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Compensation 101

A Foundation of Compensation at the University of Arizona
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THE “WHY” OF COMPENSATION

Employee Impact

e How compensation affects employee motivation
and performance.

e The role of compensation in attracting and
retaining top talent.

® Framing compensation discussions around
impact rather than just compliance.

A ‘ Human Resources


Presenter Notes
Presentation Notes
Competitive pay and performance-based increases directly boost employee motivation, ownership, and productivity, driving better outcomes for the university. 
Strong compensation is key to attracting top talent, retaining valuable employees, reducing turnover, and preserving expertise within the university. 
A robust compensation strategy recognizes employee contributions and their impact on university goals, fostering appreciation and understanding beyond just following rules.
Our compensation strategy aligns with the university pillars:
Integrity
Compassion
Exploration
Adaptation
Inclusion
Determination
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THE IMPACT OF
COMPENSATION

How Compensation Excels

HR & Supervisor Partnership: Collaborative
approach for fair compensation practices.
Bridging Intention & Implementation: Clear
guidelines ensure consistent application of
compensation.

Trust Through Transparency: Openness in
decisions and processes builds employee trust.
Empowered Manager Communication:
Equipping leaders to discuss compensation with
teams effectively.

Leadership-Supported Framework: Developed
with leadership input to reflect strategic goals.
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Presenter Notes
Presentation Notes
Our compensation success relies on strong teamwork between HR and supervisors to ensure fair and effective practices for all employees.
We provide clear guidelines and processes to apply our compensation philosophy across the university consistently.
Transparency in compensation decisions and processes is key to fostering employee trust and understanding.
We empower supervisors with the knowledge and tools to confidently discuss compensation with their teams.
Our compensation framework is developed with leadership support to reflect the university's strategic objectives directly.
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Distinctive Elements of the

Arizona Compensation Model

Unique Tools, Leading Practices, and
Continuous Improvement

* The university employs a leading compensation
approach in higher education.

* |t offers diverse options for strategic
acknowledgment.

* The university invests in advanced tools like
JDXpert for consistent job evaluations.

* Our compensation team leads with expertise,
often consulted by other universities.

e Supervisor feedback is crucial for refining our
compensation practices.
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Presenter Notes
Presentation Notes
The University of Arizona employs a distinctive and often leading compensation approach within higher education.
Our flexible pay increase options (IRP, retention, percentage, duties, merit) allow for diverse avenues of recognition.
We invest in advanced compensation tools, like JDXpert, MarketPay, ERI which often exceed peer institutions' resources.
Our expertise leads other universities to consult with us on compensation strategies.
Active engagement and feedback with supervisors and units are vital for continuously improving our compensation model.
We utilize on-cycle and off-cycle processes (which is unique to us) for timely and appropriate adjustments.




Tenets of the U of A Compensation Architecture

Industry Pillars of Compensation

Pay Philosophy
Compensation Strategy
Job Architecture

Salary Market Data

Pay Range

Legal Compliance

Compensation Policy
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Presenter Notes
Presentation Notes
A successful compensation philosophy balances employer and employee needs, fostering encouragement and empowerment to achieve business goals.
As an institution, we must establish essential principles that guide our entire compensation approach.
Having an established framework is easier and more efficient to maintain for an organization of our size. (We are the second largest employer in Tucson)
These pillars are core values that form the foundation of our compensation decisions.
The aim is a system where the university and employees are set up for success and contribute to shared outcomes.



Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Pay Philosophy

« Market Competitive: Strives to offer competitive pay in the external markets
to attract and retain talented employees.

» Fair and Consistent: Aims for equitable and consistent compensation
practices across the university based on clear guidelines.

« Supports Career Growth: Utilizes a career architecture framework to define
job levels and progression opportunities.

« Compliant and Transparent: Committed to legal compliance and providing
accessible information about compensation processes.
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Presenter Notes
Presentation Notes
Think of the pay philosophy as the foundational beliefs and values that underpin the university's approach to compensation. It answers the question: "What do we fundamentally believe about how we should pay our employees?“


Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Compensation Strategy
« Consulting with Units: Navigates compensation needs.
« Career Architecture: Ensures internal equity through defined job levels.

« Comprehensive Total Rewards: Manages benefits and development
opportunities.

* Regular Review & Updates: Ensures ongoing alignment and effectiveness.

Human Resources
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Presenter Notes
Presentation Notes
The compensation strategy is the specific plan and set of actions the university takes to implement its pay philosophy and achieve its goals related to attracting, engaging, and retaining talent. It answers the questions: "What specific programs and practices will we use to pay our employees?" and "How will we achieve our compensation goals?“ If pay philosophy is the science, comp strategy is the art.
We clearly identify what our organization aims to reward with compensation (e.g., performance, skills, tenure), aligning with its culture and goals.
We ensure our compensation strategy directly supports the organization's overall objectives and incentivizes desired behaviors.
The strategy acknowledges that compensation extends beyond just base pay and includes benefits, professional development opportunities, and other aspects of the employee value proposition.
We foster equal opportunity for anyone who is qualified for those opportunities.



Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Job Architecture

« Clear Job Framework for Understanding & Fair Pay: Structures diverse roles
via Functions, Families, and Levels for clarity and equitable compensation.

« Supports Career Paths & Growth: Helps employees visualize and navigate
career progression within the university.

* Ensures Consistent Compensation Decisions: Provides a common language,
leading to defined job categorizations.

* Facilitates Market Benchmarking for Competitive Pay: Organizes roles for
effective comparison against external markets.

Human Resources
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Presenter Notes
Presentation Notes
Using Job Functions, Families, and Career Levels helps ensure fair and equitable compensation. By having a consistent way to evaluate different roles, we can better determine appropriate pay levels based on each position's skills, responsibilities, and impact.
The Job Architecture isn't just about pay; it's also a valuable tool for career development. It allows our employees to see potential growth paths within their current area or explore opportunities in related fields. This clarity can be very helpful for career planning and advancement within the university.
A standardized structure leads to more consistent compensation decisions. Using a common language to describe jobs ensures that pay considerations are based on uniform criteria, reducing ambiguity and promoting fairness across different units.
The Job Architecture plays a crucial role in our compensation strategy by organizing roles in a way that allows us to compare them effectively to similar positions in the external market. This benchmarking is essential for ensuring that our pay remains competitive and helps us attract and retain top talent in a competitive environment.



Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Salary Market Data

« Data-Driven Competitive Pay: Uses external market data to confidently set
competitive pay levels for comparable roles.

« Multiple Sources for Accuracy: Analyzes at least three data sources to ensure
reliable and unbiased market valuation.

« Strategic Data Selection: Carefully choose data based on our talent markets,
peer institutions, and relevant industries.

« Ensuring Market Alignment: Ensures the university’s compensation remains
aligned with prevailing market wages.

Am ‘ Human Resources


Presenter Notes
Presentation Notes
To ensure competitive pay, the university relies heavily on external salary data, looking at what similar roles command in the market, both locally and nationally.
We prioritize accuracy by analyzing multiple salary surveys – at least three – to get a well-rounded view of market value and avoid skewed data from any single source.
Our HR experts strategically select data from sources that reflect our talent competition, including peer universities, research organizations, and relevant industries within our recruiting footprint.
This data-driven approach ensures the university's compensation remains competitive and aligned with prevailing market rates, helping us attract and retain the best talent for our mission.
We determine specific data sets (based on location, industry, etc.) to compare our compensation and understand market trends for different roles.





Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Pay Ranges

« Pay Ranges: Facilitators, Not Inhibitors: Pay ranges define the minimum,
midpoint, and maximum compensation for a job, reflecting market data.

* Midpoint Represents Market, Not a Ceiling: The midpoint of the pay range
aligns with the market rate for a fully proficient employee in that role.

« Ranges Allow for Growth and Flexibility: Pay ranges accommodate various
skill and experience levels and allow for salary growth over time. They also
provide flexibility to respond to market fluctuations and individual employee
qualifications.

Human Resources
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Presenter Notes
Presentation Notes
Our compensation ranges are determined using structured formulas
Pay range allows for paying above the midpoint. Our ranges facilitate responsible decision making.
Factors such as exceptional skills, extensive experience, high demand for the role, and internal equity considerations can justify pay above the midpoint. These are motivating practices.
As a reminder, the minimum wage is going to change to $16.5 on July 1. Employees affected will be contacted, and supervisors will be contacted beforehand. All new minimum-wage employees will be paid $16.50.
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ADDRESSING MYTHS AND
MISCONCEPTIONS

Common Compensation Myth

e Myth: Midpoint is the "average" or "target"
salary.

e Reality: Midpoint is a reference point in the
salary range.

e Myth: Everyone gets the same raise.

e Reality: Raises are based on performance and
other factors.
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Presenter Notes
Presentation Notes
Use the second half of the pay range strategically and thoughtfully,  using best practices characteristics


Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Legal Compliance

« Mandatory Legal Adherence: Compensation policies strictly comply with all
applicable laws.

« Guiding Compliant Pay Decisions: Clear policies and resources to direct
supervisors in legally sound pay actions (increases, hires, etc.).

« Ensuring Fair & Lawful Practices: Robust policies protect the university and
reinforce equitable employee treatment.

* Foundation of Compensation Operations: Legal compliance is the bedrock of
all university compensation practices and procedures.
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Presenter Notes
Presentation Notes
Compensation policies are carefully constructed to ensure we meet and, where appropriate, exceed the requirements of federal, state, and local labor laws with guidance from OGC and leadership.
Compensation gives guidance and consultation on all legally compliant pay matters for university staff. 
We offer training on topics like the Fair Labor Standards Act (FLSA) to ensure you can make legally sound decisions regarding overtime, minimum wage, and proper employee classification.
The point about 'Ensuring Fair & Lawful Practices' goes beyond simply avoiding legal issues. It reflects the university's ethical obligation to treat all employees fairly, as reinforced by our compliance standards and expectations outlined in various training modules. As directed by university leadership.



Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Compensation Policy

* Governing Pay Framework: University policy sets fair and consistent
compensation guidelines.

« [Establishes Job Classification: Defines how jobs are categorized for
appropriate job mapping and associated pay ranges.

« Ensures Equitable Compensation: Aims for fair pay based on job value and
market data.

« Supports Legal Compliance: Promotes adherence to all relevant
compensation laws.
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Presenter Notes
Presentation Notes
Compensation policy establishes the framework for our entire compensation system. It dictates how jobs are evaluated and placed into appropriate classifications, directly impacting salary ranges and pay decisions.
A key takeaway here is the university's commitment to equitable compensation. This policy ensures that employees are paid fairly based on the responsibilities of their roles and what the market dictates for similar positions.
Understanding this policy is crucial because it also underscores our commitment to legal compliance in all our compensation practices. We adhere to all relevant regulations to ensure a fair and lawful work environment.



Tenets of the U of A Compensation Architecture
Industry Pillars of Compensation

Communication

« Aiming for Transparency: The university strives to openly communicate its
compensation philosophy and processes.

 Employee Resources Available: Pay range and increase information are
accessible via HR website and UAccess.

« Managers Facilitate Dialogue: Equipped to discuss compensation principles
with their teams.

« Open Conversations Encouraged: General pay practices are promoted
between employees and their supervisors.

Human Resources
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Presenter Notes
Presentation Notes
We've actively worked to make relevant compensation information readily available. Our HR website and UAccess Employee portal serve as key resources where employees can find details about pay ranges for their roles and understand the processes related to pay increases.
We also recognize the crucial role of our supervisors in this process. We're focused on equipping you with the knowledge necessary to have constructive conversations with your teams about the principles behind compensation decisions, like this presentation! 
While respecting the privacy of individual salary information, we want to encourage a culture where employees feel comfortable discussing general compensation principles and how their pay is determined within the established frameworks. This open dialogue helps to clarify expectations and address potential questions.
We are a public institution and subject to public record requests.
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CASE STUDIES

Real-World Scenarios

Collaborating for Success:

Multiple Divisions, including RIl and Cancer
Center, needed clarity for specialized Core
Center/Shared Services Lab roles lacking
direct market data.

Compensation partnered with units to
evaluate the scope and value-add of these
highly specialized positions.

A unique, tailored compilation of market
data was created to assess the value of the
duties accurately.

Outcome: Establishment of a new, distinct Job
Family within the Research function.

Utilizing Compensation Strategically
with the Campus Store:

Unit of 30 FTEs sought an Assistant
Director.

Candidate, potentially overqualified, was
identified.

Salary discussion: Executive Director's
initial concern about exceeding midpoint.
Partnered with Compensation to justify
the strategic offer above the midpoint.

Outcome: Successful hire, showcasing flexible
and strategic compensation application.
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Presenter Notes
Presentation Notes
Example 1: To accurately value unique, specialized roles in Core Centers/Shared Services Labs across multiple university divisions lacking direct market data, Compensation collaborated with those units to develop a tailored market data compilation, resulting in the creation of a new Job Family within the Research function.
Example 2: Facing a critical need for an Assistant Director, a dynamic unit with around 30 employees identified an exceptionally qualified candidate, potentially for future succession planning; however, the Executive Director expressed concern about the necessity of offering a salary above the midpoint. This situation required a strategic partnership with the Compensation team to justify a potentially higher offer, presenting an ideal opportunity to demonstrate the flexible and strategic application of the unit's compensation structure as a calculated investment in long-term leadership.
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