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and pay ranges to be able to review mapping data prior to the employee
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During October 2021 manager training we shared...

Career Roadmap Journey Manager Checklist

Created three important tools: Career Framework, Career Band and Level Guide, and Job Catalog

v Managers understand Career Roadmap Framework and Position Mapping
v Data is ready to show up in employee notification letters
v" Manager, Unit Leader, and HR Partner alignment has taken place

Manager Readiness

Mapped positions to the newly established framework and ensured consistency

. . . B Understand Career U Know the basics of Career Roadmap
Priced Ohio State jobs to the external market to ensure competitiveness i OUnderstand the high-level employee review process
Position Mapping O Review the tools and materials provided to ensure understanding

QAsk questions and identify any missing gaps regarding the process

Review the mapping in relationship to new pay ranges

Review Position dReview your team’s position mapping using the tools and training provided
. . Mapping for Direct i ; o ;
Understand impacts of the regulatory compliance such as FLSA and CCS appweupm:s ire Qldentify any needed changes for your direct report and provide justification
Employee Review
Consult with QConsult with your HR partner on the review you completed and understand the thought process behind the
. Complete Leader/HR Partner current position mapping for your reports

for Possible QDiscuss & ldentify if changes are needed to the position mapping & work with HR to make updates as needed

Implementation Mapping Changes

QGain alignment with your unit leader(s) and HR partner

@ ot Started

Actions Career Roadmap has taken since the October 2021 manager training:

Added recording from last training to Career Roadmap website

Refreshed existing and added new FAQs

Added new data to the Position Mapping tool e.g., salary ranges, classified status, exempt/nonexempt status, etc.

Refreshed existing and added more resources regarding FLSA,CCS

Created this training on pay ranges to ensure you have the information needed to provide feedback on position mapping 4
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Ohio State is creating a compensation and talent framework that is consistent,
transparent, and sustainable to attract, develop, and retain employees

ﬁarket and Internal Alignment \

« Structure that aligns Ohio State jobs to market

« Foundation for compensation decision-making

« A common way to describe jobs and career levels
across the Campus and the Medical Center

. Career Framework

m:%] Job Catalog

Al
[ IJ J Salary Structure

Compensation Policy

Talent Development

» Visible career path opportunities

» Better staff development discussions
« Foundation for succession planning

Risk Mitigation
* Improved FLSA and Classified Civil Service
compliance
\Meamngful, proactive pay equity analysis / .H:::: a :'Ii Annual Review Process
man
3
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Participants in this training manage at least one in-scope staff

Physician
- Student employee
Unclassified Staff
Faculty member
InScope  Civil Service Staff Out of Scope Athletic coach
or
Career Roadmap Career Roadmap Executive

Bargaining unit
Research Scientists

Visiting Scholars

Note: You may be required to review mapping for any in scope direct report
positions

6
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Broad group of occupational disciplines
e.g., Finance

Recognized occupational discipline Career Framework

e.g., Accounting

Job Function

Sub Function

Career Band Individual Contributor Series People Leader Series

More information about the Career

Career Band Technical Clinical Specialized Managerial Executive * Framework can be found on the Career
Roadmap website https://hr.osu.edu/career-
roadmap/career-framework/

Manager 5, Accounting

Accountant 6 Manager 4, Accounting Rem | nder
Career Level Accountant 5 Manager 3, Accounting
Can/A Accountant4 | Manager 2, Accounting To be in the Managerial Career Band, total
C3 N/A Accountant 3 Manager 1, Accounting repor’[S mUSt equal 2 FTE (41 ratio for
c2n/A Accountant 2 student employees) and majority of work
Accounting Coordinator 4 C1N/A Accountant 1

is accomplished through other people

Accounting Coordinator 3

Accounting Coordinator 2

Accounting Coordinator 1

*Limited Roles


https://hr.osu.edu/career-roadmap/career-framework/
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HUMAN RESOURCES

How to map Ohio State position mapping to the Career Roadmap Framework

Job Description

Functions as the Financial Operations Senior Advisor oversee-
ing the financial and accounting operations of the central ad-
ministration and multiple units for the College of Arts and Sci-
ences (ASC) including the following fiscal services: financial
systems, reporting and internal controls, policies and regula-
tions. Approves financial activity according to the designated
signature authority. Develops and maintains central budget sys-
tems and budgetary policies. Supports the college in budget
preparation, forecasting, identifying and implementing strategic
initiatives. Oversees the college commitments, including track-
mechanisms, the preparation and dissemination of financial
s, and performs financial analysis. Collaborates with cent-
ership to create and analyze reports against perform-

Career Band Guide

Individual Contributor Series People Leader Series

project teams. i
setting direction and deploying resources.

v , influence or
Responsible for leading people including conducting performance.
management,

IMay be the primary owner/authority on a given program or pracess.

P

Job
Job Function Name Function Job Function Deseription

Technical Clinical Specialized Managerial Executive
s work of technical (i.e. or the
gde), specialized d it, college)

ive nature

| Academic Administration provides a range of strategic and nd

[and services that intake of students, pr for during the academic experience

/and after graduation. , delivery,  evaluation,

joptimize effectiveness with relevant audiences. In any area, roles may focus on processes or programs serving domestic
ete

Creates the vision and develops the
Emphasizes In-depth knowled 1 strategy for the segment being led

inform strategic planning and further initiatives. Works or intemational populations, honors and schalars, ] P gand influencing industry or
8 . ) giciliral Operaiions 1 responsibe 1o Managing progrars, Bciiies, and Sies Gevoled io Tmproving Soi, Ciop, piri, skill influencing sills v srengthens
with college leadership including Deans, finance, human lanimal and environmental resources. Operations include farms, arboretums (or arborea), greenhouses, branch faciities, others core processes

forests, gardens and related areas. Supports educational, research and community programs. Provides agricultural tion of work is dependenton At more seasoned levels, may lead At more seasoned levels, may
functional actas Manages ateam of three or more  Broad authority to act and commit

lothers other produce work

urces and advancement staff. Collaborates with unit Chairs,
Directors, and Business Operations Managers on projects.

linicians optimalresults

Maintains financial databases, data interfaces and budget mod- R d h F t- d ead level may coordinate and . competency of the leadership role
review university

els within ASC for various funding initiatives. Participates and ea t e U nC IOn an oo reesncin depee o equuslent

pro-actively engages as part of the ASC Finance team, working utverstydegree bt post : Cnoviedge o ondamertal

Subfunction description e

available in the job catalog Use the Career Band Guide to
identify the correct band

closely to coordinate efforts on budgeting and university
policies and procedures and provide finance training support.
Responsible for central administration financial and operational
audits, enforcing compliance with established procedures and
laws. Works with Internal Audit, units and ASC leadership to re-
solve audit and compliance matters. Compiles and submits in-
ternal audit responses.

Start with the Position
description

Career Level Guide
Career Band: Individual Contributor Series - Specialized

Experienced Senior

i and
procedures gained through education

Develops competence by performing structured [skills Career 8ana
ork assignments

[May serve as informal resource for less:
|experienced colleagues

professional experience I and

0 pertorm varied tasks jrojects

poramerers

Watch out!
Hybrid Roles
Outdated PDs

detailed

purpose of meeting

jobjecties

Autonomy accuracy

Use the Career Level Guide
to identify the correct level 8
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Position #1

Career Band I Career Level

e Current Classification: 6820 Function Subfunction

Program Manager &

1

* Working Title: Program Manager 2 Community o :
* Reports to: Associate Professor - - :

» Position Description: Program Agricultural : doe

administrative support to the
program such as assisting with Information Project
agenda creation for meetings, Technolog _. Management |

partnering with chairpersons to run

the meetings, facilitate E"U;i';':'f"‘-ﬁ Planning Dat; THIHlyiES
communication between the OSU perations 4 CIENCE ' 4
program and external agencies.

; : = Venture ;
Promote the program’s work via Athletics Executive
. Development _ _
various channels. prepare annual - - -

S

report with recommendations for the '
improvement of the OSU program [??21?05:5 CR Job Profife: Community Outreach Specialist 2
that assists specific groups in the .

community.
 Total Reports: 1
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Career Framework & Position Mapping

q Broad group of occupational disciplines
Job Function sroup P P I

e.g., Finance POSition

Recognized occupational discipline
e.g., Accounting .

I Employee

Sub Function

Career Band Individual Contributor Series People Leader Series

Career Band Technical Clinical Specialized Managerial Executive *

Mapping should focus on the position and the
duties in the position description.

Manager 5, Accounting

Accountant 6 Manager 4, Accounting
Career Level Accountant 5 Manager 3, Accounting
C4 N/A Accountant 4 Manager 2, Accounting
C3N/A Accountant 3 Manager 1, Accounting
C2 N/A Accountant 2
Accounting Coordinator 4 C1N/A Accountant 1

Accounting Coordinator 3

Accounting Coordinator 2

Accounting Coordinator 1

10
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What should a position description include?

» A shared understanding of position responsibilities and performance expectations
» Functional or technical expertise required of an individual

» Attributes or behaviors that support employees in being successful

When should a position description be updated?

» If there is substantial and permanent change between what is documented in the position description and
what the position requires. Considerations:

» Does the position require operating with a higher level of knowledge, complexity, autonomy/impact,
and/or interaction?

* Is there a business need for a higher level?
« What level may be needed if position is backfilled?

The position description is the driver for mapping positions to the Career Roadmap framework.

11
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For Career Roadmap, the objectives are:
1) Mapping positions accurately
2) Getting current employees and new hires to the pay range minimum

When does the manager consider the employee in seat?
» For the purposes of position mapping, the position is the focus
* Once the position is mapped accurately, identify if the employee’s current salary falls within the pay range

After implementation, how do managers use Career Roadmap to develop your team?

« Managers should help their employees understand the Career Band and Level guide and how to use it for their
own career development opportunities

« Additional information on position in pay range highlighted on the next slide

12
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How to use quartiles?
* Represents typical characteristics for employees found within each of the range quartiles

« This is can be used after Career Roadmap implementation for evaluating the placement of individuals within
pay range. The priorities for Career Roadmap should be 1) mapping positions accurately and 2) getting current
employees and new hires to the pay range minimum

1st Quartile 2nd Quartile 3rd Quartile 4th Quartile

} ! ! ! 1

$75k $87.5k $100k $112.5k ‘ $125k

‘ - Expert in all job criteria

Breadth and depth of experience

- Fully knowledgeable, well qualified
‘ L . Highest performer and highly independent in job
Significant relevant experience
- Possess most knowledge and skill
required Sustained high performance and independence

Meets minimum qualifications Building a body of experience

May be new to job or field Increasingly effective in job

Developing proficiency 1 3
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Implementation Topic Coordinated Approach |

» Salaries above pay range maximum will be frozen until the pay range advances
Above Pay Range Maximum
* One-time payments (i.e., lump sum merit) will be offered in lieu of salary increases during annual merit

* No central funding provided to offset raise-to-minimum costs
Below Pay Range Minimum » Units not required to immediately move incumbents to range minimum - grace period to be defined *

» Below minimums will be addressed during grace period—merit, promotions, adjustments, and backfills

* New hires and promotions must meet range minimums and maximums after Career Roadmap go-live
New Hires
» During grace period, new hires/promotions may be temporarily below minimum if similar peers are (limited)

» Levels M3/ S5 + are designated as Sr A&P
Vacation Accrual Benefit
* Current Sr A&P employees not mapped at M3 / S5 + maintain legacy benefit while in position

* Exceptions may apply e.g., grant funded positions 14
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Market Pricing Basics

« Ohio State provides data on our jobs to salary survey vendors. Other state, regional and national employers, including higher
education and health systems, also provide data on their pay practices.

» For certain jobs outside of the standard surveys, Ohio State participates in other salary assessments.
* Ohio State matches internal jobs to the relevant sectors identified by the survey vendor.

« Based on those matches, we get market data which informs our pay ranges

Higher Education Health System General Industry/Operations
;::g; compdata LI'I*L] ® sultivanColler LI"I*LI A
Willis Willis m
Ve western Towers Towers Empower Results®
/U\g Management Watson CULPEPPER’ Watson
. J group | COMPENSATION SURVEYS & SERVICES
QP
College and Universiy Proessoncl ®® MERCER ®® MERCER
Example: Academic Administration Example: Allied Health Specialties Example: Finance

17
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Reflecting the market through pay ranges

o

ellarket Reference Value of Job
- $66,500

 FINACTS2 = Grade 17

» Grade assignments and salary structure
reviewed annually based on data trends and
salary movement

Career Roadmap Working Salary Structure

Market Pricing and Salary Structure

12 61,500
13 38,700 51,600 64,500
14 40,650 54,200 67,750
15 42,675 56,900 71,125
16 46,125 61,500 76,875
17 49,800 66,400 83,000
18 93,775 71,700 89,625
19 58,050 77,400 96,750
20 62,700 83,600 104,500

112,875

121,875

**Salary structure is only for illustration purposes.
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We have three salary structures: Clinical, Staff and Nursing.
« The structure used for a given job will be indicated by the letter that is in front of the grade.
« CO08 = Clinical Structure Used; A10: Staff Structure; N57: Nursing Structure
* Non-exempt jobs will be assigned to an hourly pay range; exempt jobs will be assigned to an annual pay range

VUrsing SSlary Structure (Specitic CR Jobs only
Rounded - Final Rounded - Final NOT Rounded

Min Mid Max Spread Min Mid Max Spread| Grade Min Mid Max Spread
coo S 18,304 S 23,712 S 29,640 A00 S 18,304 S 23,712 S 29,640 NOO S - S 500,000 $ 1,000,000
co1 S 23,000 S 28,700 S 34,500 50%| AO01 S 21,600 S 28,700 S 35,900 66%| N37 S 51,376 S 71,989 S 88,442 51%
co2 S 24,100 S 30,200 S 36,200 50%| A02 S 22,600 S 30,200 S 37,700 67%| N38 ) 52,312 S 71,677 S 91,062 54%
Cco3 S 25,300 S 31,700 S 38,000 50%| AO03 S 23,800 S 31,700 S 39,600 66%| N39 ) 57,554 S 78,853 S 100,173 54%
co4 S 26,600 S 33,300 $ 39,900 50% A04 S 25,000 S 33,300 S 41,600 66% N40 S 52,832 S 71947 S 91,062 53%
€05 S 27900 $ 34900 S 41,900 50%| A05 $ 26200 $ 34900 $ 43,700 67%| Na1 S 53768 S 73,684 $ 93,600 | 54%
Co6 S 29,300 S 36,700 S 44 000 50%| A06 S 27,500 S 36,700 S 45,800 67%| N42 S 59,155 S 81,058 S 102,960 54%
co7 S 30,800 S 38,500 S 46,200 50%| AO07 S 28,900 S 38,500 S 48,100 66%| N43 ) 38,584 S 50,939 S 63,294 49%
cos S 32,300 S 40,400 S 48,500 50%| A08 S 30,300 S 40,400 S 50,500 67%| N46 ) 59,613 S 80,943 S 102,274 53%
co9 S 34,000 $ 42,500 S 51,000 50% A09 S 31,800 S 42,500 S 53,100 67% N48 S 62,400 S 79,820 S 97,240 44%
C10 ) 35,568 S 44600 S 53,500 50% Al10 S 33,400 S 44600 S 55,700 67% N49 S 59,426 S 79,882 S 100,339 51%

* For Internal Resource Pool jobs (e.g., WMC substitute workers), structure is a flat dollar amount. Min, Mid and
Max should match

19
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What is a Pay Range? Amount of pay an employee could earn for performing a particular job. A pay range has a minimum and
a maximum reflecting labor market, level of skill required, employer need and other criteria.

Lowest salary to Representative of Highest salary to
be paid to jobs the market be paid to jobs
falling in a pay median for a falling in a pay
range or grade given job range or grade

Minimum Midpoint Maximum
$75k $87.5k $100k $112.5k $125k

« A grade points to a pay range in a salary structure.
« Apay grade (e.g., A12) will have the same Min — Mid — Max regardless of the job profile.
« An exception to this is if a geographic differential is applied.

20
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Geographic Differential Indicator is a premium or discount applied to a salary structure to account for the variation in cost of
labor between locations.

There are three groups who will have a salary structure different than the rest of the population working in Columbus (determined
based on work location):

1. Regional Campuses: each regional campus assigned a GDI

2. Remote Workers: Statewide GDI applied

3. Extension: all 88 counties have been assigned a GDI

Regional Campuses Remote Workers Extension Workers
Regional Campus state Ml FINAL GORS County  [MlFinal GDI
. Alabama GD95 Adams GD90
Lima campus Ar!<ansas GD90 Allen GD95
Newark Campus Arizona |GD95 Ashland GD90
. California GD115

Mansfield Campus R Ashtabula GD90

Marion Campus Connecticut |GD110 Athens GD90
Florida GD95 Auglaize GD95

Wooster Georgia  |GD95 Belmont GD90
lowa GD90 Brown GD95
Idaho GD90 Butler GD100 Ranges displayed in
lllinois oM Carroll GD95 the position mapping
Indiana  {GD95 Champaign  GD95 tool do not account for
Kansas GD90 Clark GD95 : : :
Kentuckv  |GD90 geographic differential.

S Clermont GD100

Louisiana  |GD95 . Please apply the GDI
Massachuset{ GD110 Clinton GD95 :
_ based on the scenario

{eprT0
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GDI Example:
Salary Structures will either be discounted or adjusted with a premium. This will apply to the Min, Mid and Max

Name Olivia P.

Current Title Senior Research Analyst

Mapping RESRSCS2 Mapping RESRSCS2

Main Campus GD100 Lima Campus GD95

Range A18 = $53,800 | $71,700 | $89,600 * Range discounted by 5% to reflect the difference
Example: $53,800 — ($53,800 X .05) = $51,110

Annual Salary $52,000 | Adjusted Range  A18 = $51,110 | $68,115 | $85,120

Relative to Range = $1,800 below min

¥ ¥

$52,000 $52,000
o 1 1 | . o 1 1 | -
- 1 1 1 v - 1 1 L v
$53,800 $71,700 $89,600 $51,110 $68,115 $85,120
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v' Managers understand Career Roadmap Framework and Position Mapping
v' Data is ready to show up in employee notification letters
v' Manager, Unit Leader, and HR Partner alignment has taken place

Manager Readiness

v" Due date: December 17, 2021 (units may establish earlier dates)

Understand Career O Know the basics of Career Roadmap
e map QUnderstand the high-level employee review process
Framework &

“._Position Mapping.~ U Review the tools and materials provided to ensure understanding
L Understand Ohio State’s regulatory compliance with federal and state regulations specifically FLSA and the CCS rules
L Ask questions and identify any missing gaps regarding the process

- I U Review your team’s position mapping using the tools and training provided
BEbing for Direct U Review function, subfunction, band, and level for your direct report(s) with the context of pay ranges
Reports | QView FLSA and CCS status of your direct reports
Uldentify any needed changes in the function, subfunction, band/level for your direct report(s) and provide justification
U Understand where your direct report(s) are in the range and your unit’s raise to minimum plan

Consult with U Consult with your HR partner on the review you completed and understand the thought process behind the
Leader/HR Partner current position mapping for your reports
for Possible UDiscuss & Identify if changes are needed to the position mapping, work with HR to make updates as needed

”“"»M?!?Pi“g Cha"‘??s" U Gain alignment with your unit leader(s) and HR partner

27
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Several tools can be leveraged to assist managers
I

Career Roadmap Employee Review Period

‘Summary for Managers to Use with Their Teams

CarsrRondmap Overviw
. cosstoncynay
Career Level Guide - s e famevorcr

Career Band: Individual Contributor Series - Specialized

Rocap ofpast actity
+ Approumatey

Senior

Experienced

Career Level
=l = 2mployees.
Applies knowledge of theories, practices and  |Relies on a degree of professional experience okt e scope ofCes Rasdapareyscian, ey, ecives, e coacnes,
procedures gained through education St mphapass by wike
ik bt reioia T [apii Tiepemie e acquiring higher level knowledge and | Typically the most prevalent job level within e mappes T Colapts e eponc hud o s e DY Sy
it st [T teignSeis ] ] —— Develops competence by performing structured |sKills carcerBand Conseney aross e unversy
IS —— [POUSSOS S ———— [ — R work assignments " St e rgisn
m"“‘“" x""m m:x f:m“ mmz‘“m‘ w)ﬂ’;:“ﬂmm m May serve as informal resource for less . sedre " 221
g Ee— 2 e et e o
Mo loisignteies (PR ——— [ — s Sxperienced coliezgues * e o Pre
win g visoib o preie P ‘Appiies basic concepts, principals and Utilizes general industry knowledge and | Applies industry knowledge and a thorough
it it PO ———— ot o technical capabil routine tasks experience in ion of of concepts, —
it g D Tt g ) et oo < (concepts, principals and technical capabilities [technical capabilities to perform tasks and "
Ainistrton HadericFganSeies i Cotiy-Tednl T cabencProgam Sioes Cooinaty cateeic g Seues Lead Cowna M |to perform varied tasks projects. year initative.
Y - [ S —— [ ey * Homaton suggesinga crange !
it it [ P [ e i ity ichet TR ——
Ainistrton HadericFganSeies Pugelae-brapd W3 Nauged Kateri rgan ks Assogak Do Aaseic g S o
vt looitomiein s e W loosasnsees P——" e
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OSU Job Catalog Career Band & Level Guide

Manager
Talking
Points

OSU.EDU

Career Roadmap

Kos122

‘THE OHIO STATE UNIVERSITY
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Careers at Ohio State N : .
Career Roadmop is & comprehensive job family model and pay structure that will provide visibility to career Career Roadmap Job Titles with Assigned Pay Range
paths for managers and staff to foster equitable, consistent compensation practices across the university Deta | |S
L Search Bulk Maj & My Team a2 Reports. M Progress Career Roadmap Website
to fulfill our mission. mase e
Career Roadmap reer Roadman is and by Ohio State to provide

When complate, Career Roadmap will give staff and managers a powerful new tool to develop themselves
and their teams and build successful career paths at Ohio State.

transparent caraar paths and pay ranges for staff. With an expected 2022 launch, Career Roadmap will snable

Ohio State to recruit, retain and inspire the talent needed to ulfillour mission. Career Roadmap introduces two
View Career Roadmap Website o oo et N

The job catalog includes all 3800 Career Roadmap jobs. Each position in the job catalog has a pay range that is

Building Career Roadmap will require further collaboration and the details will continue to be refined
throughout the project, with a targeted launch date in mid-2022.

i i benchmarked using market data to ensure that Ohio § for staff empl
Updates on Career Roadmap and the progress being made will be shared on this web page as well as EmailluslyourQuestonsiorGoncerns) amount of pay for performing a p job and has a minimum and
multiple university and medical center communication vehicles, such as HR Now, onCampus Today, OSU Tor HR Compensation Team <hrcompensation@osu.edu> maximum that reflects the labor market, level of skillrequired, employer need and other criteria. The pay ranges
Health Beat and others will be reviewed annually to dete djust @ et

From:  LisaKennedy <kennedy.299@osu.edu> The Career Roadmap Job Titles with Assianed Pay Range Details Excel file lists all Career Roadmap titles along

with their assigned pay range and respective details such as the minimurm, midpoint and maximum of the pay.
Ask your questions here! range.

Sometimes pay is adjusted based on where the job is located. The Geographic Differential Indicator (GDI) s the

premium or discount applied to a pay range to account for the variation in cast of labor between locations. Ohio

‘About Career Career
Roadmap. Framework [ Postion Mapping

Aska Question

State has created three groups based on work location - Regional Campuses, Remote Workers and Extension

Workers. For the Remote Worker group, the GOI is only applicable when there is a business need for an employee

to work remotely. When an employee is working remotely by choice, the GDIOO must be used

The Geoaranhic Differantial Indicator Excel file provides the premium or discount percentage that will be applied
for each of these.

For more details about Career Roadmap, please visit Position Mapeing 2

Bite Size learning Videos

] Position Mapping Tool Pay Ranges
Employee Review webpage Knowledge Base

Article



https://hr.osu.edu/wp-content/uploads/osu-job-catalog-and-job-code-table.xlsx
https://hr.osu.edu/wp-content/uploads/career-band-and-level-guide.xlsx
https://hr.osu.edu/career-roadmap/resources/
https://hr.osu.edu/career-roadmap/employee-review-period/
https://apps.hr.osu.edu/CareerRoadmap/
https://osuitsm.service-now.com/esc?id=kb_article&sys_id=1e25fd9a1bb3f0d8361986e0604bcb0e

HUMAN RESOURCES

E

I New Job

Profile

Accountant 1
B

ACCGU@I?‘(E!I"II 6

Accmgtant 4

THE OHIO STATE UNIVERSITY

Salary Salary
Grade Range

$49,800
A7 $66,400
$83,000

$135,000
A30 $180,000
$226,000

$73.100
A22 $97.500
$121,900

Log on to the Position
Mapping Tool

Search

Results

‘ Excel H PDF ‘

Export Data to Excel

Position Mapping Tools and Next Steps

Classification Change, if any

FLSA Change, if any

S | T u | \ I| W |

I Future Job Family Current Job Family I Current Job Family Group I Future FLSA Current FLSA I
Administrative & Professional Administrative & Professional Unclassified Exempt Exempt
Administrative & Professional Administrative & Professional Unclassified Exempt Exempt
Administrative & Professional Administrative & Professional Unclassified Exempt Exempt
i Administrative & Professional Administrative & Professional Unclassified Exempt Exempt
Administrative & Professional Administrative & Professional Unclassified Exempt Exempt
Administrative & Professional Unclassified Exempt
3 Sr Administrative & Professional Administrative & Professional Unclassified Exempt Exempt
Administrative & Professional Administrative & Professional Unclassified Exempt Exempt

View Changes

Items to note:

1. Please ignore column A Status “Not Validated”

Status

Not Validated
Not Validated
Not Validated

2. If your direct report works at a regional campus, is an extension worker or remote
worker (with business reason), please consider GDI.
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As part of position mapping, some employees will experience a change in their FLSA and/or Job Family status.
Please refer to the October 2021 manager training for details. In addition, FLSA and Job Family video will be
refreshed with updated content.

Transition to non-exempt:

» Pay for hours worked — eligible for overtime when working more than 40 hours in a workweek

* Provides managers with opportunities to help employees better prioritize their work to reduce excessive hours
outside normal work schedule

« May receive differential pay when working evenings and weekends

« Required to track and report all hours worked

Transition to Classified Civil Service:

« Different vacation accrual rates

* Higher maximum vacation carryover

« Not an at-will employee which means more protection for their job
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Career Roadmap Townhall presented by
USAC (12/1)

Position mapping feedback due from
Manager

(confirm with HR partner on exact due
date)

Manager training on Employee
Review phase

Employee training on Employee Review phase
(anticipated)
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For questions, reach out to...

Compensation Team HRCompensation@osu.edu

Unit HR Partner https://hr.osu.edu/transformation/hrsd/unit-support/

Career Roadmap Website|https://hr.osu.edu/career-roadmap/

THANK YOU FOR YOUR PARTICIPATION!
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