

Career Level:
• Entry Professional (P10)

• Experienced Professional (P20)

• Senior Professional (P30)

• Specialist Professional (P40)

• Expert Professional (P50)

• Pre-eminent Professional (P60).

S
te

p
 1

S
te

p
 2

S
te

p
 3

Select relevant 

Industry(ies)

Determine relevant 

Specialization

Determine Career 

Stream & Level



Specialty flags
Applicable to industry specializations
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Specialty flag:
A field used to "flag" additional areas of specialization. Only applicable to some industry-specific jobs. Consistent reporting of these flags 

provides more granular compensation data.

Example job:
CSV.02.007.M40

Customer Service (Insurance) - Senior Manager (M4) 

Associated specialty flags:

General Energy Life Pension/Retirement

Prime Broker Property & Casualty Reinsurance 

The Library jobs for which specialty flags are applicable can be found in the job matrix and 

job catalog tabs of the Global Job Catalog.



Job matching
Executive level
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1
Select Type of Executive Role

• Organization Head

• Function Head

• Sub-function Head

2
Determine Relevant Organization Type

• Parent/Corporate

• Subsidiary

• Division(s)

3
Determine Job’s Geographic responsibility

• Global

• Regional (Multi-Country)

• Country
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