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Overview 

• Supporting Operational Excellence 

• Supporting OHR Strategic Imperatives 

• Organizational Structure 

• Spans and Layers Analysis 

• Job Classification System 



Setting the Context:   
Operational Excellence 

• Work smarter 

• Reduce costs 

• Enhance services 

• Re-allocate resources and efforts to the 
University’s core teaching, research, and public 
service mission 

 



Strategic Direction for OHR 

• Mission: The Office of Human Resources strategically 
leads and partners with our community to provide the 
diverse workforce and organizational capabilities that 
drive excellence in the University. 

• Vision: Create the diverse workplace of the future where 
people are engaged, connected, thriving, and achieving. 

• Values: Integrity, service, innovation, collaboration, 
responsibility. 



Strategic Imperatives 
• Define  

– Re-imagined, integrated OHR portfolio of services 

– Well-articulated partnership between central OHR and HR work in colleges, units, and 
campuses in which roles and responsibilities are clear and understood 

– Leader in providing HR professional skills and practice and encouraging best practices in HR 
systems and service delivery 

• Simplify 

– Simplified employment policies and administrative procedures 

– Streamlined employment processes and management 

• Empower 

– Leaders and managers to make strategic decisions about talent 

– Employees to optimize their employment experience 

– Human resource professionals to be proactive, responsible, and responsive 

• Deliver 

– Excellent, high quality service in core OHR business functions 

– Improved business processes that support talent management 

– Strategic organizational development advice and practice 





Spans and Layers Analysis 

Definition 

A review of organizational structure to determine the 
number of layers of decision-making between an 
employee and the president and to provide an 
analysis of supervisory span of control 

Purpose 

Determines if your organizational structure is 
optimized for decision-making and business process 
implementation 



Spans and Layers Analysis Steps 

• A comprehensive benchmarking of the current structure 
through a systemic review of layers and spans of each 
functional area across the University 

• A tabulation of the number of Vice Presidents, Directors, 
Managers, etc., found within each functional area, and the 
ratio of these position-holders to one another, e.g., the ratio 
of the number of Vice Presidents to Directors, Directors to 
Managers, etc. 

• A synthesis and summary roll-up of the institution’s layers 
and spans that concisely identifies organizational 
opportunities 

• A set of recommendations and an associated transition plan, 
including action steps and timelines 







OHR Strategic Dashboard:  
Job Classification Redesign 

 
 Goal: Create and implement a classification and 

compensation system that provides managers and 
employees transparent career paths and classifications 
that provide clarity and ease of administration, optimal 
utilization of payroll dollars, and the ability to attract, 
engage, and retain high performing employees. 



Current State and Concerns: System 
 

• Current system no longer relevant to a  
contemporary university 

• Does not support recruiting and retaining talent  

• Complicated by different benefits and work rules  
for different employee groups 

• Does not provide accurate or adequate compensation 
guidance for hiring managers 

• No articulated career paths for employees 

• Titles are not descriptive of work being done 



Current State and Concerns: 
Administration and Credibility 

 Administration 

• Inconsistent application of rules 

• Complicated to administer and understand 

• Multiple and redundant tools used to accomplish results 

• Lack of systematic approach 

• No central oversight of P&A position classifications 

Understanding and Credibility 

• Unwieldy and confusing number of classifications 

• Lack of credibility and trust in the system 



New Framework 
 Guiding Principles: 

• Aligned with Operational Excellence and Board of 
Regents compensation philosophy 

• Aligned with OHR Strategic Imperatives 

• Relevant to contemporary University workplace 
and consistent with workforce analysis 

• Practical and timely 

• Credible and transparent 



Implementation:  
Classification Structure 

 
• New classification structure and construct for salary ranges 

• Structure will provide the framework for consistency across 
University and market competitiveness 

• Restructure current classification system and nomenclature 

– Redefine employee groups to accurately reflect who is there;  
eliminate negative labels 

– Review the benefits/terms and conditions between groups 

– Develop and implement working title construct 

• Manage compliance 

• Eliminate arbitrary educational degree requirements 





Implementation: Guidelines and 
Governance Structure 

 
• Establish guidelines and procedures for salary setting, 

promotions, and transfers 

• Compensation department to review all professional  
and staff positions 

• Clarify roles of OHR, local HR, hiring managers 

• Create definitions (e.g., working title guidelines) 



Implementation: Job Content 
Collections Tools and Processes 

 • Streamline tools and processes to collect job information 

– Minimize errors and upkeep 

– Maximize efficiency 

• Create a new comprehensive job description tool 

• Use the job description for 

– Talent Acquisition Manager 

– Position Management 

– Job family initiative 

– Legal compliance 

– Identifying spans and layers 

• Job Description will be an online tool 

 





Implementation:  
Expedite Job Family Initiative 

 
• Systematic approach for job classification 

• Secure external resources to shorten time frame 

• Use Job Description tool to obtain information and map employees 
to new structure 

• Consultation with colleges, functional leaders, and external 
resources will ensure future directions and needs 

• Benchmark salaries to the relevant market 

• Completed job families will consist of job levels, descriptions, and 
salary range; and will map back to the classification grid, workforce 
analysis, and IPEDs definitions 





Implementation: Align  
Classification System 

 
• Ensure that the compensation program supports and is 

consistent with other Human Resources initiatives and 
the overall operational goals of the University 
– Talent acquisition 

– Management development 

– Performance management 

– Succession planning 

– Career development 





Conclusion 

• The job classification redesign is closely aligned 
with Operational Excellence and the OHR 
Strategic Imperatives. 

• Spans and Layers Analysis is integrated with the 
Job Classification Redesign, and yields an 
effective and efficient organizational structure. 

• Once implemented, we will have a contemporary 
integrated system for classification, 
compensation, and career progression. 



 

 

An employee’s job class should  

reflect the work they do. 


