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Salary Benchmarking
Methodology Guide 2026

How to build credible, current salary benchmarks for any role in
European markets, methods, tools and common mistakes.

Pay benchmarking is now a compliance requirement, not just a best practice. The EU Pay
Transparency Directive requires salary range disclosure in job ads, which presupposes a
defensible range. Yet most European companies still rely on annual salary surveys that
are 12-18 months stale by publication.

+12% +78% +23%

average error in salary growth in pay benchmarking more applications when salary
benchmarks based on annual tool adoption since EU Pay ranges derive from credible
surveys alone Transparency benchmarks
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Accurate benchmarking uses multiple data sources, weights them by recency and
relevance, and produces a role-specific range. This guide provides the methodology.

Why annual surveys fail

T I T TS

Annual salary survey

Job posting
aggregators

Actual offer data
(Levels.fyi)

LinkedIn Salary Insights

Glassdoor
Compensation

Internal HRIS data

12-18 months

Updated weekly *7%

Real-time +4%
Monthly +8%
Weekly +6%
Real-time +2%

+12%

€500-€2,000/yr

€2,000-€8,000/y
r

€3,000-€12,000/
yr

Subscription

Subscription

No external cost

The triangulation methodology

Directional, macro
trends

Operational
benchmarking

Tech roles primarily

Professional market
broadly

Culture and pay
combined

Internal equity, tenure
adjustment

* Step 1, job posting benchmark: pull 30+ current postings (title, level, location),
calculate median advertised salary.

* Step 2, offer data benchmark: check Levels.fyi, Glassdoor Compensation and

LinkedIn Salary for actual accepted offers.

* Step 3, internal benchmark: compare against pay of comparable internal roles.

* Step 4, triangulate: weighted average, job posting 40%, offer data 40%, internal

20%.

* Step 5, set range: P25 to P75 = hiring range, P50 = midpoint, justify departures

in writing.

Location adjustments

City vs. national m Roles most affected

All professional, especially
finance and tech

London vs. UK

Munich vs. Germany

Amsterdam vs. Netherlands

Paris vs. France
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Tech, engineering, finance

Tech, finance, creative

Finance, luxury, tech
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City vs. national m Roles most affected

Zurich vs. Switzerland +15% Finance, pharma

Stockholm vs. Sweden +14% Tech, finance

Setting the salary range

Candldate

Too narrow (<10% of Deters experienced o
midpoint) Rigid candidates -12% applications
H H 0,
Targeted (20-35%) Honest and specific | credible and SR [PIETal) S
informative applications

Acceptable for

Broad (40-60%) multi-level

Moderate Acceptable

Evasive (>80%) Hiding something Very low -8% vs. no salary disclosure

Pay equity audit within benchmarking

Every benchmarking exercise should include a pay equity audit. List all
current employees in equivalent roles with current salary. Calculate
average pay for men vs. women. If the gap is over 5% without documented
justification, you have a pay equity problem the EU Pay Transparency
Directive will make public. Fix it now.

Forward outlook 2026-2030

EU Pay Transparency Directive enforcement begins in 2026, making salary range
disclosure mandatory and benchmarking a compliance function. Real-time job-market
data displaces annual surveys by 2027. By 2028, Al-powered pay-equity diagnostics
become standard in HRIS platforms. By 2030, candidates expect personalised salary
benchmarks at point of application.

Built for what's next.
tenperzent.com is the Al-native ATS designed for European hiring in 2026 -

GDPR by default, EU Al Act compliant, free to start, €79/month to scale.
Start free at tenperzent.com
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