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Compensation Philosophy

The Universitys committed to providing a fair and competitive compensation program that will

attract, retain,motivate, develop,andengagestaffto achieveits vision to be internationally

recognized as the model for applied learning and reseadch hv]A E+]5C[* P} 0 ]+ 8} % &
competitive Total Compensatiopackage tied to the application of knowledge and skills and

the achievement of organizational goalis.addition, the compensation program will comply

with all applicable laws and be communicated clearlgtadf.

The compensation philosophy is based on a commitment to hire and retain qualified, motivated
Employes at all levels of the organization while meeting the needs of the UniveHitig.
philosophy is the foundation dhe University
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Introduction 2Compensation Guidelines

Compensation practices are intended to be effective tools in addressing campus business
needs.The following guidelines are designed to assist Leaders when making pay decisions for
benefit-eligible, nonteachingPositiors and to be reasonable and flexible to meet the changing

Hel]v eo v o }( t] Z]18 ~3 § hv]A EFsiglowing shéuldbe jcoasideréd
when making compensation decisions.

X Leaders areesponsible and accountable for compensation decisions made within the
department.

x Decisions by.eaderanust be based on justifiable business reasons to ensure compliance
with University policies, statand federal laws.

X In most circumstances and absent extenuating circumstarit@egloyes performing
substantially equalols under the same Leader should receive similar pay.

x All compensation decisions require documentation and approval by the appropriate
party as described within these guidelines.

Appendix AGlossary of Terms located at the end of this document and defines many of the
terms used in this documenterms located in the Glossary begin with a capital letter when
referenced throughout this document.

Nothing in these guidelines confers to any individuaboployee any right, either express or

implied, to employment with théJniversity, to remaininth&Jv]A E+]3C[* u%o0}Cu v3U }E
any specifi BasePay Rate benefits or compensation. The procedures, practices, poliaes

other matters described herein may be modified or discontinued from time to time, at the

discretion of theUniversity. These guidelines do not establish an employment agreement or

contract with any individual oemployee.
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Utilizing the Job Catalog

If a Leaderdentifies the need foe new Job Descriptiorthe Leader should firghitiate asearch
of the Job Catalog which can be foundhe Job Description Manager the myWSU portal
Faculty/Staff tab, Human Resources Liclkannel There are various filters that allow for a
search using keywords and phrases.

Newor ChangindPosition

If anew Position is neededr an existing Position is changjrige following process is utilized:

x The Leader responsible for the né&wsition will review the Job Catalog to determine if
an appropriate Job Description is available.

x If the Leader identifies an appropriate Job Description in the Job Catalog, they will begin
the procesdy completing the Position Action Request form

x If the Leadersnot able to identifyan appropriate Job Description in the Job Catalog,
they will provide asummary of thgob on the Job Description Intake Foramd submitto
the Compensation Team for revieamd determination as to whether a new job
description is needed.

To maintain the integrity of the Job Descriptions and Pay Range assignments for all University
Jobs, ihal approval of new Job Descriptions will remain with the Compensation.Team
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Establishing Individual Employee Base Pay Rates

Leadersareresponsilte for establishing the Base Pay Rate for their EmployBesguidelines
on the following pages are provided to assist Leaders in making Base Pay Rate decisions within
the established Pay Rangehe HRBP may be contacted to assist with issues, as needed.

Base Pay Rates and provisions contained in external grants will be processed in accordance with
the grant.

It is intended the Employee Base Pay Rates will fall within the established Pay Range, although
there may be situations in which they do not.

When making Base Pay Rate decisions, Leaders should consider the knowledge, skills and
abilities of the candidate or Employee as well as internal consistency among others performing
same or similar Jobs.

Base Pay Rates for Existing Employees

As a general rul&Employes will be paid at no less than the minimum or no greater than the
maximum of thePay Rangassigned to thebb.
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Base Pay Rates fhiew Hire OffergExternal Candidates)

When establishing thBase Pay Rate offer for an external candigdatssideration should be
given to the following:
x Competitive recruiting conditions for this field, specialty, skills, etc.
x External market factors influencing tfBase ByRate v §Z hv]A E+]3C[* Juu ] §
hiring needs.
X dZ v] S A% E]V Vv <d o](] S]}veX
x Years of work experience will be determined based on comparison téahéescription
and should be directly related to the duties being performed inihte
X The years of experience that are required as the minimum qualification of the job should
not be considered. For example, if the job requires 2 years of experience and the
v] § Z«AC &+ }( E oS E% E] v U }voC Srdhei C &E- S.
job are considered
X Education that exceeds thibb [+ u]v ] urgquirement should not be used as an
equivalent for work experiencenless specifically stated in the Job Description
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Quatrtile 4:SeniorLevel ob Expertise
X Meetsboth minimum and preferred qualifications established for fhesition
Considered a subject matter expert in tResition
x Exhibits extensive breadth and depth of knowledge that brings significant value to the
University(typically 15 + years)
X Serves as an expert resource, role model or mentor to others either in the department,
college or University.

Managing the Base Pay Rate within the Pay Range
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x ThenewBase By Rate should not bdower than the previou8ase By Rate, if being
hired into the samebb.

X The new Base Pay Rate would typically no&lsggnificant increase from the previous
Base Ry Rate, if being hired into the samdb.

x The length of time until the rehire may impact the above considerations.

Base PaRRate Change®r Promotion {nternal Employes)

UponPromotion
x Employes may receive Base Pay Raiacrease to at least the neRay Range
minimum
X The Managing Pay within the Range chart in the New Hire Offer section should be
consulted to ensure consistency.

Note: Stuations in whicha Job Evaluation has been conducted for an existingmdoth
resultedin the reassignment of a single Job and all Employees in that Job to a higher Pay Range
are not considere@ Promotion.

Base PaRate Adjustmentfr Demotion (nternal Employes)

UponDemotion

x TheEmployeemay receive 8ase Pay Ratdecrease that should be within tHeay Range
of the newJob.

x In limited circumstance€mployeee u C RedCircle _ ~ ZBase By Rate remain
above aPay Rangenaximun). Exceptions abovieay Rangenaximumwill require
approval of theDivisional Officer

x Performance issues and/or department/unit needs may be considered when
determining whether @ase Pay Rat#ecrease should occur.

X Methods to determinea Base By Rate decreasdnclude:

0 A decrease equal to the increase amount given wherBimployeemoved into
the existinglob, if it can be easily determined.

o The Managing Pay within the Range chart in the New Hire Offer section may
also be consulted, if other options are not appropriate.

o Under no circumstances may &mployeeeceive aBase Pay Ratacrease for
aDemotion

Note: Stuations in which Job Evaluation has been conducted for an existing Job which resulted
in the reassignment of a single Job and all Employees in that Job to a lower Payfamgfe
considereda Demotion.

Base PaRate Adjustmentor Transfers laternal Employes)

Transferswill typically notresult in aBase Pay Rataljustment.If a pay adjustment is
necessary please see thin-RangeAdjustmentprocess.
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In-RangeBasePayRateAdjustment [nternal Employes)

AnIn-RangeAdjustmentmay be appropriate in certain situations with the following
considerations:

x Should only be given for a significant increase to scope or responsibiliiesare that a
significant increase in scope or responsibilities will not affect the Job Description, so
Leaders should firstetermine whether the Employee is actually performing a different
Job(either one that exists ithe Job Catalogr a new Jolthat needs to be defined and

added to the Job Catalpg
x If moving the Employee to a new Job is not necessary, the Base PapdResse should
§C%] o00C SA vi9 v 09 }(3Z u%o0}C.[+ UWEE vE -

X The respectivd.eademayconsult with the HRBP for further guidance

Base Pay Rat&djustmentfor Movement within a Career Ladddn{ernal Enployees)

X The University may establis€tareer Ladderfor specificlbs with review and approval
by the Compensation Team.

x For Jobs within a Career Ladder in which the Jobs are in different Pay Ranges, the
Promotion andDemotionguidelines will be utilized.

x For Jobs within a Career Ladder in which the Jobs are in the same PayRuapipyee
movement between levels in th@areerLadder (both up and down) will be governed by
the CareerlLadder desigrwhich will be documented in Appendix Compensation
Practicedocatedat the end of this documenihese situations areot considered a
Promotionor Demotionfor salary administration purposes.

Off-Cycle Pay Adjustments

Base Pay Rate increases that are not one of the reasons in this section (Establishing Individual
Employee Base Pay Rates) above or during the annual cycle described in the section Base Pay
Rate Increases to Support Compensation Philosophy should beAra@ff-CycleBasePay
Adjustmentis requested by utilizing th@ff-Cycle Base Pay Adjustment Request Form

Divisional Officer Approval

Base Pay Rates which are not consistent with the Guidelines in this section or which may create
equity or compression will require review and approval of the appropriate Divisional Officer
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https://www.wichita.edu/services/humanresources/Forms/Operations_Systems/Off-Cycle_Pay_Adj_Form.pdf

Appendix A: Glossary of Terms
Base Pay Raté&AnEmployeds & 5 }( % C A& op+]A }( vC ]S]}v 0 % C

X

overtime, shiftdifferential, etc.

Career LadderA series of defined levels within a Job Family where the nature of the
work is similar and the levels represent requirements for increased skill, knowledge and
responsibility as aEmployeemoves througlbut their career.

Demotion: Movement to a job at the University in a lower pay range or pay range with a
lower midpoint.

Divisional Officerfor the purposes of these guidelines, Divisional Officers are the
University President, Executive V.P. and Provost and V.P. Finance and Administration.
Employee An individual who provides services to the University on a regular basis in
exchange for compensation and receives 2\Wér such services:or purposes of this
policy,Employeses limited to benefiteligible non-teachingPositiors and excludes
Employesin the Division of Industry and Defense ProgramidH.

Exempt:A Positionwhich isExemptfrom the overtime provisions of the FLIxempt
Positone E % ] }v "« 0 EC <]e_ A]8Z]v §Z u vihRBe}( 3Z
Positiors are typically managerial, supervisory, professional or administrative roles.
ExternalReview
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with safe harbor guidelines in order to avoid antitrust violations that may be viewed as
price fixing.

x Total CompensationThe complete pay package awarded toEamployeeon an annual
basis, including all forms of cash compensation, benefits, akththpayments.

x Transfer:Movement to a job at the University in a similar pay range or a pay range with
a similar midpoint.

x Working Title:A title used to describe the function of tHeositionin even greater detail
or more easily recognized terms in both internal and external communication
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Appendix B: Job Leveling Framework

A Job Leveling Frameworkuislized in the establishment of Job Architecture to create consistent criteria for entry and movement
through Job Levelsf the University The criteria in the Job Level Framework are those wilitypicaly be reflected ineachJob
Level.Othercriteriamay be consideredsuch as Leadership, Hiring/Staffing, Performance and Corrective Action, Number of
Employees Supervised, Education, Experience and Certifications.

JOBGROUPBusiness/Administrative Suppordobs
Provide administrative andbusiness support

Job Level Criteria | Assistant | Coordinator .~ Lead/Supervisor Manager
x Performs x Completes X Works on problems  x Provides
standardized, on moderately complex of diverse scope and
going duties and task assignments that complexity ranging
with little choice require an ability to from moderate to
regarding policies, recognize the need tc substantial.
procedures, materials occasionally deviate x Assists senior staff in
or equipment. from accepted determiningnew
X Work and tasks are practices. methods and
most oftenroutine, x Performs a variety of procedures.
Complexity structured and technical servicé x Coordinates and
transactional in support duties that provides input into
nature, often require specialized work schedules;
requiring physical knowledge. monitorsschedule
labor; work requires adherence and
minimal variance reports absences.
from guidelines and X Leadsnoderately
procedures. complexprojects/

activities on semi
regular basis.
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JOBGROUPBusiness/Administrative Suppordobs

Provide administrative andbusiness support

Job Level Criteria Assistant Coordinator Lead/Supervisor Manager
X Requires practical X Top expertand planning,
operating knowledge functional mentor; evaluation and
to perform job. possesses the most negotiation.
advanced Ensures regulatory
administrative compliance.
support knowledge of Serves as a

the job function/
family and
department.

functional mentor.

Decision Making

Requires minimal
independent
judgment.
Makesroutine
decisiongegarding
own workwithin
defined parameters,
often limited and
confined to ongoing
matters.

Errors may cause
simple rework or
correction to single
task.

Makes routine and
non-routine decisions
with some latitude,
but still subject to
approval.

Exercises
independent
judgment on basic or
moderately complex
issues regarding job
and related tasks.
Decisions may have
moderateimpact on
a task or work
process with lesser
impact on the overall

Makes decisions
regarding daily
priorities for a work
group; provides
guidance to and/or
assists staff on non
routine or escalated
issues.

Makes
recommendationto
Leaderon new
processes, tools and
techniques, or
development of new
products and
services.

Managesa group
of Employes, a
program, or a
department and
provides
recommendations
to seniorLeades
on areas of
significance.

Uses independent
judgment in
managingday-to-
daysupport
operations.
Negotiates and
interprets conflicts
and influences
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JOBGROUPBusiness/Administrative Suppordobs

Provide administrative andbusiness support

Job Level Criteria Assistant Coordinator Lead/Supervisor Manager
department, division | x Decisions have outcomes on
or organization. moderateimpact on matters of
Errors have small or operations within a significance.

possibly incremental
impact on

department, division
or organization.

Decisions have
significantimpact

Autonomy

department, division within the
or organization. department,
division or
organization.
Works undedirect Works independently Works undeminimal Acts
supervisiorand/or under minimal supervision uses independently
definedparameters. supervisiorwithin independent performs

Receives detailed
direction and
guidance on work.
Work typically
reviewed.

Ensures timely and
accurate
performance of
responsibilities for
single area or group
of closely related
tasks.

Prioritizes basic tasks
priorities typically

established guideline:
and procedures.
Ensures timely and
accurate
performance of
responsibilities;
produces quality
results with work
periodically reviewed.
Requires little
instruction on dayto-
day work; majority of
work is seHdirected;

judgment requiring
analysis of variable
factors.

Regularly checks owr
work and the work of
others.

Requires little
instruction on dayto-
day work andyeneral
direction on more
complex tasks and
projects.
Collaborates with
senior staff in the

escalated duties
and provides
technical guidance
to team.

Assists senior
Leades with
problem solving
around
reoccurring,
systemic problems
as well as unique
challenges.
Regularly makes
recommendations
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JOB GROUHRechnicians/Skilled Trades/Paraprofessionals

Accomplish work through a specialized knowledge or skills gained through a combination of vocational education,
training, apprenticeship, and experience
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JOB GROUREechnicians/Skilled Trades/Paraprofessionals

Accomplish work through a specialized knowledge or skills gained through a combination of vocational education,
training, apprenticeship, and experience

Job Level Criteri

collaboration betwee

departments.
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JOB GROUBuUsiness Professional

Jobs of a professional nature, typically in an office environment which generally require a professional education

Job Level
Criteria

Analyst

documented
parameters and
instruction
around
professional
guidelines and
compliance
requirements.
Seeks out new
assignments to
learn and
develop.
Regularly
contributes
useful ideas for
own work
area/team
within defined
parameters.

RevisedDctober 152024

X

SeniorAnalyst

in ambiguous
situations.
Decisions may
be guided by
precedent
previous
experience,
and known
professional
guidelines anc
compliance
requirements.
Often
required to
interpret
policies,
standards,
requirements
and
approaches to
meet work
objectives.
Identifies

26

Specialist Lead/Supervisor Manager




JOB GROUBuUsiness Professional
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JOB GROURBusiness Professional
Jobs of a professional nature, typically in an office environment which generally require a professional education

Job Level
Criteria
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Leadership Levels

Level

Scope

Organizational Impact

Director

Manages a department or unit of a department
which may include teams lead by Managers and
Supervisors

X Recommends operational plans and strategies
that will directly impact the achievement of
overall department or unit results.

x Directs the execution of strategies established t
senior Leaders.

x Establishes operational plans for area with shor
to mid-term impact on results.

x Work requires a high degree of responsibility fo
resources, and frequently influences business
decisions made by senior Leaders.

Executive Director

Assistant Vice President

RevisedDctober 152024

Manages multiple departments or a department
which includes multipléeams led by Directors
and/or Managers

29

x Owns and develops the most critical strategic a
operational goals for the department(s).

x Directs activities that have substantial impact ot
the achievement of results for the area.

x Develops strategies to achieve results for the a
and has major impact on the results of the area

x Significant authority for developing and
implementing new processes, policies, standarc
or operating plans in support of strategy.










Appendix D: Job Families

Job Family SubJob Family

Student Support Services Health Services

Advising / ProgrammingCounseling /
Career Support

Residence Life

Recruitment / Enrollment
Management

Student Affairs
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Appendix E: Market Pricing Methodology

This is an internal document to be utilized by the Compensation Team in the Market Pricing of
Jobs. All functions referenced in this document will be performed by the Compensation Team.

Data Sources
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X A Survey match with fewer incumbents can be skewed if one or more of the incumbents
is paid exceptionally high or low due to an internal factor.

X Large variances between highest and lowest salary data

X
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x Differences between Lead and Supervisor, Supervisor and
Manager, or Director and Executive Director levels

x Universitywide scope

x Complexity of the role due to the operating model

(+/-) 15% to 20% | To reflect:

x Differences between Manager and Director levels

X Additional responsibility over two (2) or more unrelated
functional areas or departments

X Any combination of two (2) of the previously defined
adjustments

Data Aging

Each survey has an effective date; therefore, all data must be aged to a common date, utilizing
a prorated percentage of the average pay increases for the appropriate market.

The University will utilize a leddg strategy which is a commonly used approach in which the

data will lead the market for the first six (6) months of the fiscal year and will lag the market for

the last six (6) months of the fiscal year. For thisreddo$ Z hv]A E+]3C[s & P]JvP ((
date will always be January 1 of the following year. For example, for FY21 the Data Aging

effective date is January 1, 2021.

The Data Aging factor will be reviewed annually and updated as appropriate. The University will
utilize the most recent PayFactors Salary Budget Survey in order to determine the most
appropriate Data Aging factor.

Market Median

Once Jobs are matched to Survey jobs and all data adjustments are completed, the market

D ]v}E “u El §Aou_]* o po s e« Jvsz A EP }(8Z "pa
is assigned based on the Pay Range midpoint which most closely apprexthmataarket

Median. If the market value falls almost equally between two Pay Ranges, Internal Consistency

RevisedDctober 152024 36



Appendix F: Data Comparison Groups

Job Family Industry Location Industry Size
SubFamily Survey Org Structure

Administrative CUPA Midwest Public

Support
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Appendix G: Pay Practices

Base Pay Rates
The following base pay rates have been established as the starting pay rate for a
candidate with no experience beyond the minimum qualification required for the job.

University Police Officer (CS404) $22.80/hour

Related Experience

The following experience has been established to be a related field for the following
jobs:

University Police Officer (CS404)
University Police Detective (CS403)
University Police Sergeant (CS406)
University Police Captain (MA003)
University Police Chief (MA200)

x 50% credit for experience in related supervisory role; any non-law enforcement first-
responder (Fire, EMS/EMT), any US Military Service, service as a corrections
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