
Staff Compensation Program 
An Overview

Presenter
Presentation Notes
Johns Hopkins University is implementing a new staff compensation program that will provide enhancements to meet changing workplace needs and expectations. The following presentation will provide step-by-step highlights of this new program.
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Components of the Program



 

Role & contribution based 
classification system



 

Market-based salary structures 



 

Pay policies and practices

Presenter
Presentation Notes
In this New Pay Program, will be a role and contribution based classification system – a new way of classifying jobs. Each job will be assigned a role, a level and a salary range. Our salary ranges will be tied more closely to the market based what other organizations are paying comparable jobs. The university will also implement updated and more responsive pay policies and procedures.  These pay policies and procedures will be better enable managers and supervisors to reward and recognize their staff.
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Role & Contribution Based 
Classification System



 

Each job is assigned -
a role 
a level
a salary range

Presenter
Presentation Notes
In this new Role and Contribution based classification system, pay grades as we know them will be eliminated. In their place, each job will be assigned a role, a level and a salary range which will be described in detail in the next few slides. 
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Market Based Salary Structures



 

A salary structure for every role



 

8-10 salary ranges for every role



 

Salary range assigned based on market 
data for that job

Presenter
Presentation Notes
In the current system, dissimilar jobs are in the same salary range. In the new system, there are a set ranges for each role, and there are 8-10 salary ranges for every role. The salary range is assigned based on market data for that job. Benchmark jobs are identified  by the Compensation analysts. They are jobs whose duties are well understood, representative of JHU jobs for which market data can be found. If there is not market data for a specific job, a compensation analyst will use other methods to assign it a salary range.  These may including looking at other jobs in the department, comparing it to similar jobs across the university, conferring with the manager and/or recruiters. In the end, the compensation analysts slots the job in a range based on all available relevant information.



The University gathers market salary data by participating in and purchasing salary surveys administered by third-party organizations. Salary data is collected for benchmark jobs and analyzed annually.
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Market Based Salary Structures

Administrative/Technical 
Operations Salary Structure

Range Min($$) Mid 
($$) Max ($$)

OA 16,700 23,000 29,300

OB 19,100 26,200 33,300

OC 21,700 29,900 38,100

OD 24,800 34,100 43,400

OE 28,300 38,900 49,500

OF 32,200 44,300 56,400

Job X
Role: Administrative/Tech 

Operations
Level: 2
Market:  $ 25,000
Range: OB

Job Y 
Role: Administrative/Tech 

Operations
Level: 2
Market:  $ 31,000
Range: OC

Presenter
Presentation Notes
As mentioned earlier, each job is assigned a salary range based on available market data. Jobs are assigned to the salary range closets to their market value.  



This slide illustrates how two jobs which are both an Administrative/Technical Operations role and in level two can be assigned to 2 different salary ranges.   

The average salary for a Budget Assistant in the market is $ 25,000 while the average salary for an Help Desk Representative is $ 31,000.  As a result, they are assigned to 2 different salary ranges.



The letters on the left are simply “short-hand” to identify the range for the Comp analysts. 
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Pay Policies & Practices

Designed to



 

Be responsive 



 

Provide managerial authority and responsibility (as defined by 
division/school)



 

Allow opportunities for managers to recognize and reward staff’s 
within current job for
- growing skills/competency 
- significant contribution & accomplishments



 

Be market competitive

Note:  Subject to division/school/department internal protocol and practices

Presenter
Presentation Notes
A committee of Divisional HR Directors and the Compensation Director have reviewed the current pay policies and procedures. These have also been approved by Senior Leadership. Input has been received from managers and leadership before the policies and procedures were finalized. Depending on internal division/school/department practices and within financial/budgetary considerations, managers may have more authority, flexibility and responsibility in making pay decisions. 



More on this later.
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Career & Salary Growth Opportunities



 

Reward growth in individual 
skills, competency, 
contribution



 

Recognize increasing 
market value & increasing 
value to JHU



 

Promote staff retention & 
return for JHU investment



 

Acknowledge most job 
changes to be within level



 

Recognize meaningful job 
change supported by the 
market



 

Reward significant job 
change to a higher level

Requires: Manager/HR Partnership &

Developmental Plan

Developmental Increase

Person-based
Market-Based/Contribution Level Promotion

Job-based
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Other Pay Policies & Practices

Departmental authority



 

Salary offers up to salary range midpoint 
or market reference point, whichever is 
higher



 

Salary offers up to salaries of current 
staff with comparable qualifications

Note:  Subject to division/school/department internal 
protocol and practices
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Other Pay Policies & Practices

Discretionary Bonus



 

Lump sum cash award 
(e.g., critical business operational need, significant project)

 University Guidelines 

Note:  Subject to division/school/department internal 
protocol and practices



10

Other Pay Policies & Practices
Annual Merit Increase
To reward performance during the prior year

Internal Equity Adjustment
To correct a salary inequity among staff

Market Equity Adjustment
To adjust salaries to market competitive level

On-call Pay
To pay staff for being available to report to work within a define 
period of time

Shift Differential Pay
To pay staff for working a designated shift according to 
departmental operational needs
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