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About KSU
▪ At Kennesaw State, we serve as a 

powerful example of the impact a 
student-centered, research-driven 
university education can deliver. We 
help students succeed through 
exploration, collaboration and rigor. 
We unite a diverse spectrum of 
backgrounds and talents to produce 
meaningful change.

At KSU, students become the 
individuals that others want as 
colleagues and as leaders.

▪ 3rd largest University in the state 
of Georgia

▪ Enrollment of nearly 45,000 students 
representing 100+ countries around 
the world

▪ R2 Carnegie-designated doctoral 
research institution

▪ Over 180 undergraduate, master’s, 
doctoral degree and certificate 
programs

▪ 1,000+ faculty members, 2,600+ staff



CASE FOR 
CHANGE



Attract Retain Develop

DEFINE JOB 
FAMILIES AND 

ESTABLISH 
CONSISTENT JOB 

LEVELS

CREATE A 
UNIFORM 

ORGANIZATION OF 
PAY AND JOBS 

ACROSS CAMPUS

ADDRESS 
COMPETITIVE PAY 

CONCERNS

EQUIP MANAGERS TO 
MAKE INFORMED 
DECISIONS ABOUT 

PAY AND 
PROFESSIONAL 
DEVELOPMENT



What Is a Career Framework?



OUR
TASKFORCE



Establish 
Stakeholder 
Groups
• Educate core project team

• Provide ongoing input and 
validation

• Anticipate questions

• Bring credibility

HR ADVISORY COUNCIL 
(HRAC)

DEPARTMENT 
HEADS AND 

FUNCTIONAL 
LEADS

PRESIDENT AND 
CABINET



Stakeholder
Charge
• Define compensation philosophy

• Establish peer group

• Validate job architecture

• Compare compensation

• Consider finances

• Review processes

• Communicate

Department Heads and Functional 
Leads provided input relevant to their 
areas of responsibility

HR ADVISORY COUNCIL 
(HRAC)

DEPARTMENT 
HEADS AND 

FUNCTIONAL 
LEADS

PRESIDENT AND 
CABINET



OUR
PROCESS





Draft Compensation Philosophy 
and Determine Peer Group
The Compensation Philosophy is a policy statement or “blueprint” to guide 
the design, management and communication of our compensation program

Several factors considered to determine Peer Group: Carnegie classification, 
operating expenses, enrollment, budget, percentage of terminal degree, 
faculty- and staff-to-student ratios, etc.

STEP
Reviewed and provided feedback on 
philosophy statement

Partnered to establish criteria, provided 
input to institutions for consideration and 
validated final comparators



Create Job Architecture 
Career Framework, Part I

Establishes a common job organization that is consistent 
across the University

Organizes jobs based on responsibilities, scope, skills, 
and education requirements

Features defined pathways (horizontal and vertical)

Links to the Pay Structure

Validated Job Families, Career 
Track Definitions and Job 
Leveling Criteria

STEP



Support Administrative Professional Contributor Technical Contributor Management Executive
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KSU Job Architecture



Job Family: A broad cluster of related jobs (18 Job Families for staff positions at KSU)

Academic 

Services

(ACS)

Administrative

Support

(ADS)

Advancement

(ADV)

Athletics

(ATH)

Campus 

Services

(CMS)

Enrollment 

Services

(ESE)

Facilities

Management

(FCM)

Finance

(FIN)

Health 

Services

(HLT)

Human

Resources

(HRS)

Information 

Technology

(ITS)

Legal

(LEG)

Library

(LIB)

Marketing and 

Communications

(MCM)

Operations

(OPS)

Public Safety

(PUB)

Research

(RES)

Student

Services

(STS)

KSU Job Families



Administrative Support (ADS)

Performs a variety of administrative activities in support of their assigned work team. May assist 

executives in budget preparation, record maintenance, and generating reports regarding operations, 

personnel changes, etc. Uses University software to compile and generate reports, statistics, timelines, 

tables, graphs, correspondence, and presentations. May design processes to enhance workflow. Serves 

as administrative liaison with others within and outside the University regarding administrative issues.

Sample Job Family



KSU Career Tracks



Administrative Support (ADS)

Job Level: Specifies the 

competencies, responsibilities 

and required skills necessary 

to fill a staff position; helps 

ensure consistency across the 

University

KSU Job Levels



Identify Labor Markets 
and Benchmark Jobs
Identified labor markets where we compete for, recruit 
and lose talent in terms of industry type, organization 
size and geographies

Identified benchmark jobs to serve as market anchor 
points

Shared recruiting challenges, 
secondary market pressures 
and retention issues

Recruiting Market Examples of Departments

Higher Ed + 
General Industry

Finance, Information Technology

Higher Ed Specific Financial Aid, Residence Life

Local Market (Atlanta 
metro)

Administrative Assistants, Coordinators, 
Trades

STEP



Conduct Market 
Analysis
Measured and compared pay for jobs at KSU 
compared with similar jobs at:

• Comparator higher education schools

• Similar jobs in general industry outside of 
higher education

Used multiple compensation surveys

Evaluated all benchmark jobs; all incumbents 
assigned to them represented in analysis

Helped inform and validate our compensation 
principles

Reviewed proposed matches to 
survey job descriptions, updated 
based on input

STEP



Build the Pay 
Structure
Career Framework, Part II

Two basic elements: pay grades and pay ranges

• Each job assigned to a pay grade reflective of its 
internal relationship with other similar jobs with 
the University and it external value in the market

• Each pay grade has an associated pay range 
expressed in three zones: minimum, competitive 
and maximum 

• Employees are paid in the range based on 
compensable factors: time in position, 
performance, readiness for promotion

STEP



Slot Jobs into Pay 
Structure
Benchmark jobs were slotted into the structure based 
on the 50th percentile of market—anchor points

Non-benchmark jobs were placed into the pay 
structure based on other jobs within their Job Family 
and next to benchmark jobs with similar scope and 
responsibility, using a whole job slotting methodology 

Overall grade assignments reviewed for consistency 
across the University

Reviewed and provided input to 
the slotting of jobs in their areas of 
responsibility

STEP



Implement and 
Communicate
Career Framework effective July 2023

Committed to review the Pay Structure for all positions 
every three years and make any necessary 
adjustmentsSTEP

Participated in communication 
Strategy Session to define objectives, 
identify audiences, draft key messages 
and determine deliverables



Communication 
Key Principles

Use plain 
language

Be 
transparent

Deploy a 
multi-channel 

campaign

Validate the 
process

Manage the 
communication 

cascade

Communication Strategy Session 
held to define objectives, identify 
audiences, draft key messages and 
determine deliverables



No one
Some
All



Communication Strategy Session



Persona Exercise



Communication Plan

EMAIL 
SERIES

FAQs AND 
NAVIGABLE 

TOOL

ONE-ON-ONE 
MEETINGS

PERSONALIZED
LETTERS

MANAGER
TRAINING



Email Series

Manager Training

Simplify Align Equip



Simplify Align Equip

FAQs

Navigable Tool



THINGS
WE LEARNED

| Importance of stakeholder 
engagement

| Authentic integration of 
stakeholder input

| Transparency in the process



CAREER 
FRAMEWORK
IN ACTION



Career Framework in Action



Career Framework in Action
Staff:
• Interactive Tool helps identify jobs in each 

Career track and job level
• Searchable Job Description database is linked 

to Career Framework and Salary Structure















Career Framework in Action

Staff:
• Interactive Tool helps 

identify jobs in each 
Career track and job 
level

• Searchable Job 
Description database is 
linked to Career 
Framework and Salary 
Structure

Managers:
• Better understanding of 

current structure and 
how to build a stronger 
structure that promotes 
growth opportunities

• Helps link market data 
to business needs

Compensation:
• Provides transparency 
• Of the 1100+ Jobs, 

quickly identify similar 
jobs for market analysis 

• Helps guide restructuring 
conversations



What the Future Holds

Internal Mobility Program
• Steering Committee to help design 

program
• Building off the Career Framework



QUESTIONS
& ANSWERS
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