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Introduction
As a dealership, the strategies you adopt to compensate your managers and your employees have 
a huge impact on your success.

They can motivate your team members to perform at their peak or drive them into the arms of your 
competitors. They can inspire your team to fight for higher margins or lower themselves to sell on 
price. They can bring your employees and departments together to serve the customer or cause 
jealousy and conflict that impacts dealership culture and customer satisfaction scores.

In this guide, you’ll learn some of the most popular pay plans used for general managers and in 
the sales, service and parts departments of today’s marine dealerships. We will share the pros and 
cons of those plans, as well as our recommendations, based on what has proven successful in many 
leading dealerships.

Then, we’ll provide you with your very own Pay Plan Calculator for each position within this guide. 
This tool, an Excel document, can be customized to calculate pay plans across your dealership.

Finally, we’ll walk you through the steps to implement our recommended pay plans in your 
business, including determining what you can afford, choosing a plan that supports your goals and 
your employee’s goals, developing a strategy to unveil it to your team, and even best practices for 
handling resistance to changes in compensation.

By the time you finish reading this guide, you will have the tools and information you need 
to improve your pay plans, boost employee satisfaction and retention, improve dealership 
performance and fatten your bottom line.

Liz Walz 
MRAA

David Parker  
Parker Business Planning, Inc.
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The Sales Manager
In most sales departments, the dealership employs a variation of the following pay plan for its 
sales managers, which has its pros and cons. 

TYPICAL PLAN 
Most typical is a compensation plan in which the dealership pays the Sales Manager a percentage 
of the sales department gross margin generated and/or a percentage of the sales volume. Some 
dealerships may stratify that and make it a greater percentage of the increase over the previous 
year. Some will include a percentage of the sales department’s net profit. 

PRO: Theoretically, the benefit of paying on the net profit of the sales department is that the 
more profit the department makes, the more money the manager makes. And the theory is that 
they will be watching the expenses as well in order to generate more profit. 

CON: The reality is that departmental profits are very easily adjusted by the departmental spread 
of the expenses, typically overseen by general management. What percentage of the owner’s and 
accounting staff gets allocated to the sales department, for example? That type of questioning 
opens up for interpretation the validity of such a percentage spread. To avoid that issue, some 
dealerships will have a variation of that and not include the administrative spread. They will only 
include the departmental expenses. That’s a little closer to what is controllable. 

RECOMMENDED PAY PLAN
As you can see, the typical Sales Manager pay plan has its pros and cons. The plan we 
recommend involves tying Sales Manager compensation directly to what they control. And what 
they control is sales volume, gross margin, floorplan interest and marketing. Our recommended 
pay plan focuses on sales volume and gross margin. If you want to include the floorplan interest 
and marketing expenses in your calculation as well, you can, but it gets complicated. 

TIP: To prepare to put this pay plan into place, we recommend that you create 
a budget in which you project your annual sales, broken out monthly based on 
historic sales trends.
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Now that we have covered the philosophies on which this pay plan is based, let’s look at the tool we’ve 
created to help you put it into place. 

If you open the provided Excel 
template and select the tab 
titled Sales Department, you’ll 
see two Pay Plan Calculators – 
one for the salesperson function 
and one for the Sales Manager 
function. Scroll to the right to 
focus on the Sales Manager Pay 
Plan Calculator. 

At the top of the calculator, you’ll 
see a row labeled: What We Can 
Afford to Pay. This specific exam-
ple involves a dealership with a 
Unit Sales Volume of $12 million 
and a gross margin of 18 percent 
or $2,160,000. However, you can 
insert your Unit Sales Volume 

and gross margin to customize it 
for your store. 

Using an Annual Expense Ratio 
(AER) of 5 percent (our recom-
mended AER Range is 3 to 5 
percent), the total compensation 
that the dealership can afford 
to pay the Sales Manager for 
these results is 5 percent of the 
gross margin of $2,160,000, or 
$108,000.

Dealerships should not have a 
dedicated, full-time, non-selling 
Sales Manager unless they have 
at least 6 full time salespeople, 
according to Spader Business 
Management.  For smaller sized 

dealers who cannot afford a 
full-time Sales Manager, you 
can stack the compensation 
amounts.  In other words, the 
Sales Manager duties are han-
dled by the General Manager, 
whose pay plan includes the 
different compensation plans for 
each of the multiple roles this 
person plays. This person may 
also be a sales person and be 
paid per that plan as well. The 
nice thing about this structure 
is when the dealership grows, 
it is easy to carve out the com-
ponents of the plan when the 
General Manager can no longer 
do one or more of the functions.

Calculating Affordability

BEST PRACTICE
A key responsibility of the Sales Manager 
is managing inventory turnover. In fact, the 
Sales Manager should have inventory turn-
over targets that they are aiming to hit. This 
area can be considered for bonus compen-
sation, as the higher the inventory turns, 
the lower the dealership’s floorplan interest 
expenses and therefore the higher the net 
profit.

Helpful Definitions: 

Minimum Market Price: This is the min-
imum selling price (or gross margin percent), 
which will deliver enough gross margin dollars (on 
average) to cover the operating expenses of the 
dealership and a minimu desired net profit. It is 
best determined by doing an annual budget. The 
margins can vary by brand and model if needed.
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Structuring the Pay Plan
The second area of the calculator is titled: The 
Plan. In this area, you can see we are proposing 
a monthly salary of $5,000, which adds up to 
$60,000 per year. If your Sales Manager is looking 
for a larger percentage of their compensation to 
come in the form of a salary, you can adjust your 
plan accordingly, based on what you can afford. 

Subtract the total annual base salary from the total 
we determined we can afford to pay this Sales 

Manager, and you can see we have $48,000 left 
over to be paid via the incentive (Line 4).  

Using the pay plan calculator, you can then adjust 
the commission rate until you reach a total com-
pensation amount (Line 9) that is in the same ball 
park as the Total Target Compensation (Line 2). In 
this case, we are proposing a Commission Rate 
of 2.25% of the Gross Margin of $2,160,000 or 
$48,600. This gives us a Total Compensation (Line 
9) of $108,600 or just $600 more than our target 
compensation (Line 2). 

BEST PRACTICE
Some dealers incentivize their team to keep inventory in proper limits by appointing Brand Man-
agers for new boat brands, as well as a used boat Sales Manager. These salespeople are respon-
sible for staying up-to-date on information for each of the brands they manage, including staying 
on track with inventory turns. At one dealership that used this strategy, if the Brand Manager’s 
target for inventory dollar levels was at or below a certain number as of the end of August, they 
received a $1,000 bonus per brand target achieved. Another area where some dealerships provide 
their Sales Managers with bonus compensation is customer satisfaction. Most manufacturer pro-
grams provide both a Sales CSI Score and a Service CSI Score, which are tied to dealership incen-
tives. If the department’s CSI score is above a certain target, the dealership may decide to award 
a portion of the incentive from the manufacturer to the department manager.  If the manufacturer 
does not offer incentive money, this still does not prevent the dealer putting up some money for 
the incentive. 
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The Parts & Accessories Manager
In most Parts & Accessories Departments, the dealership employs a variation of the following pay 
plan for its parts & accessories managers, which has its pros and cons. 

TYPICAL PLAN 
Typically, Parts & Accessories Managers are paid a straight hourly rate or salary with no incentives.

PRO: The benefit to paying a straight salary or hourly rate is that it is easy to plan for and manage 
from an administrative and accounting standpoint.

CON: The drawback to paying a straight salary is that there is no incentive to grow this part of the 
business or to ensure that all parts and accessories sales are properly recorded.

RECOMMENDED PAY PLAN
As you can see, the typical Parts & Accessories Manager pay plan has its pros and cons. The plan 
we recommend involves a base wage plus an incentive.

BEST PRACTICE: A key responsibility of the parts & accessories manager is managing inventory 
turnover. In fact, the Parts & Accessories Manager should have inventory turnover targets that 
they are aiming to hit: 1.5 to 2.5 turns is a good target at a calendar year end. This area can be 
considered for bonus compensation, as the higher the inventory turns, the lower the dealership’s 
interest expense, if they have a line of credit to cover these purchases, and the higher their net 
profit.  Or the target could be not exceeding a certain amount of aged inventory at the end of 
the year.  Or the amount of the shortfall when inventory is taken … here is where you can be 
creative.

ADD YOUR OWN NOTES:
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Now that we have covered the philosophies on which this pay plan is based, let’s look at the tool we’ve 
created to help you put it into place. 

If you open the provided Excel 
template and select the tab at 
the bottom, titled Parts Depart-
ment, you’ll see two Pay Plan 
Calculators – one for the parts 
person and one for the parts & 
accessories manager function. 
Scroll to the right to focus on the 
Parts & Accessories Manager Pay 
Plan Calculator. 

At the top of the calculator, you’ll 
see a row labeled: What We Can 
Afford to Pay. This specific ex-
ample involves a dealership with 
annual parts & accessories sales 
of $1,000,000 and a gross mar-
gin of 33 percent or $330,000. 
However, you can insert your 
annual parts & accessories sales 
and gross margin percentage to 

customize it for your store. 

Using an Annual Expense Ratio 
(AER) of 30 percent (our recom-
mended AER Range is 28 to 32 
percent), the total compensation 
that the dealership can afford 
to pay the parts & accessories 
manager for these results is 30 
percent of the gross margin of 
$330,000, or $99,000.

Calculating Affordability

BEST PRACTICE
Another area where some dealerships pro-
vide their Parts & Accessories Managers with 
bonus compensation is customer satisfaction. 
Most manufacturer programs provide both 
a Sales CSI Score and a Service CSI Score, 
which are tied to dealership incentives. If 
the Service Department’s CSI score is above 
a certain target, the dealership may decide 
to award a portion of the incentive from 
the manufacturer to the parts & accessories 
department manager. After all, the Parts & 
Accessories Department has a significant role 
to play in the smooth operation of the Service 
Department. If the manufacturer does not of-
fer incentive money, this still does not prevent 
the dealer from putting up some money for 
the incentive.  

Helpful Definitions:

Annual Expense Ratio: The annual 
amount of that expense category divided by the 
annual gross margin dollars for that same cate-
gory. Since these are all departmental expense 
ratios then the gross margin dollars are for that 
particular department. Therefore the sales AER 
is sales compensations divided by sales depart-
ment gross margin.
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Structuring the Pay Plan
The second area of the calculator is titled: The 
Plan. In this area, you can see we are proposing a 
monthly salary of $3,600 for the parts & accesso-
ries manager, which adds up to $43,200 per year 
(line 3). If your Parts & Accessories Manager is 
looking for a larger percentage of their compensa-
tion to come in the form of a salary – or wants the 
opportunity to make more money through a higher 
percentage of their income as incentive – you can 
adjust your plan accordingly, based on what you 
can afford. 

You can see from “The Plan” that this dealership 
also employs one full-time parts & accessories per-
son and one seasonal employee. In the case of the 
full-time employee, we propose a monthly salary 
of $2,500, which adds up to $30,000 per year (line 
4). The part-time position is paid $1,800 a month 
for six months for a total of $10,800 (line 5)

In total, salaries for all Parts & Accessories Depart-
ment employees add up to $84,000 (line 6) or an 
AER of 25.5 percent, which leaves $15,000 (line 7) 
we can afford to pay out to this team through an 
incentive, if we want to hit our target AER of 30 
percent. 

At the dealership profiled in this Parts & Accesso-
ries Manager Pay Plan Calculator, the department’s 
incentive rate is set at 1.5 percent of sales, which 
equals $15,000 (line 7). That puts us right on the 

Total Target Compensation we said we could 
afford for the department.  (Note: Do not worry if 
you are a few hundred dollars over the target.)

When you add that to the total Parts & Accesso-
ries Department Compensation (line 8), you get 
$99,000 or an AER of 30.0 percent. This is right on 
our Target AER of 30 percent, which is within our 
AER Range of 28 to 32 percent. 

So, let’s look at what all of this means for the Parts 
& Accessories Manager’s annual compensation. 
First, we start with the base salary of $43,200 (line 
9). Then, we add in 40 percent of the total de-
partment incentive based on total parts & acces-
sories sales, which is 1.5 percent of $1,000,000 or 
$15,000, in this case (line 10). That equals another 
$6,000 for our Parts & Accessories Manager. (Note: 
The $15,000 P&A Incentive is to be shared with 
each of the parts and accessory team members 
on a prorated basis.  Since we have two full-time 
employees and one seasonal or part time employ-
ee in this department, we would divide the total of 
100 percent by 2.5 to get 40 percent each for the 
two fulltime employees and 20 percent for the part 
time on an annual basis.)

The total is summarized:

$43,200 + $6,000 = $49,200 in Total Projected 
P&A Manager Compensation (line 12)
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The Service Manager
In most service departments, the dealership employs a variation of the following pay plan for its 
service managers, which has its pros and cons.

TYPICAL PLAN 
Typically, Service Managers are paid a straight salary with no incentives. 

PRO: The benefit to paying a straight salary is that it is easy to plan for and manage from an 
administrative and accounting standpoint.

CON: The drawback to paying a straight salary is that there is no incentive for improvement. It 
doesn’t take long for a service manager or an entire service department to get into a rut when it 
comes to efficiency and profitability if there is no personal benefit to getting better. 

RECOMMENDED PAY PLAN
As you can see, the typical service manager pay plan has a pro and a con. The plan we 
recommend involves a base hourly rate and an incentive by paying a percentage of the Billed 
Labor (Retail, Warranty & Rigging), in this case, 1 percent. 

WARNING: Until a dealership’s Service Department is large enough to employ 
at least eight technicians, we don’t advise that you hire for the Service Manager 
position. A common mistake made by small- and medium-sized dealerships is to 
hire a person and call them a Service Manager when they are, in reality, performing 
the role of a service writer and shop foreman. These are two separate positions that 
should employ two separate employees, if the business is large enough to justify it. 
Otherwise, you are likely to end up with an overpaid service writer who quickly gets 
burned out from trying to do the work of two people. 

When a dealership generates enough service business to employ two full-time 
technicians, it should hire a service writer. Once it adds a third technician, one of 
them should be selected as shop foreman. Until a dealership can gainfully employ at 
least eight technicians, we advise that the General Manager be responsible for the 
duties of the Service Manager. To learn more about the relationship between the 
size of a dealership and the positions it employs, we recommend Spader Business 
Management’s Total Management 1 Workshop. Details are available at Spader.com. 
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Now that we have covered the philosophies on which this pay plan is based, let’s look at the tool we’ve 
created to help you put it into place.  If you open the provided Excel template and select the tab titled 
Service Department, you’ll see two Pay Plan Calculators – Sample 1 and 2. Let’s start with Sample 1, 
which is to the left of the spreadsheet (between columns O and AC).

At the top of the calculator, you’ll 
see a row labeled: What We 
Can Afford to Pay. This specific 
example involves a Service De-
partment with eight technicians, 
a Billable Efficiency of 50 percent 
and a Labor Rate of $119 per 
hour. However, you can insert 
your department’s numbers to 
customize it for your location. 

As you can see, we begin by 
multiplying the number of 
technicians (8) by the number 
of hours in a week (40) by the 
number of weeks in a year (52), 
which results in total paid hours 

of 16,640. When you consider 
a Billed Efficiency of 50 per-
cent, that results in a total Billed 
Hours of 8,320. (Billed Labor is 
Retail, Warranty & Rigging labor 
charged out on a Repair Order). 
Multiply that number by the 
Labor Rate of $119.00 to get the 
total dollars you expect to bill, 
which in this case is $990,080. 

Using an Annual Expense Ratio 
(AER) of 14 percent (our recom-
mended AER Range is 12 to 16 
percent), the total compensation 
that the dealership can afford to 
pay the “support” team of the 

Service Department for these 
results is 14 percent of the total 
dollars billed of $990,080, or 
$138,611.

That “support team” includes 
everyone who has a hand in 
helping the technicians produce 
more Billed Labor.  This would 
include yard workers, a service 
writer, a shop foreman, a warran-
ty writer and a service manager. 
For guidance regarding techni-
cian compensation, please see 
the “Employee” section of this 
Guide to Dealership Compensa-
tion (starting on page 20).

Calculating Affordability (Sample 1)

BEST PRACTICE
One area where some dealerships provide their Service Managers with bonus compensation is 
customer satisfaction. Most manufacturer programs provide both a Sales CSI Score and a Service 
CSI Score, which are tied to dealership incentives. If the department’s CSI score is above a certain 
target, the dealership may decide to award a portion of the incentive from the manufacturer to 
the department manager and/or all the support staff.  If the manufacturer does not offer incentive 
money, this does not prevent the dealer putting up some money for the incentive.  
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Structuring the Pay Plan (Sample 1)
The second area of the calculator is titled: The 
Plan: Service Support Compensation (line 3). In this 
area, you can see we are looking at pay by posi-
tion. 

In the Service Department in Sample 1, we have 
two yard workers (line 4), each of which is paid 
$10.00 an hour for 40 hours a week. This adds 
up to $400 a week per yard worker, which when 
multiplied by 52 weeks per year, results in $20,800 
in salary per yard worker. Since we have two yard 
workers, we’re paying a Total Base of $41,600. 

Similarly, we have one service writer (line 5), who 
is paid $17 an hour for 40 hours per week, for a 
total of $680 a week. When you multiply this by 52 
weeks, you get $35,360 in Total Base pay for this 
position. In addition, this position is paid 1 percent 
of the Billed Labor of $990,080 (line 1) which is 
an additional $9,901 for a total compensation of 
$45,261.

The shop foreman (line 6) is paid a rate of $21 an 
hour. When you multiply this by 40 hours, you get 
$840 a week or (multiply by 52 weeks) $43,680 a 
year. Since this shop foreman spends 50 percent of 
his time working as a technician, we’re only ac-
counting for half his time in this area of the Guide 
to Dealership Compensation. Therefore, his Total 
Base for the purposes of this exercise is half that 
Annual Base or $21,840.

The warranty writer (line 7) at this dealership is 
paid $12 an hour for 40 hours a week, which 
equates to $480 a week or $24,960 a year. In 
addition, they are paid 3 percent of the Collected 
Warranty parts and labor (line 24).  This dealership 
has new and used unit sales of $12 million.  We are 
projecting that $2 million are used sales, leaving 
$10 million in new. Most dealerships collect 1 to 2 
percent of new sales in warranty parts and labor. In 
this example, we are using 1 percent x $10 million 
= $100,000 in projected warranty claims x 3 per-
cent = $3,000 in additional income to the warranty 
person. This totals to $27,960 in total compensa-
tion for the warranty writer position (line 35).

Finally, the service manager (line 8) receives $25 
an hour in base compensation or $1,000 a week, 
which equates to $52,000 a year. In addition, this 
position is also paid 1 percent of the Billed Labor 
of $990,080 (line 1) which is an additional $9,901 
for a total compensation of $61,901.

When you total up the Service Support Compen-
sation, the result is a total base compensation 
of $198,562 (line 10). This is $37,149 more than 
what we said we could afford to pay, which was 
$138,611. This means we either need to adjust our 
hourly rates or increase our Billable Efficiency. For 
guidance, let’s turn to the Billed Efficiency Charts 
(line 14).

This area of the Pay Plan Calculator is designed 
to help you understand the impact that increasing 
your Billable Efficiency can have on Billed Labor 
and Service Support Team Compensation.

Under Sample 1, a 50 percent Billable Efficiency is 
our minimum. We don’t begin paying our support 
team an incentive until our Billable Efficiency is 
above that level. 

Let’s look at a Billable Efficiency of 70 percent, as 
an example (line 17). At this level, we achieve an 
average of 28 Billed Hours per week per techni-
cian. That is eight additional Billable Hours per 
week over our minimum of 50 percent Billable 
Efficiency, which was 20 hours. When you multiply 
those eight hours times the eight technicians we 
are employing in the dealership, you get a total 
of 64 additional Billable Hours per week. Multiply 
that 64 by our Labor Rate of $119 and you get 
$7,616 x 52 weeks we get $396,032 (line 17) of 
Additional Billed Labor over our minimum. Then 
add the $990,080 in dollars billed from line 2 of 
the Pay Plan Calculator for a total of $1,386,112 
(line 17). 

Under this sample, your Total Support Persons 
Expense is $206,482 or an AER of 14.9 percent, 
which is right in our desirable range of 12 to 16 
percent.  By improving our Billable Efficiency by 8 
hours a week, the service department support ratio 
is right on track.
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In the second sample of the 
Service Manager Pay Plan Calcu-
lator, we recognize that there are 
many dealerships in the industry 
that do not have the volume to 
employ at least 8 full-time tech-
nicians. In this sample, we are 
looking at how to staff and com-
pensate a much smaller service 
department. 

At the top of the calculator, you’ll 
see a row labeled: What We 
Can Afford to Pay. This specific 
example involves a Service De-
partment with three technicians, 
a Billable Efficiency of 50 percent 
and a Labor Rate of $119 per 
hour. However, you can insert 
your department’s numbers to 

customize it for your location. 

As you can see, we begin by 
multiplying the number of 
technicians (3) by the number 
of hours in a week (40) by the 
number of weeks in a year (52), 
which results in total paid hours 
of 6,240. When you consider a 
Billed Efficiency of 50 percent, 
that results in a total Billed 
Hours of 3,120. (Billed Labor is 
Retail, Warranty & Rigging labor 
charged out on a Repair Order). 
Multiply that number by the 
Labor Rate of $119.00 to get the 
total dollars you expect to bill, 
which in this case is $371,280. 

Using an Annual Expense Ratio 
(AER) of 14 percent (our recom-

mended AER Range is 12 to 16 
percent), the total compensation 
that the dealership can afford to 
pay the “support” team of the 
Service Department for these 
results is 14 percent of the total 
dollars billed of $371,280, or 
$51,979.

That “support team” includes 
everyone who has a hand in 
helping the technicians produce 
more Billed Labor.  In this case, 
it includes a yard worker, service 
writer and a shop foreman. For 
guidance regarding technician 
compensation, please see the 
“Employee” section of this 
Guide to Dealership Compensa-
tion (starting on page 20).

Calculating Affordability (Sample 2)
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Structuring the Pay Plan (Sample 2)
Let’s turn to the second area of the calculator, The 
Plan: Service Support Compensation.

You will notice the blue boxes. This is where we 
made changes from the previous sample. In this 
case, we have only 3 technicians and 2.25 support 
persons; 1 yard worker (line 4), 1 service writer (line 
5) and a shop foreman (line 6), who is not turning 
wrenches 25 percent of the time. 

When you add up compensation for the 2.25 Ser-
vice Support Personnel in this sample, you can see 
we get a total of $70,793, which is $18,814 above 
what we determined we could afford to pay (red 
amount in line 11).

You can see that in this sample, you’ll need a 

Billable Efficiency of 70 percent (line 17) to hit the 
Target AER of 14 percent (the range is between 12 
and 16 percent).

In this sample, the service writer is the primary 
point person so their pay is summarized at the bot-
tom of the page (lines 12-21).  They would have a 
base salary of $35,360 (line 5) plus a Billed Effi-
ciency incentive of 1 percent of Billed Labor at 70 
percent or $519,792 x 1 percent = $5,198 (line 17).

Warranty writing can be performed by either the 
parts manager or the service writer, whichever one 
is best suited for the job. In this case, we project-
ed the service writer to handle this function so we 
added another $1,200 (1 percent x $4 million in 
new sales = $40,000 x 3 percent = $1,200) to the 
summary at the bottom of the page (line 24).

ADD YOUR OWN NOTES:
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The General Manager
Most marine dealerships employ a variation of the following pay plan for its general manager 
position, which has its pros and cons. 

TYPICAL PLAN 
Typically, General Managers are paid a base salary with some kind of incentive based on gross 
margin or net profit, typically not both. 

PRO: The benefit to the typical General Manager pay plan is that it is easy to plan for and 
manage from an administrative and accounting standpoint.

CON: The drawback to tying General Manager compensation to net profit only is that there’s no 
incentive to grow the business and increase overall performance. When it comes to tying gross 
margin to General Manager compensation, the average dealership has the right idea. However, it 
may be missing an opportunity to focus the General Manager on the dealership’s net profit target 
as well. 

RECOMMENDED PAY PLAN
As you can see, the typical General Manager pay plan has its pros and cons. The plan we 
recommend involves a base wage plus an incentive tied to maximizing dealership gross margin, 
with a bonus incentive tied to going the minimum net profit of 5 percent of company sales.

Helpful Definitions:

Gross Margin: Gross margin is net sales 
less the cost of goods sold. The gross margin 
reveals the amount that an entity earns from 
the sale of its products and services, before 
the deduction of any selling and administrative 
expenses.

BEST PRACTICE
A key responsibility of the General Manager is 
managing expenses, one of which is tied into 
the age of your inventory.   Aged inventory can 
be calculated as a percentage of total inventory 
in units that are non-currents. It is recommended 
that at the end of July, there is no more than 20 
percent of that model year’s brand be in stock 
and no more than 10 percent after Labor Day. If 
this is achieved, a bonus could be paid.
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Now that we have covered the philosophies on which this pay plan is based, let’s look at the tool we’ve 
created to help you put it into place. 

Open the provided Excel tem-
plate and select the tab titled 
General Manager. Within it, 
you’ll see a General Manager 
Pay Plan Calculator. At the top 
of the calculator, you’ll see a row 
labeled: What We Can Afford 
to Pay. This specific example 
involves a dealership with an 
annual Unit Sales Volume of 
$12,000,000 and a gross margin 
on those sales of 18 percent 
or $2,160,000. The Parts & 
Accessories Department gen-
erates $1,000,000 a year at a 
gross margin of 33 percent or 

$330,000. And the Service De-
partment generates $990,080 at 
a gross margin of 100 percent. 
(Note: Some dealerships put the 
technician wages as a cost of 
sale to the service department 
thus creating a gross margin of 
around 70 percent (if the cost of 
sale is at 30 percent). We choose 
to put the tech wages with the 
other personnel wages and have 
an Annual Expense Ratio of 30 
percent for this category. This 
allows all the personnel wages to 
be together. This causes the cost 
of sale not to have an entry, thus 

making the gross margin 100 
percent.)  

Add these together, and you get 
Total Sales of $13,990,080 at a 
gross margin of 24.9 percent or 
$3,480,080. At an AER, Annual 
Expense Ratio, of 5 percent (our 
recommended AER range is 3 
to 5 percent), this leaves us with 
a Total General Manager Target 
Compensation of $174,004 (line 
4). 

To customize this tool for your 
dealership, insert your annual 
sales and gross margin percent-
age.

Calculating Affordability

BEST PRACTICE
Another area where some dealerships provide their General Managers with bonus compensation 
is customer satisfaction. It is suggested that this be layered in as well, setting a target for optimal 
performance and maybe one or two levels below. We think it is important that everyone who has 
a role in customer satisfaction be included in this bonus.
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Structuring the Pay Plan
The second area of the calculator is titled: The 
Plan. In this area, you can see we are proposing a 
monthly salary of $8,500 for the General Manager, 
which adds up to $102,000 per year (line 5). That 
$102,000 is 58.6 percent of the total compensation 
package we can afford to pay, leaving 41.4 percent 
or $72,004 available to be paid in incentive. 

We recommend what the dealership can afford to 
pay as incentive be distributed as commission on 
the gross margin of the dealership’s Total Sales. 
In this case, we suggest a commission rate of 2 
percent of the gross margin of $3,480,080 (line 
7). That 2 percent equals $69,002, which – when 
added to the base salary of $102,000 – totals 
$171,602, just $2,402 short of the Total Target 
Compensation we can afford to pay our General 
Manager in this scenario.

But our plan doesn’t stop there. We also recom-
mend a bonus or “Plus Incentive” for the General 

Manager based on their ability to exceed the 
dealership’s minimum net profit of 5 percent and 
move toward the dealership’s Target Net Profit of 9 
percent. The way we do that is to pay the general 
manager 10 percent of any net profit made by the 
dealership over the minimum net profit of 5 per-
cent.   

In this specific scenario, the dealership has 
achieved its Target Net Profit of 9 percent of sales 
or $1,259,107 (line 13). That is $559,603 or 4 
percent over the dealership’s minimum net profit 
of $699,504 or 5 percent (line 13). So, we pay the 
incentive of 10 percent on the $559,603, which 
equals $55,960 (line 15).

When added to the Total Compensation of 
$171,602 (line 10), we get a new total of $227,562. 
While this is $53,558 over what we determined, 
we could afford to pay the General Manager, we’re 
okay with that because by exceeding the dealer-
ship’s minimum net profit, we are now much more 
profitable as a dealership.  

NOTE
If your General Manager is looking for a larger percentage of their compensation 
to come in the form of a salary – or wants the opportunity to make more money 
through a higher percentage of their income as incentive – you can adjust your 
plan accordingly, by plugging in your variables on lines 5 and 7.
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EMPLOYEE  
COMPENSATION
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The Sales Department
Salesperson: In most sales departments, the dealership employs a variation on one of the following pay 
plans for its salespeople, each of which has its pros and cons:

PAY PLAN A
The most common compensation plan for 
a salesperson is to pay 20 to 25 percent 
of the gross margin with little or no salary. 
Those who use this method often will allow 
a draw against commissions. In addition, 
there is typically a pack against the cost of 
sales.  A pack is used to increase the cost 
of the boat and therefore lower the gross 
margin before commissions are calculated. 
The excuse for this is to offset marketing 
and floorplan interest costs. The pack 
may be a fixed dollar amount or up to 5 
to 7 percent of invoice. This pay plan is 
commonly found in the auto industry.   

PROS: This compensation plan is designed 
to increase gross margins. 

CONS: The reality is that it actually 
decreases gross margin unless you have 
really strong sales management to “desk” 
the deal.

What commonly happens with this pay 
plan is that if the salesperson gets a less 
than acceptable offer on a boat, they 
immediately stop selling the customer, and 
start selling management on taking the 
lower price. The marginal commission that 
they would make under this pay plan by 
hitting or exceeding the minimum price is 
minor compared to the overall commission. 
Thus, it encourages lower gross margins 
and weak salesmanship. 

PAY PLAN B
The second most common compensation 
plan is to pay your salesperson a 
percentage of the selling price – often 
between 1 and 3 percent. 

PROS: It is simple to calculate.

CONS: There is no incentive in place 
to drive salespeople to maximize the 
dealership’s gross margin on the boat. 

Note: Both of the above pay plans can 
have a salary or draw against commissions 
included.

Helpful Definitions:

Gross Margin: Gross margin is net sales less 
the cost of goods sold. The gross margin reveals 
the amount that an entity earns from the sale of 
its products and services, before the deduction 
of any selling and administrative expenses.
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RECOMMENDED SALES PAY PLAN
While, as you can see, each of these plans has its pros and cons, the plan that we recommend can 
be described as a Minimum Market Price Pay Plan. This plan pays:

1) A base salary to at least cover minimum wage

2) A percentage of the market or minimum selling price.

3) This percentage goes up if sold above the market price and goes down if sold below the 
market price.

Among the benefits of this pay plan is that the sales 
person doesn’t need to know what the invoice is or what 
the rigging costs are because they are calculated into the 
target margin or minimum market price

To arrive at your market price, you simply take the invoice 
cost of the boat, then add in freight and prep (rigging) 
and your minimum gross margin percentage. This 
enables you to pay all your bills and achieve your target 
net profit. The goal percentage can vary, depending on 
the products offered. In other words, you would not set 
one margin percentage for the entire sales department, 
but rather would set it on a per-unit-of inventory basis. 
This target gross marin percentage is best calculated by 
preparing a budget.

Here’s an example:
Invoice       $25,000 
Freight          $1,670 
Prep                  $800

Total Cost  $27,470

Note: Desired Gross Margin = 
18%

$27,470 / .82 (100 – 18%= 82%) = 
$33,500 Minimum Market Price

Helpful Definitions:

Minimum Market Price: This is the minimum selling price (or gross 
margin percent), which will deliver enough gross margin dollars (on average) 
to cover the operating expenses of the dealership and a minimum desired net 
profit. It is best determined by doing an annual budget. The margins can vary 
by brand and model if needed.

 
Sell the boat for the minimum selling price, and your salesperson receives a set percent (1.5 to 
2.0 percent, in our example). If they fail to meet the market price, their commission is reduced 
to 1 percent. Sell the boat for more than the market price, and your salesperson also receives 
30 percent of the dollar amount over by preparing a budget.
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Lets look at two real-life scenarios on the minimum market price established in the inset below. In the 
first scenario, the sales person sells the boat at $1,500 over the price, while in the second  
scenario, they sell it at $50 under the market price.

As you can see, the most powerful part of this plan is that the salesperson is incentivized to exceed 
the minimum market price on the boat. If you don’t hit the market price, your incentive drops con-
siderably. In this example, it is a difference of more than $600.00.

Scenario One:

Sell Price $35,000 
Mkt Price $33,500 x 1.5% = $502.50 
Overage  $1,500 x 30% =$450.00

Total Commission                  
$952.50

Scenario Two:

Sell Price  $33,450 
Mkt Price $33,500 x 1.0% = $335.00 
Overage   0 x 30%  =  0

Total Commission                  
$335.50

Difference: 
$617.50

Helpful Definitions:

Annual Expense Ratio: The annual amount of that expense category divided by 
the annual gross margin dollars for that same category. Since these are all departmental 
expense ratios then the gross margin dollars are for that particular department. Therefore 
the sales AER is sales compensations divided by sales department gross margin.

ADD YOUR OWN NOTES:
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Now that we have covered the philosophies on which this pay plan is based, let’s look at the tool we’ve 
created to help you put it into place. 

If you open the provided Excel 
template titled Salesperson Pay 
Plan Calculator, you’ll see that 
the top section of the document 
is intended to help you deter-
mine how much the dealership 
can afford to pay for this posi-
tion. 

In the top left, you can see that 
the salesperson used as an ex-
ample in this template generat-

ed a total revenue per year of $2 
million at a gross margin of 18 
percent or $360,000. Using an 
Annual Expense Ratio (AER) of 
15 percent (our recommended 
AER Range is 13 to 15 percent), 
the total compensation that the 
dealership can afford to pay for 
those sales is 15 percent of the 
gross margin of $360,000, or 
$54,000. 

To start using this template, 

plug in the annual revenue you 
expect your salesperson to gen-
erate during the next year, your 
target gross margin and your 
desired Annual Expense Ratio 
(Line 1).  

We recommend a range of 13 
to 15 percent for this ratio.  The 
Excel document will adjust its 
output based on your  
numbers. A snapshot is also 
shown below.

Structuring the Pay Plan
Now that we know how much we can afford to 
pay, let’s look at how we can use the Salesper-
son Pay Plan Calculator to design a customized 
compensation plan to meet the dealership’s and 
employee’s goals. 

To start, salespeople have to at least make mini-
mum wage, which currently equals 7.25 per hour, 
$15,080 per year or $290 per week. If the person 
wants a higher base, you can adjust the commis-
sion down (in this case, from 1.75 

 
percent – which is the standard amount for this 
gross margin percent – to 1.5 percent). 

In the example we used in the template, we 
chose to pay a base salary of $2,000 per month or 
$24,000 per year. When you subtract that from the 
total  
target of $54,000 in compensation, the result is 
$30,000 that we can afford to pay in commission 
or incentive.  (Sample on next page)

Calculating Affordability
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In this example, the salesperson sells a total of 
$2,000,000 in unit sales. $1,500,000 of it is at or 
above the minimum margin, so they would be 
paid a commission of 1.5 percent of all personal 
sales that are at the market price. In this case, 
that equals $22,500. ($1,500,000 x 1.5 percent = 
$22,500).

To be realistic, not all sales are made at or above 
the market price. In this example, the salesperson 
sold $500,000 (of their $2,000,000) at 15 percent 
or 3 percent less than the market price of 18 per-

cent. Therefore, they were paid a reduced com-
mission for those sales ($500,000 x 1.0 percent = 
$5,000)

Finally, $1 million of the $2 million in revenue  
generated by the salesperson was sold at a gross  
margin that was 2 percent, or $20,000, over the 
market price of 18 percent. With an incentive rate 
of 30 percent on that $20,000, the salesperson 
earns another $6,000. ($1,000,000 x 2 percent = 
$20,000 x 30 percent = $6,000).

BEST PRACTICE
While you could pay out this $6,000 throughout the year as part of the employ-
ee’s regular paycheck, one best practice to consider is dividing it up between a 
monthly and year-end bonus. Earlier, we said we could afford an incentive rate of 
30 percent of the additional margin on sales over market price. We recommend 
that 20 percent is paid through a monthly bonus and 10 percent (or 1/3 of the 
30 percent) is held for a year-end bonus paid December 1. This combination 
of monthly and year-end bonuses provides an incentive for the salesperson to 
perform at the top of their game throughout the year. It also provides a nice year-
end bonus during what otherwise would normally be a lean month.
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The Parts Department

TYPICAL PLAN 
The most common compensation plan for 
parts department employees is an hourly 
rate or a flat salary. 

PROS: It’s simple to calculate and forecast. 

CONS: There’s no incentive for making 
sure all the parts get on the ticket, all the 
tickets get billed out, and all the parts sales 
invoices get paid. 

Parts Employee: In most parts departments, the dealership employs the following pay plan,  
which has its pros and cons.

RECOMMENDED PLAN 
While, as you can see, the most common parts 
department pay plan has its pros and cons, the 
key to the plan that we recommend is adding 
a percentage of all parts and accessories sales 
to the employee’s base salary or hourly wage. It 
is suggested that the percentage be at least 1 
percent of all parts and accessories billed out on 
work orders or sales invoices.

Now that you understand the philosophy on which 
this pay plan is based, let’s look at the tool we’ve 
created to help you put it into place.

If you open the Excel template 
titled Parts Person Pay Plan 
Calculator, you’ll see that the 
top section of the document is 
intended to help you determine 
how much the dealership can 
afford to pay for this position. 

In the bottom image, you can 
see that the Parts & Accessories 
Department used as an exam-

ple in this template generated 
a total revenue of $400,000 at 
a gross margin of 30 percent or 
$120,000. Using an Annual Ex-
pense Ratio of 28 percent, the 
total compensation that the  
dealership can afford to pay for 
those sales is $33,600. 

To start using this template, 
plug in the annual revenue you 

expect your parts person to 
generate during the next year, 
your target gross margin and 
your desired Annual Expense 
Ratio (Line 1).  We recommend 
a range of 28 to 32 percent for 
this ratio. The Excel document 
will adjust its output based on 
your numbers.

Calculating Affordability
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Structuring the Pay Plan
Now that we know how much we can afford 
to pay, let’s look at how we can use the Parts 
Pay Plan Calculator to design a customized 
compensation plan to meet the adealership’s and 
employee’s goals.

To start, let’s create a base salary for your 
employee. In the example in the template, we 
set the monthly salary at $2,500, which equals 
$30,000 per year. 

When you subtract the $30,000 in salary from the 
total target compensation, the result is $3,600 
that we can afford to pay in commission or 
incentive. 

In this example, the parts person sells a total 
of $400,000 in unit sales, and they are paid a 
commission of 1.0 percent or those sales, or 

$4,000. 

When you add this $4,000 commission to the 
base salary of $30,000, we are just $400 over our 
target compensation of $33,600.

If your parts employee is also involved in 
warranty writing, we recommend you also 
consider providing them with 3 to 5 percent of 
the parts and labor income on collected warranty 
claims. In this example, 3 percent of the $40,000 
in parts and labor generated on collected 
warranty claims equals $1,200. 

Added together, that gives us a total projected 
compensation for our parts employee of 
$35,200, which equates to an AER of 29.3 
percent.
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The Service Department
Technician: In most service departments, the dealership employs the following pay plan for its 
technicians, which has its pros and cons. 

TYPICAL PLAN 
The most common pay plan for marine technicians consists of a salary or an hourly rate – which can 
vary widely, depending on location in the country and qualifications of the technician. 

PROS: It’s simple to calculate. 

CONS: It does not incentivize the technician to be efficient or deliver high-quality work.

RECOMMENDED PLAN
As you can see, paying simply 
an hourly rate has pros and 
cons. However, the plan that 
we recommend is focused on 
incentivizing the technician 
to not only be efficient and 
produce high-quality work, but 
also to seek out higher levels 
of education so that they can 
progress along a career path 
within your dealership. 

Research shows that employees 
have higher levels of satisfaction 
if they can see a growth 
path for their careers that 
has predetermined levels of 
achievement, especially if they 
are in control of how fast those 
levels are accomplished. That’s 

why we recommend what we’re 
calling a Progressive-Base Pay 
Plan for technicians.

In this pay plan, the base 
hourly rate increases with each 
certification the technician 
acquires, starting at Level 1 – 
Novice Tech and progressing 
to Level 7 – Master Tech.  
With each level, an increase 
in hourly pay occurs – in this 
case, by $1.00 per hour until 
Level 4 – Base Tech. At this 
point, incentive pay kicks in. In 
addition to the hourly increase, 
the technician earns $2.00 per 
hour for each billed hour they 
produce, ultimately growing 
to $20.00 per hour plus $8.00 

per hour for each billed hour 
produced.

Each of these levels should be 
determined by the individual 
dealer based on the products 
they sell. For instance, if you 
are primarily a Mercury dealer, 
then “E” Skills would be the first 
level to be accomplished prior 
to going to service school for 
additional Mercury certifications. 
You can add certifications from 
your other motor and boat 
manufacturers. The purpose is 
to encourage your technicians 
to achieve higher levels of 
education.  
(Sample on next page)
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The example shown is a format for you to develop your own custom certification levels for your own 
dealership. Use this as a guide for levels and income increments.  Once determined, plug those into 
the Pay Plan Calculator to determine your overall compensation plan for your shop.

Here is an example progressive based pay plan for your service department:

ADD YOUR OWN NOTES:
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Now that we have discussed the philosophies on which this pay plan is based, let’s look at the tool 
we’ve created to help you put it into place. 

If you open the Excel template titled Technician 
Pay Plan Calculator, you’ll see that the top 
section of the document is intended to help you 
determine how much the dealership can afford to 
pay for the technician position.

In the bottom image, you can see that there 
are three technicians and an apprentice that 
we’re using as examples in this template. All of 
them work 40 hours a week and the first two 
technicians and the apprentice work 52 weeks per 
year, and so are paid for 2,080 hours. Technician 
No. 3, however, is a seasonal employee who only 
works from April to August and therefore is only 
paid for 22 weeks per year.

The labor rate for this dealership is $119/
hour, and the AER or Annual Expense Ratio 
for technician pay is 30 percent.  The Annual 
Expense Ratio is the ideal amount we can afford 
to pay of our Billed Labor to the techs to produce 
it.

At this point, let’s stop to review the difference 
between Billed Labor and Non-Billed Labor. 

• Billed Labor is Retail, Warranty and Rigging. 
All three of these bring dollars into the 
dealership. Rigging brings it in through the 

new or pre-owned boat sale.

• Non-Billed Labor is anything else, such as 
when a technician fixes the shop truck or 
the garage door. Anything the tech does 
that does not bring income directly into the 
service department but accounts for their 
time is considered Non-Billed Labor.

In the “What We Can Afford to Pay” section, 
let’s look at Technician No. 1. He has an average 
billed efficiency of 65 percent. When you multiply 
his paid hours of 2,080 by 65 percent, you get 
1,352 billed hours. Multiply this by the labor rate 
of $119 per hour, and you get the total dollars 
billed, which is $160,888. This is then multiplied 
by the AER of 30 percent for a total of $48,266 
that you can afford to pay this person. (Line 1)

Follow these same guidelines for calculating what 
the dealership in this example can afford to pay 
the apprentice, Tech No. 2 and Tech No. 3.

Tech. No. 2 and Tech No. 3 are examples of 
hourly pay plans without incentives, which is 
typical of many shops today. These plans do not 
feature the incentive program we recommend you 
adopt for your dealership.   

Calculating Affordability 
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To start using this template, plug in the billable efficiency you expect each of your technicians and 
apprentice techs to deliver during the next year, your labor rate and your desired Annual Expense 
Ratio (Line 1).  We recommend an AER of 30 percent.  The Excel document will adjust its output 
based on your numbers.

Structuring the Pay Plan
Now that we know how much we can afford to 
pay, let’s look at how we can use the Technician 
Pay Plan Calculator to design a customized 
compensation plan to meet the dealership’s and 
employee’s goals. We will use the scale displayed 
in the Progressive Pay Plan noted above to 
determine the pay for each of the techs. 

Tech 1, in this case, is our most experienced and 
qualified tech, reaching the level of Master Tech 
in our shop’s pay scale. Thus, he is paid at the 
top rate of $20.00 per hour or $41,600 a year, 
plus $8.00 per hour for all Billed Labor (Retail, 
Warranty & Rigging).  In addition, he will be paid 
$8.00 per hour for all Billed Labor that he and his 
apprentice produce.The more efficient he is, the 
more billed hours he generates, and the higher 
his commission. In this case, he billed 1,352 hours 
times $5 per hour equals $10,816 in incentive. 

In addition, Tech No. 1 is paid $8 for every 
billed hour that he and his apprentice generate 
together. This provides him with an incentive to 
train his apprentice well, so the apprentice can 
become a productive member of the service 
department. In this case, the apprentice bills 
1,352 hours times $8 per hour for a total of 
$10,816 in apprentice-related incentives for Tech 
No. 1. That results in a total compensation for 
Tech No. 1 of $63,232. (Line 9)

Now, let’s look at the compensation for the 
apprentice. The base hourly rate we recommend 
in this example is $12 an hour multiply by 2,080 
clock hours, which equals $24,960 per year. 

If the technician and the apprentice reach a 
combined efficiency of at least 120 percent, the 
apprentice also is paid $2 an hour for half of the 
billed hours. In this case, they generated 130 
percent Billed Efficiency for 2,704 Billed hours, so 
he gets paid for half or 1,352 hours times $2.00 
per hour = $2,704. Add that to what he makes 
from his base hourly rate, and you have a total of 
$27,664. (Line 12.)

In an ideal world, all dealerships would adopt 
some form of an apprentice program.  Some of 
the benefits are:

1) It solves the universal problem of not 
being able to find qualified techs. In 
this case, you grow your own. In two to 
three years, you can take a mechanically 
minded, properly motivated apprentice 
and turn them into a fully qualified, 
income-producing technician.

2) Techs who come up thru an apprentice 
program are more loyal than one hired 
away from another dealership. 

3) They are also trained the way you want 
and don’t come with preconceived bad 
habits learned in less productive shops.

4) It allows your current techs to earn a lot 
more money since they get the incentive 
pay driven by the apprentice.

5) It is truly a win/win/win plan.
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The principles used to compensate Tech. No. 1 can be used to calculate the pay plan for the other 
two techs as well.  

In order to have an incentive-based service pay plan in your dealership, it is best to have the following in 
place:

1) An excellent scheduling system (I am told www.MySchedulePower.com is a great one).

2) A process through which parts are pulled, in a box and delivered to the work bay prior to the 
boat being worked on.

3) Generous flat rates for the bulk of all your work. Spader Business Management has an excellent 
Flat Rate Manual.

4) A proactive vs. a reactive attitude in your shop.

5) The ability to track Billed Efficiency and have it posted in the shop for all techs to see.

6) A lot person to retrieve/remove boats from the shop.

7) Regular meetings with service/parts personnel to address the impediments to a more efficient 
shop.

Congratulations!  
Now you are ready to implement an incentive 

program in your shop.
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Tips for Implementing a New Pay Plan

The advantage of using the Pay Plan Calculators 
included in this Guide to Compensation is that you 
can adjust them to fit the goals of the dealership 
and the employee. 

For example, if an employee is looking for a higher 
base salary to help them cover monthly expenses, 
with the information you receive from the Pay Plan 
Calculator about how much the dealership can 
afford to pay the employee, you can easily increase 
the base and adjust incentive rates to hit that 
Target Compensation. 

Similarly, if an employee wants to make more 
money, you can use the Pay Plan Calculator to 
determine how much you can afford to pay them, 
depending on their performance. 

However, you’re unlikely to be aware of your 

employee’s personal and professional goals unless 
you ask about them. We recommend that you 
meet with your employees annually, at a minimum, 
to discuss their goals and yours. This provides you 
with the opportunity to customize their Pay Plan, if 
mutually beneficial, and helps promote employee 
satisfaction and loyalty, which leads to higher 
retention rates and lower costs for the dealership.

To take it a step further, if you have a process in 
place to discuss and develop career-related goals 
with your team, you can use that information 
to build a career plan together. If they can see 
a future with your business and know the steps 
they need to take to reach their goals with your 
dealership, they are much more likely to perform 
at their peak in their day-to-day responsibilities, 
welcome new responsibilities and seek out growth 
opportunities.

 Career Planning for Employees

Unveiling a New Pay Plan to Your Employees
Once you’ve developed a new 
pay plan for your employees, 
you need to decide the best 
way to communicate the 
changes to your team. This is a 
critical stage in the success of 
your new plan, as such changes 
can have a significant impact 
on employee satisfaction and 
company culture. In extreme 
cases, they can even lead to 
employee resignation. One 
strategy that can provide the 
reassurance needed for your 
team to embrace this change is 
to calculate what the employee 

would have made during the 
past year under the new pay 
plan. 

Another option is to introduce 
the concepts behind the new 
plan, but wait a few months to 
implement it. This gives you the 
opportunity to conduct side-by-
side comparisons of how much 
the employees are currently 
making vs. what they might 
make under the new plan. 

A third option that some dealers 
have adopted with success is a 
guarantee that the employee 

will make at least as much as 
they were previously bringing 
in for a certain period of time 
– perhaps three to six months. 
During this trial period, the 
dealership agrees to pay the 
difference between what the 
employee earns through the 
new plan vs. what they would 
have made under the old plan. 

Many employees are scared to 
try something new even if it will 
make them more money. Below 
are several strategies to mitigate 
those fears.
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Moving Forward
By putting the tools and recommendations in this guide to work for your business, you have the 
ability to improve employee performance and loyalty, while increasing dealership profitability – not 
just today, but for years to come, as your business and employees change and evolve. 

If you have questions as you put this information and these Pay Plan Calculators into place, please 
don’t hesitate to reach out to us for help. We are honored to have the opportunity to contribute to 
your success.


