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Compensation Philosophy
The Senior Leadership at Ohio University believes that employees are the University’s most valuable resource and are partners in achieving the university’s mission and goals. Compensation is a key factor in recruiting, retaining, motivating and rewarding a talented and committed workforce. 

The University’s compensation goals are:

· to attract and retain qualified employees in an evolving higher education environment,
· to pay employees at or above the established market,
· to pay employees fairly and equitably,

· to reward meritorious performance, and

· to be fiscally responsible and legally defensible

The University’s pay determination policies, pay structures, and pay guidelines result in compensation plans that are equitable, market based, and emphasize performance and continued development of knowledge and skills. 

Structure of Pay Plans:

Pay structures are the foundation of compensation plans; they are job hierarchies with pay rates and/or pay grades assigned.  Positions are placed within a pay structure according to the value of the position, as determined by job content and market analysis.  (Elements of Sound Base Pay Administration, 2nd Edition, American Compensation Association.)  

Different pay structures are in place for Faculty, Administrators & Professionals (A&P), Classified & IT (C&IT), and members of the AFSCME and FOP unions.  While many of the philosophies are relevant, this document primarily addresses the A&P and C&IT play plans.
The A&P pay structure contains 12 numeric pay grades; The C&IT pay structure contains 12 alpha pay grades.  Each grade contains a minimum, midpoint (or market reference point) and maximum.  University Human Resources periodically reviews position descriptions/job information questionnaires and researches the market value of positions to ensure that positions are placed in the appropriate pay grades, and that the pay structures are up to date.  Section I-A-2 of the Managers Guidelines for Compensation Management provides insight regarding how minimums, midpoints and etc. of grades guide salary decisions.  The A&P and C&IT pay structures are available at http://www.ohio.edu/hr/comp/.

Market:

The A&P and C&IT pay plans are market based, with a goal to pay employees at or above the established market.  University Human Resources tracks the market value of jobs by participating in annual salary surveys and obtaining salary information on industry standard positions, referred to as benchmark jobs; i.e., those jobs that are typical in higher education and other industries and easily matched to jobs at the University. Salary data from these surveys indicate a salary range for jobs found in the market similar to ours. The market value for certain jobs will vary and pay levels may increase at different rates depending on whether certain skill sets are in increasing demand or whether there is a shortage of individuals with specific expertise.

Equity:

For pay plans to be equitable and effective it is important to consider both internal and external equity. Many variables come into the mix of equity issues. Departments will need to consider the salaries of individuals with similar jobs, both within and external to the university (i.e. the labor market) as well as individual qualifications, education, level of experience and performance when determining inequities. The best approach to determining the salary value for a position achieves a balance between internal and external salary data.

Internally, positions with relatively equal value should have similar pay levels.  Also, employees with similar positions and similar knowledge, skills, tenure, and performance should have similar pay levels.
The external market consists of other organizations with whom we compete for employees with relative skills and experience. As described in the market section above, University Human Resources will review market data and University pay grades, ranges, and salary levels to determine whether we are meeting our market goals.  
For more information regarding equity, please see Managers Guidelines for Compensation, Section III.

Performance:

Performance should be the most influential factor regarding ongoing, individual employee compensation (salary) management.    

Performance management is a collaborative initiative designed to advance the university's mission by aligning individual contributions and rewards (compensation) with university goals. The performance management program is supported by and reflects the university's commitment to its stated values including cooperation, collaboration, civility, responsibility and shared accountability. 
The program is a cycle of goal setting, self-evaluation, on-going coaching and feedback, and periodic formal performance review that guides employee's efforts.

The general objectives of the Performance Management system are to:

· Encourage clear up-front communication of performance expectations through dialogue between employees and their supervisors.
· Develop future performance through planning and goal setting.
· Provide on-going coaching and regular feedback regarding performance against expectations.

· Recognize outstanding performance and manage poor performance. 

· Establish accountability for supervisors and employees.
For more information regarding performance please refer to Policy 40.005 for A&P employees, and Policy 40.042 for C&IT employees.
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