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1. Background 

The CSU is the nation’s largest four-year public university system with 23 campuses and eight off-campus 
centers. The CSU educates approximately 486,000 students and employs nearly 56,000 faculty and staff. The 
CSU is authorized to grant baccalaureate and master’s degrees as well as teaching credentials. The CSU is 
committed to attracting and retaining a diverse workforce that thrives in the pursuit of excellence for students and 
all members of the CSU community. The CSU is governed by a Board of Trustees that appoints the chief 
executive officer of the system (the chancellor), Chancellor’s Office executive officers (executive vice 
chancellors/vice chancellors), as well as the president of each campus.  

As one of California’s public postsecondary systems of higher education, the CSU is committed to1: 
1. Attracting and retaining the most highly qualified individuals whose knowledge, experience, and contributions 

best serve students and advance the university’s mission 
2. Fair and reasonable compensation design, application, and delivery 
3. Policies and practices compliant with all applicable federal, state, and local regulations and laws 
4. Compensation systems that are fiscally sound and that do not exceed the CSU’s annual operating budget  

Mercer is a global consulting firm specializing in providing advice and solutions to organizations in the areas of 
health, investments and retirement, workforce and careers, and mergers and acquisitions. While serving all 
industries, Mercer has worked with over 500 US higher education institutions across its lines of business. Mercer 
was engaged in the fall of 2021 to review the compensation program at the CSU for its staff (non-faculty and 
non-management) represented employees. The study included a review of: potential salary issues of inversion 
and compression, competitiveness of employee pay to the external market as well as the competitiveness of the 
classification and compensation systems and policies. The study also included the design, costing, evaluation 
and recommendation of solutions, including but not limited to designing alternative salary structures including a 
step structure. The staff compensation program study covered the following bargaining units and associated 
employees: 

Figure 1: Study Population as of 10/31/2021 

 

  

 

1 Derived from Board of Trustees Policy on Compensation (Nov. 2019) 

https://calstate.policystat.com/policy/9852563/latest
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2. Study Process 

To complete the comprehensive staff compensation program study, Mercer used the following methodology and 
project steps:  

a) Data and discovery: Gathered and reviewed CSU data on pay, structures, and administration of pay 
practices. Reviewed current practices within higher education, public institutions in the state of California, 
and general industry best practices. Conducted listening sessions with staff employees and their direct 
management and listened to CSU stakeholders to understand the current state. Five thousand and five 
employees participated in online focus groups.  

b) Job framework: Reviewed the current classification system of the CSU to identify opportunities to align 
work performed at the CSU and appropriate job groupings with the external market.  

c) Salary Compression/Inversion Analysis: Conducted a thorough review of CSU’s staff employee salaries 
to compare internal alignment of pay among CSU employees. 

d) Market benchmarking: Established a consistent methodology (described in Section 6) to match all 
represented staff CSU job families and levels to relevant external market data. 

e) Gap Analysis: Conducted a market gap analysis to understand alignment to the external marketplace. 

f) Salary structure design alternatives: Developed two salary structure models (traditional grade structure 
and salary-step structure); discussed advantages and policy/procedure implications with the project team; 
and determined the preferred future salary structure for non-faculty staff represented by a union 

g) Alignment and model selection: Conducted strategy sessions with union and CSU human resources 
leadership to discuss findings, the recommended program, and required investment to implement the 
recommendations. 
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3. Data and Discovery 

As a part of the discovery process, Mercer facilitated Virtual Focus Groups using the Remesh platform. Remesh 
is a research tool to collect real-time opinions and data. Remesh was a great option to gather input across 
CSU’s multiple campuses, bargaining units, and functions because of its ability to gather quantifiable data (likert 
scales) as well as viewpoints in employee’s own words at a large scale. Remesh can gather the kind of insights 
gleaned from small focus groups but at the scale of digital surveys (5,000+ CSU employees), without the 
drawback of only capturing one-way feedback. We chose Remesh because the anonymity, scope and scale of 
the platform let us hear more voices, including those who typically would not speak up in person. The tool also 
allowed peers to freely validate each other’s comments and observations because the tool is equipped with an 
artificial intelligence and upvoting engine that clusters and aggregates responses. This allowed us to provide the 
CSU with validated themes from our sessions. Remesh has been utilized by Research teams, the United 
Nations, as well as more than 1000 companies to engage, exchange ideas, and have a dialogue with groups of 
people.  

Mercer held seven virtual listening sessions over a two week period - over 5,000 employees and managers 
representing all of the staff bargaining units provided feedback. The focus group sessions included open ended 
questions, polls, and opportunity for participants to provide their personal opinions. The open ended questions 
provided robust data in employee’s own words.  

With those sessions Mercer captured common themes of employee sentiment around classifications, 
compensation, compression and inversion, pay equity, transparency, administration and opportunities for 
advancement at the CSU.  

Figure 2: Focus Group Participants 
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Focus group findings consist of four themes: 

Market Alignment 

Statements from both managers and employees regarding pay provided a consistent message, “CSU pay is not 
competitive in the marketplace.”  Managers expressed frustration in not being able to fill critical roles and the 
inability to reward job growth and performance. Employees stated they were paid below peers at other 
organizations. Many also stated that they do not believe they currently receive a living wage as they cannot 
afford to live near the campus where they work. 

Figure 3: Compensation (Pay compared to external peers) – Employee and Manager Feedback 

 

Figure 4: Compensation (Impact on attraction/retention) –Manager Feedback 

 

Figure 5: Compensation (Impact on employee’s day-to-day life) –Employee Feedback 
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Job Framework 

Many employees across the CSU stated that it was difficult to map a clear path to career and pay advancement. 
Employees and managers expressed concern regarding outdated job classifications. They also stated that some 
job series did not have enough levels to capture the increased responsibilities performed and additional skills 
required for positions operating at the top level.  

Employees and managers also expressed frustration with the internal review process (IRP) whereby employees 
can request to have their job reviewed for function and level of work. They stated that the job internal review 
process is fraught with inequities and limitations. Over 50% of the employees stated they have requested an in-
range progression to reflect the additional and higher level responsibilities added to their role. Employees and 
managers stated that the process takes too long, is overly complicated (administratively inefficient), lacks 
transparency and consistency, and is often denied.  

Figure 6: Classification (Structure and system) – Manager Feedback 
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Figure 7: Classification (IRP Process) – Employee and Manager Feedback 

 

Job Classification Titles and Descriptions: Many employees and managers expressed frustration with job 
classification titles and descriptions. Employees stated that their job classification description did not accurately 
reflect the work they performed. Job classification descriptions ensure accurate and fair recruitment and 
promotion practices. Also, job classification descriptions are utilized in compensation studies when matching 
jobs to the external marketplace. It is important to note that the results varied by bargaining unit. Units 2, 5, and 
6 responded more favorably to questions regarding job classification accuracy.  

Employees and managers voiced concerns about the effectiveness and fairness of job classification and titling 
policies and procedures. Sixty-six percent of employees and 59% of managers stated that job classification 
policies and procedures are not effective. 

Figure 8: Classification Title and Description – Employee and Manager Feedback 
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Pay Structures 

When employees were asked what is the first thing you would change in the CSU’s pay policies, many 
responded that they would like to have step increases reinstated or have a mechanism to receive regular pay 
increases. Employees also stated that cost of living and performance should be considered when determining 
increases.  

Figure 9: Pay Structures – Employee Feedback 

 

 

When employees and managers were asked about the factors that should be considered in making pay 
decisions, managers stated that the cost of salary in specific cities/regions should be considered. They do not 
believe the same range should apply to Fresno and San Diego employees as the market is different. Employees 
stated that years of service, performance, external competitive rates, and internal comparable salaries should all 
be considered when making pay decisions. 

Figure 10: Pay Structures – Employee and Manager Feedback 
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Predictable and Consistent Pay 

Employees overwhelming voiced a belief that pay decisions are not internally fair or consistent. Seventy-eight 
percent of employees stated that pay placement decisions are not consistent. Ninety-six percent of employees 
stated that they do not believe that the CSU has an appropriate and consistent process for advancing the pay of 
employees. Employees stated that increases are few and far between. Some could not recall the last time they 
received an increase. Managers stated that increases are inadequate, infrequent, unpredictable, and often have 
no relationship to merit. 

Figure 11: Predictable and Consistent Pay – Employee and Manager Feedback 
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4. Job Framework 
A key component of the study was to review CSU’s job classification system which includes job classification 
descriptions, career tracks, job families, job levels, and policies and procedures regarding placement of roles into 
a job classification. The objective of the job architecture portion of this project was to increase the accuracy of 
the market pricing and salary inversion results as well as prepare for solutions to address employee concerns 
regarding the match between their current classification and the actual duties performed and skills required.  

A Job Framework promotes: 

• Fairness by ensuring that classifications and pay parameters are aligned with job duties as well as required 
skills and competencies.  

• Employee confidence that CSU is monitoring internal equity and external competitiveness appropriately. 

• Clearly defined career advancement opportunities and clarity regarding the type of responsibilities 
associated with CSU’s levels. 

• Equitable and competitive compensation decisions. 

• Appropriate and efficient staffing criteria and decisions. 

Figure 12: Job Architecture Overview – Key Components of a Job Architecture 

 

During the study, Mercer conducted a thorough review of employee records to understand how jobs are 
classified at CSU. Mercer reviewed records of approximately 30,000 represented staff employees focusing on 
the following fields: bargaining unit, classification title, working title, and department.  

Through this analysis Mercer identified significant gaps to best practice within higher education and general 
industry around the classification of jobs. The current job classifications did not cover all job functions and career 
levels were inconsistent across job groupings and bargaining units.  

• Current job family groupings: the CSU currently has 117 job families. Some job families consist of only 
one classification. The purpose of grouping jobs into job families is to provide clarity for employees about 
potential future career opportunities and provide consistent pay practices (e.g. market pricing practices). As 
such, typical job families will have multiple levels and span career streams (e.g. professional, support). 
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Additionally, the CSU has job families that are narrow and include one discipline which limits the ability for 
employees to easily see future growth opportunities.  

Further, the CSU has a number of classifications that are broad and include multiple distinct disciplines. An 
example is the administrative analyst/specialist classification series, which includes the following distinct 
disciplines: 
- Compliance and risk management 
- Environmental health and safety 
- Facilities planning 
- Event and conference management 
- Guest services and sales 
- Advancement services 
- Alumni relations 
- Grant and contract administration 

The variety of disciplines in this classification limits the ability to determine an appropriate pay range based 
on market data. Broad classifications also result in significant discrepancies between the work performed 
and the job classification description associated selection and performance criteria.  

Current market best practice is to organize jobs into job family groups and associated job families to provide 
a consistent framework for defining jobs consistently across the system. In higher education institutions, jobs 
are typically organized into 15 – 20 job family groups, which are further delineated into job families (typically 
four to seven per job family). The preliminary recommendations organized jobs at the CSU into 21 job family 
groups and 98 job families (see figure 28). These groupings were used in the benchmarking and market 
analysis. CSU will continue to refine and define the final job family groups and job families during the 
implementation phase. 

• Career streams and levels: Currently, the CSU has clearly defined levels within most classification series 
but does not have an institution-wide leveling structure. An institution-wide leveling structure would provide a 
solid foundation for consistent and transparent career pathing and talent mobility.  

A foundational element to the job architecture is to organize jobs into career streams (e.g., 
operational/support, professional, managerial, executive) and levels based on impact and scope of 
responsibility. Higher education institutions typically identify three to four para-professional levels and three 
to five institution-wide professional levels. However, not all job series require positions at every level. For the 
CSU jobs in scope, Mercer utilized levels for only two career streams (operational/support and professional).  

These results supported the concerns in the stakeholder focus groups, where participants noted: 
• Classifications are outdated and need to reflect differences in work performed at the CSU. 
• Some classification series do not include all levels. 
• Classification reviews need to occur more regularly. 
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5. Inversion/Compression Analysis 
Mercer was requested to assess the degree and prevalence of salary compression and/or inversion at the CSU. 
Salary compression exists when there’s a minimal or no difference in pay between less and more experienced 
employees. Salary inversion occurs when starting salary for new employees or less experienced employees is 
higher than that of existing or more experienced employees.  

To assess pay compression, Mercer prepared descriptive and statistical models to assess the relationship 
between tenure and pay. Mercer controlled for the following factors in multiple regression pay models: age 
(proxy for general experience), time in position, tenure (based on first hire date), campus, part-time/full-time, 
hourly/monthly, level, job family, pay plan. 

Mercer found that the key factors driving pay at CSU are: Job Family (37%), Level (37%), Role (17%), Tenure 
(6%), and Campus/Location (3%). 

The pay compression gaps represent the average pay difference between an employee hired in a given year, 
compared to an employee hired in the prior year. Positive gaps indicate areas of pay compression: pay for new 
hires exceeds pay for more experienced employees, all things being equal. Negative gaps indicate areas where 
there is no pay compression: pay for new hires is less than pay for more experienced employees, all things 
being equal. Across all years the average difference in pay between an employee hired in a current year 
compared to the prior year is -0.5%. In other words, all things being equal, an employee hired in a given year is 
expected to earn .5% less than employee hired in the prior year. 

An analysis of the CSU’s base salary compression and inversion issues (figure 13) indicated:  

• Although there is not significant salary inversion, wage stagnation is present at the CSU for non-faculty 
represented staff (e.g., over time wages have only increased about one percent per year).  

Figure 13: Wage Stagnation, Employees 

  
 
Mercer determined that over the past 15 years, CSU staff salaries have not kept pace with general industry or 
with other higher education institutions. While higher educational institutions have typically lagged general 
industry, the CSU lagged both the general industry market and higher education institutions, resulting in 
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considerable wage stagnation over time. Multiple years without pay increases contributed to the current lack of 
market competitiveness with general industry as well as higher education. 

Figure 14 below illustrates the compounded impact of lagging salaries on the CSU workforce over time. The 
example is of 3 employees, one who works in general industry, another works in higher education and the other 
works at the CSU. They all started working in 2006 and have the same skills and experience.  

The blue line represents a worker in general industry and if they received the median increase every year, today 
they would be earning close to $70,000.  

The gray line represents a worker at your median higher education institution in the US. Had that worker 
received median increases for higher education instead of general industry, they would be earning $62,000.  

The CSU worker - represented by the red line, after being employed for 16 years, would be earning 22% less 
than their general industry colleague and 9% less than another in the higher education sector, bringing in an 
annual pay of $57,000. 

We found this was a systemic issue across the system that, if not addressed, will exacerbate the problems the 
CSU is currently facing regarding recruitment and retention. 

Figure 14: Wage Stagnation, CSU Salary Budget 1 

 

These results were also expressed in the stakeholder focus groups, where participants noted: 
• Employees indicated they were unable to live comfortably beyond basic needs, or live close to their 

workplace. 
• Pay increases are unpredictable and infrequent — wages are not livable or competitive.  
• Managers do not know when there will be pay increases.  

________________________ 

1 CSU’s historical base salary increase (merit and COLA) were compared to the median base salary increases found in the 
general industry and higher education, utilizing the following resources: WorldatWork Salary Budget Survey, CUPA Historical 
Salary Information, and Mercer US Compensation Planning survey. 
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6. Market Analysis 
Mercer developed a benchmarking methodology to guide the market analysis and validated the approach with 
the CSU project team.  

A well-planned benchmarking strategy addresses the following issues:  
(1) Where does the organization want to set its pay levels relative to the market?  
(2) Which labor markets should be used to analyze pay for specific job families?  
(3) Which jobs should be included in a set of benchmarks to help inform the design of the base pay structure? 
(4) Which surveys and scopes should be used to provide relevant and reliable data? 

Compensation benchmarking is a process that identifies core internal jobs to match to market pay data found in 
salary surveys. A compensation benchmarking methodology stipulates how an organization defines the market. 
Key components of a good benchmarking methodology are consistency and accuracy. As such Mercer ensured 
survey sources and relevant labor markets included the type of companies which CSU competes for talent. 
Mercer also applied consistent rules when calculating the market comparison for each benchmark job. The 
consistent rules are detailed below in the description of the benchmarking process steps.  

Benchmarking Process Steps: 

(a) Determined benchmark jobs and relevant markets: The Mercer team worked with the project team to 
identify jobs to benchmark and the appropriate markets for each job family group. In determining the appropriate 
benchmark jobs, Mercer looked for jobs with a large number of incumbents and/or that had a definition and 
scope of work that is readily understood among several organizations and is found within salary surveys. It is 
also important to include jobs from different functions, within different career streams (professional vs support) 
and at different levels in order to ensure a good understanding of pay progressions to help inform the design of 
base pay structures. Job markets were evaluated relative to markets where CSU would look for and lose talent. 
Some jobs compete more broadly across all industries, and some are specific to higher education. Mercer 
strives to capture a benchmarking sample covering at least 50% of unique jobs representing the nature and 
levels of work. A total of 166 benchmark jobs were utilized in the study (see figure 15). The specific roles were 
selected as benchmarks to achieve several core objectives: 

• Provide coverage across all job levels.  

• Provide representation in all job family groups. 

• Capture jobs which have sufficient data available that is consistently gathered and maintained and represent 
the relevant job markets with data that could provide an expected range of pay. 

• Ensure high incumbent roles are captured. 

Figure 15: Benchmark Jobs 

 

BENCHMARK JOBS  
Academic Advisor III Irrigation Specialist 
Academic Coordinator II Laboratory Assistant I 
Academic Records Professional III Laborer 
Academic Technologist II Lead Custodian 
Academic Technologist IV Lead Groundsworker 
Accompanist II Library Services Specialist II 
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Accountant II Library Services Specialist III 
Accountant IV Library Services Specialist IV 
Accounting Technician II Licensed Vocation Nurse II 
Accounts Payable/Receivable III Light Automotive Equipment Operation 
Accounts Payable Technician II Livestock Technician II 
Administrative Analyst/Specialist II Marketing Professional II 
Administrative Analyst/Specialist IV Medical Assistant 
Administrative Support Assistant II Network Analyst II 
Administrative Support Coordinator I Network Analyst III 
Administrative Support Coordinator II Nurse Practitioner IV 
Admissions Professional I Operating Engineer 
Advancement Professional II Painter 
Advancement Professional IV Parking Officer II 
Air Conditioning/Refrigeration Mechanic Payroll Technician II 
Alumni Relations Professional II Performing Arts Technician I 
Animal Health Technician Performing Arts Technician III 
Arts Tech Support III  Pharmacist II 
Associate, Academic & Institutional Studies II Pharmacy Technician 
Athletic Administration Professional III Phlebotomist/Clinical Laboratory Assistant 
Athletic Equipment Attendant II Physician Assistant 
Athletic Trainer II Physician - Primary Care 
Automotive/Equipment Mechanic Physician - Specialty Services 
Broadcast Engineer III Plumber 
Building Services Engineer Police Dispatch I 
Business Analyst II Police Officer 
Business Analyst IV Project Management Professional III 
Buyer III Property Clerk II 
Career Professional II Public Relations and Media Professional III 
Career Professional IV Radiologic Technologist II 
Carpenter Recruitment Professional II 
Childcare Teaching Assistant Registered Dietitian 
Clinical Laboratory Scientist II Registered Nurse II 
Collections Representative II Registration and Records Counselor II 
Communication Professional II Reprographics Specialist III 
Community & Govt. Relations Professional III Research Technician I 
Compliance Professional II Research Technician III 
Cook II Residential Life Professional II 
Credential Analyst II Risk Management Professional II 
Custodian I Security Officer II 
Data Analytics Developer III Senior Budget Analyst 
Database Administrator II Sergeant 
Database Administrator IV Shipping and Receiving Assistant I 
Diversity Professional III Software Developer II 
Drafting Technician II Software Developer IV 
Electrician Speech Pathologist 
Equipment Systems Specialist Sports Information Professional II 
Equipment Technician II, Electro-Mechanical Storekeeper I 
Equipment Technician III, Electro-Mechanical Student Accessibility Resource Professional III 
Equipment Technician III, Specialized Equipment Student Accessibility Resource Professional IV 
Evaluator I Student Health and Wellbeing Professional IV 
Event and Conference Coordinator IV  Student Life Coordinator I 
Event and Conference Planner II Student Life Professional III 
Executive Assistant Student Life Professional IV 
Extended Education Specialist II Student Personnel Technician, Financial Aid 
Facilities Maintenance Mechanic Student Recreation Professional II 
Facilities Project Supervisor Student Services Professional I 
Facilities Worker I Student Services Professional II 
Financial Aid Professional II Student Success Professional II 
Financial Aid Professional IV Student Success Professional IV 
Gardener Supervising Electrician 
Grants and Contracts Professional II Supervising Locksmith 
Graphic Designer II Supervising Metal Worker 
Groundsworker Supervising Painter 
Guest Services and Sales E II Supervising Plumber 
Head Athletic Trainer Sustainability Professional II 
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Head Resident Systems Administrator I 
Health and Safety Professional III Systems Administrator II 
Health Educator Systems Administrator IV 
Health Information Technician Technology Support Professional III 
Heavy Equipment Operator/Bus Driver Ticket Box Office Manager II 
Housing Operations Professional II Tree Trimmer I 
HR Generalist II Tree Trimmer II 
HR Specialist II User Experience Analyst II 
Information Security Analyst III Veterinarian II 
Institutional Research Analyst II Warehouse Worker 
Interpreter II-IA Web Developer II 

 
(b) Reviewed the CSU salary sources: Mercer selected high-quality surveys sources that met the criteria 
below which is essential for appropriate market pricing: 

• Survey age – Surveys which are published more than 2 yrs. prior to use may not reflect current market 
trends or jobs. Note: due to anti-trust regulations, all data must be at least 3 months old prior to release.  

• Survey job description – Surveys that offer job descriptions utilizing consistency terminology when defining 
levels of work and functions. Survey job descriptions provide information regarding the general duties, the 
experience/background and the level of the job. This is vital to ensure proper matching to the CSU jobs. 

• Data relevance – The best data is collected using percentiles with standard numbers of participant 
organizations and incumbents to reflect the expected range of pay for a job. 

• Survey statistic repeatability over time – data sources utilized must be regularly collected and published to 
enable the CSU to update market data and track changes over time.  

Compensation data was collected and analyzed to develop an understanding of the amount of compensation 
paid for benchmark jobs. Survey sources and scopes are included below: 

Higher Education General Industry Healthcare 

Western Management Group - 
Educomp 

Mercer Benchmark Mercer - Healthcare Individual 
Contributors 

All Four-Year Public All Data All Data 
* California - All Institutions *West Coast 

*Not-For-Profit 
*West Coast 

College and University 
Professional Association (CUPA) - 
Staff 

WTW General Industry WTW Health Care Middle 
Management, Professional and 
Support 

(1) Staff FTE-4th Quartile (>930) 
Public Institutions 

Noncorporate Noncorporate 

(2) All Bachelor, Master, and 
Doctoral Public Institutions 

    

CompData Colleges and 
Universities  

CompData Benchmark Pro CompData Health Care 

National Data National Data National Data 
  *National Data -Nonprofit   
*Community College Survey Western Management Group 

CompBase 
ECG Management Consultants 

  All Data National Physicians - Clinic 
  *California - All Institutions *State of California 

* Reflects data scopes gathered but not included in the Benchmark Composite. Utilized for reference only. 
 (1) & (2) Reflects order of priority. Scope two is only utilized in cases of limited data. 
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Survey and Scopes Utilized for select positions with limited data:  

Government of California-Cities 
Utilized for Police 
Economic Research Institute  
All Industries 
*California State 

 
(c) Matched jobs: Mercer then matched the CSU benchmark jobs to each survey job based on content. Job 
titles differ even among higher education institutions, so the process of matching requires each job to be 
evaluated for content relative to the responsibilities, experience and levels in the market. Best practice is to have 
multiple survey reference points where possible to ensure the strongest data comparability. 

(d) Chose segments and scopes: Mercer then ensured data selected from each of the surveys matched the 
targeted markets for each job family group. Mercer validated with the project team the appropriate markets for 
each job family group. Data was gathered for the following scopes: higher education, general industry, public 
sector, and California or west coast location.  

(e) Data weighting to develop a composite value: Each of the survey sources were provided a “weight” with 
the total composite in the market data to equal 100%. For most non-academic focused roles, market pricing 
composites applied consistent weighting of 50 percent from the higher education data sources and 50 percent 
from the general industry data sources. These two scopes provided the consistent, reliable data needed to 
conduct the study. The public sector and California or west coast location scopes were used for reference and 
audit purposes.  

(f) Gathered compensation statistics: Mercer collected multiple data percentiles (25th, 50th, and 75th) for base 
salary and total compensation (base salary plus cash bonus/incentive). It is important to look at the typical range 
of pay (25th to 75th) in addition to the median. 

Even though the CSU has limited incentives/bonuses, total cash compensation was collected to provide a 
market reference.  
 
Figure 16: Compensation Statistics 

 
 
(g) Adjusted survey data: Data was adjusted for some jobs to account for difference in responsibilities, level, 
unique competencies required, between CSU’s job and the survey match description. The standard adjustments 
are as follows: 
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Figure 17: Standard Adjustments 
 

 
 
(h) Aged compensation data: Survey data is collected and published at different dates. All data from various 
survey sources was aged to a common point in time. All market data was aged to January 1, 2023, utilizing a 3.5 
percent projected increase in salary movement for 2022. 
 
(i) Developed a market composite: Combined the data from multiple survey sources into a single, blended 
number based on the relevance of each data source. 
Each benchmark job was presented to the CSU team and reviewed in detail. See Appendix B for the match 
details for the benchmark jobs. Below is an illustration of how to read the benchmark details. 

Figure 18: Reading benchmark details 
 

 

(j) Analyzed market results (adjusted for cost of labor): Mercer compared employee salaries to the 25th, 50th, 
and 75th percentile of the market. For an accurate comparison, Mercer developed localized market composites 
and adjusted the national market data to reflect the cost of salaries in five regions within the State of California. 
We chose five regions based on our research which found that CSU campuses clustered based on the cost of 
labor into five groupings. It is most effective to group campuses into regions and apply typical cost of labor for a 
region rather than solve for an exact number at each campus. Most organizations will utilize groupings with 
differences of 5 or 10 percent as this mitigates cost of labor fluctuations from year to year. It is important to note 
that the cost of labor is what a given location offers as far as PAY. It is a calculated metric of a location relative to 
the national standard. Mercer utilized Economic Research Institute data (Spring, 2022). The term cost of labor is 
different from cost of living. From a compensation program perspective, it is important to use the cost of labor, 
not the cost of living, when you think about pay. While the current concern for most is the cost of living, they are 
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thinking about their own personal buying power. That is what a person has to pay to purchase goods and 
services. The cost of labor includes the supply and demand of labor as part of the valuation. 

Mercer applied the cost of labor differences in five regions and evaluated the gap between employee pay and 
the localized external market.  

Figure 19: Five Regions 
 

 
 
Once the benchmarking process was complete Mercer completed a gap analysis by job family, career stream, 
and level. The purpose of a gap analysis is to identify where the gaps are between CSU pay levels and the 
marketplace so that the CSU can correct those gaps. If an organization pays too little, recruiting, retention, 
morale, engagement, productivity and eventually institution effectiveness can be impacted. If an organization 
pays too much then funds may not be utilized appropriately. It is important to develop an understanding of what 
organizations are currently paying for specific types of talent in order to enable effective cost governance. 
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Gap Analysis by Job Family: Mercer completed a gap analysis by comparing associated staff salaries to the 
localized market data results at the 25th, 50th, and 75th percentile. Salaries in most job families are aligned to the 
25th percentile as can be seen by the gray highlights which note that average 
employee pay is within 10% of the market. Some job families are showing 
alignment to the median (50th percentile of the market). A range of 10% around 
the market median is considered competitive for incumbents who demonstrate a 
range of knowledge, skills, experience, and performance necessary to handle 
all job responsibilities. In reviewing the results, it is important to consider the 
makeup of the workforce when reviewing this data. If CSU has mainly seasoned 
and highly experienced employees within a job family, you would expect the pay 
to be above the market median. Overall, the CSU’s average pay was found to 
be 12 percent below the market median when compared to benchmark 
roles/jobs. Some job families were more than 20 percent below market median. 

Figure 21: Gap Analysis by Job Family 
 

 

Average Gap to Market

Job Family Group # Jobs 25th Market 50th 75th
Academic Services and Student Experience 110 -2% -13% -24%

Analysis, Planning, and Administrative Services 46 1% -15% -27%

Arts 16 3% -13% -23%

Athletics and Sports 15 6% -9% -23%

Communications, Marketing, and Public Affairs 26 -9% -20% -31%

Compliance, Risk Management, and Safety 10 -17% -28% -36%

Facilities and Grounds 45 14% 0% -13%

Facilities Design and Planning 17 -3% -15% -27%

Finance 34 -5% -17% -26%

Healthcare 54 7% -6% -18%

Hospitality, Events, Guest Services, and Sales 16 -6% -21% -32%

Human Resources 13 -4% -15% -25%

Inclusivity and Equity 6 21% 9% -3%

Information Technology 64 3% -9% -21%

Institutional Advancement 15 0% -13% -26%

Libraries and Museums 15 5% -8% -18%

Physicians 11 -10% -23% -31%

Police 10 25% -4% -9%

Police and Public Safety Services 13 12% -5% -22%

Research 17 -8% -19% -28%

Skilled Trades and Specialized Crafts 90 15% -1% -16%

Supply and Logistics 14 3% -7% -17%
Total 657 1% -12% -24%

Figure 20: Market Gap Analysis 
Legend 
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Gap Analysis by Job Level: While all levels show a gap to the median of the 
market of at least 4%, the largest gaps to the median are within the 
professional job series. Some levels (Professional 1 and 5) are more than 20% 
below the market median. Professional level 5 contains a limited number of 
benchmark roles within the healthcare profession. Professional level 1 
benchmark jobs include disciplines such as: IT, Student Services, Healthcare, 
and Research. Overall, the CSU’s average pay was found to be 12 percent 
below the market median when compared to benchmark roles/jobs.  

 

Figure 22: Gap Analysis by Job Level 
 

 

These results confirm the information gathered in the stakeholder focus groups, where participants noted: 

• CSU pay for non-faculty represented staff is significantly below peers at other organizations. 

• Managers are concerned about the ability to attract and retain critical talent given current wages.  

Average Gap to Market

Job Level # Jobs 25th Market 50th 75th

Professional Level 5 4 -7% -21% -29%

Professional Level 4 53 0% -12% -25%

Professional Level 3 88 -1% -13% -26%

Professional Level 2 188 -1% -14% -25%

Professional Level 1 20 -12% -21% -30%

Support Level 5 37 16% -4% -16%

Support Level 4 60 4% -9% -21%

Support Level 3 121 9% -5% -18%

Support Level 2 52 10% -4% -17%

Support Level 1 34 8% -5% -17%

Total 657 1% -12% -24%

Figure 20: Market Gap 
Analysis Legend 
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7. Salary Structure Development 
The key to effective management of employee pay is to design effective guard rails and guidelines to govern 
pay. The majority of organizations utilize salary structures to provide salary parameters, guidelines, and 
processes. Well-designed salary structures align pay to the targeted market position, provide a framework for 
pay decisions, make sure pay decisions are consistent/equitable, keep pay programs cost-effective and link 
career paths and pay opportunities.  

Mercer designed two salary structure models: (1) Traditional Range Salary Structure; and (2) Step-Rate Salary 
Structure. Both structures were based on the job family groups, career streams and levels developed during the 
job framework design and the external market-driven pay rates determined in the market analysis phase and 
included the establishment of: 

• Bargaining Unit and/or Job Family Group specific pay grades and ranges; 

• Salary minimum, midpoint, and maximum for each pay grade; 

• Salary midpoints typically aligned with the external market pay rates at the median;  

• Adjustments for minimum wage compliance across CSU’s pay plans; and 

• Five localized versions per structure to accommodate for location-driven wage differences across the State 
of California. 

Both salary structure models were based on, and support, the job framework created by Mercer, which includes 
additional job family groupings that are not currently in the CSU classifications. 

Traditional Range Salary Structure 

Mercer presented a traditional range salary structure that included:  

• Typical range spreads of 50 percent to 60 percent (a range spread is the difference between the minimum 
and maximum of a salary range), with freedom to administer employees’ actual salaries within the allowed 
range based on performance, knowledge/skills, and experience;  

• Typical midpoint progressions between grades of 8 to 15 percent (midpoint progression is the percent 
difference between the midpoint in a range and the midpoint of the range one level higher) aligned with 
market data progressions within each job series; and 

• Initial placement of employees in the range was guided by time in the position. 
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Figure 23: Salary Structure Fundamentals – Traditional Salary Structures: Movement Through the Range 

 

Pros/Cons: 
• This structure allows movement within a grade to recognize employee performance in the job and 

development of knowledge/skills/competencies.  

• Also, this structure provides flexibility to accommodate pay placement of unique roles’ job classifications. 

• However, this structure introduces the risk of inconsistent application and inequities due to decentralized pay 
administration and control. 

Step-Rate Salary Structure 

Mercer presented a step-rate salary structure that included:  

• Typical range spreads of 40 percent; 

• Typical midpoint progressions between grades of 8 to 15 percent aligned with market data progressions 
within each job series; 

• Placement in the range based on time in the position (defined rates of pay for each grade based on time in 
the job); and 

• Progression through the range when a time in job step is achieved by the employee or the pay structure 
itself is updated 
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Figure 24: Salary Structure Fundamentals – Step Design Structure: Sample Job 

  

Pros/Cons: 

• This structure model provides clear policies and guidance to advance pay. 

• Also, the step-rate mechanism ensures movement of employees to market rates within five years. 

• Further, this structure aligns with competitive practice in the State of California public sector.  

• However, it also provides less flexibility to recognize performance and development of 
knowledge/skills/competencies. 

Figure 25: Salary Structure Design – Traditional Structures vs. Step Rate 
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Mercer walked through the advantages, disadvantages, and costing models for each alternative with the Core 
Project Team as there is not only one right answer between the two alternatives. 
 
The decision calls for consideration of multiple factors such as the competitive market, adherence to current and 
future equity laws, the amount of resources and expertise available to manage the traditional step structure, as 
well as, potential reduction in the opportunity to differentiate pay based on factors not related to experience and 
satisfactory performance in the step structure.  
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8. Recommendations 
Updated Classification System 
Mercer recommends implementation of an updated job framework building upon the analysis that Mercer 
completed of the CSU’s classification system. Implementation would involve engagement of managers and staff.  
 
Career Stream Level Guides 
Mercer recommends system-wide level guides that tie to market data which can be furthered refined to meet 
specific promotional characteristics specific to job families.  
 
Below Mercer has provided examples of system-wide career steam leveling guide that are aligned with market 
data and provide guidance regarding appropriate leveling of jobs. 
 
Figure 26: Professional Career Stream Level Guide 
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Figure 27: Support Career Stream Level Guide 

 
 
Job Family Groups and Job Families 
Mercer recommends grouping jobs and job classifications into job family groups and job families in order to 
provide greater market alignment, aide in salary structure design, and provide greater clarity regarding career 
advancement opportunities. 
 
Depicted below is the initial recommendation to update CSU’s job family groupings. Changes include adding 
additional job families and associated classifications (e.g. compliance, risk management, emergency 
preparedness, health and safety, facilities planning and management, sustainability, project management and 
quality, arts program management, club and recreation sports administration, events and conference 
management, grant and contract administration, advancement services, alumni relations, community relations, 
diversity and equity, refined student services disciplines) and reorganizing some job families (e.g. information 
technology). Mercer recommends a detailed review be completed that would involve local human resources 
staff, management, and staff.  
 
Figure 28 Sample Proposed Job Framework 
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Market Alignment 

Mercer recommends CSU continue to apply consistent benchmarking methodology as used in this study and 
annually audit market pay movement to ensure alignment to the appropriate comparison markets.  

Mercer also recommends: 

• Targeting the midpoint of the pay range to the median of the market (exceptions for structures adjusted to 
comply with minimum wage laws). This would mean that employees at the midpoint of the range would be 
compensated at the median wage in the market. Mercer considers the median a competitive wage and the 
CSU employees with five years’ experience would be paid a market competitive wage. 

• Localize pay ranges based on cost of salaries. This would allow pay to reflect local differences in the cost of 
labor in the campuses across the state.  

• Regularly update pay ranges to align with market data. The pay ranges for each structure need to be 
updated to reflect overall market changes. Also, market reviews should be conducted for any jobs which are 
struggling in retention and recruitment, and the CSU should target market reviews of 1/5th of jobs each year. 
Without regular updates, the structures can quickly become misaligned to the market.  

• Conduct regular in-depth market reviews by job family every five years. Pay practices usually do not change 
every year, however the job framework may need to be refreshed to accommodate new work being done at 
the CSU. The cost of labor groupings may need to be revised. The need to evaluate the structure holistically 
will further ensure alignment.  

Step Structure 

Mercer, when balancing the needs of the system, recommends implementation of 15 step-rate salary structures 
reflecting the market pay and pay progression of functional job categories. Our recommendation was the result 
of carefully considering the following factors: 

• Equitable and consistent pay decisions and adjustments are primary concerns expressed by both leadership 
and employees; 

• Step-Rate Salary Structure models will ensure employee pay advancement toward market alignment within 
a predictable timeframe; 

• Traditional Salary Structures at an organization the size and complexity of CSU require significant 
administrative and management expertise and consistent program application to achieve internally equitable 
and externally competitive pay; and  

• Step-Rate Salary Structures are competitive within the California market and would mirror the structures 
currently in place for other public sector state employees whose employment is administered through the 
California Department of Human Resources.  

Figure 29 provides an example of the proposed step structure design principles. 
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Figure 29: Step Structure Design 

 

Mercer developed the 15 structures based upon family groups. The market pay for some job family groups are 
similarly aligned and could be placed in a structure together. The structures and associated job family groups are 
listed below: 

Figure 30: Preliminary Pay Structure Review – Pay Structure List 
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The following figures depict each of the above step structures aligned to the national market data. For each 
structure we have also included a graphical depiction of the number of employees placed in each step within our 
models.  

Yellow highlights within the step structures reflect the median market rate for each level. Salary figures in orange 
font in the step structures indicate deviation from aforementioned typical structure design principles. These 
adjustments were necessary to ensure minimum wage compliance across CSU’s pay plans. Data highlighted in 
yellow reflects point aligned with the market median. 

Localized versions (5 California regions) of each structure salary structure are provided in Appendix C.  
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Figure 31: 01 Athletics and Sports Step Structure Table & Implementation Analysis 

 

Figure 32: 01 Athletics and Sports Step Structure, Employee Distribution Chart 
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Figure 33: 02 Supply & Logistics Step Rate Structure Table & Implementation Analysis 

 

Figure 34: 02 Supply & Logistics Step Rate Structure Distribution Chart 
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Figure 35: 03 Hospitality, Events, Guest Services, and Sales Step Rate Structure Table & Implementation Analysis 

 

Figure 36: 03 Hospitality, Events, Guest Services, and Sales Step Rate Structure Distribution Chart 

 

 

  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 34 

Figure 37: 04 Libraries and Museums, Police and Public Safety Services Step Rate Structure Table & Implementation 
Analysis 

 

Figure 38: 04 Libraries and Museums, Police and Public Safety Services Step Rate Structure Distribution Chart 
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Figure 39: 05 Institutional Advancement; Research; Instructional Services Step Rate Structure Table & Implementation 
Analysis 

 

Figure 40: 05 Institutional Advancement; Research; Instructional Services Step Rate Structure Distribution Chart 
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Figure 41: 06 Administrative Functions Step Rate Structure Table & Implementation Analysis 

 

Figure 42: 06 Administrative Functions Step Rate Structure Distribution Chart 
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Figure 43: 07 Healthcare Step Rate Structure Table & Implementation Analysis 

 

Figure 44: 07 Healthcare Step Rate Structure Distribution Chart 
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Figure 45: 08 Analysis, Planning, and Admin. Services Step Rate Structure Table & Implementation Analysis 

 

Figure 46: 08 Analysis, Planning, and Admin. Services Step Rate Structure Distribution Chart 
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Figure 47: 09 Information Technology; Facilities Design & Planning Step Rate Structure Table & Implementation Analysis 

 

Figure 48: 09 Information Technology; Facilities Design & Planning Step Rate Structure Distribution Chart 
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Figure 49: 10 Arts Step Rate Structure Table & Implementation Analysis 

 

Figure 50: 10 Arts Step Rate Structure Distribution Chart 
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Figure 51: R01 Physicians Step Rate Structure Table & Implementation Analysis 

 

Figure 52: R01 Physicians Step Rate Structure Distribution Chart 
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Figure 53: R04 Academic Services and Student Experience Step Rate Structure Table & Implementation Analysis 

 

Figure 54: R04 Academic Services and Student Experience Step Rate Structure Distribution Chart 
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Figure 55: R05 Facilities and Grounds Step Rate Structure Table & Implementation Analysis 

 

Figure 56: R05 Facilities and Grounds Step Rate Structure Distribution Chart 
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Figure 57: R06 Skilled Trades and Specialized Crafts Step Rate Structure Table & Implementation Analysis 

 

Figure 58: R06 Skilled Trades and Specialized Crafts Step Rate Structure Distribution Table 
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Figure 59: R08 Police Step Rate Structure Table & Implementation Analysis 

 

Figure 60: R08 Police Step Rate Structure Distribution Chart 

 

Equitable and Predictable Pay 

Mercer recommends that the CSU commit to annual budget allocations to fund the step structures to 
purposefully and consistently move employee pay through established pay ranges. Additionally, the CSU should 
designate separate funding for exceptional job performance (merit) and job opportunities (e.g., promotion, 
reclassification, etc.), alongside the funding being allocated for step movement. 

Regular salary increases are critical to: 

• Attracting and retaining qualified talent to support the CSU’s mission today and into the future; 

• Recognizing length of time in the position and professional growth over time; and 

• Recognizing employees’ commitment to public service, contributions, and accomplishments. 
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Funding Gaps 

Mercer’s calculations on the funding gaps include the recommendations to update the foundational elements of 
the CSU Compensation Program, as well as a commitment to maintain continued alignment with the market, 
including: 

• Step-Rate Salary Structures aligned with the market median: An investment of $159,383,846 would be 
necessary in base salary adjustments. This assumes full implementation of the proposed step structures and 
estimated costs for movement of bargaining unit 11 employees to appropriate new minimums. The additional 
funds will be used to account for the state-wide differences in the cost of labor at campuses and to place 
employees in the correct step in the range. 

• The total estimate was calculated by assigning each employee to a salary structure based on their location, 
job family, a salary grade based on career stream and level, and a step based on position tenure. Each 
structure was designed to align to the market median utilizing market data benchmarks. 

- Calculations utilized employee data effective 1/21/2022, and adjusted assuming a four 4 percent general 
salary increase (GSI) in 2021-22 and a three percent GSI in 2022-23. This presupposes the CSU and all 
staff unions negotiate and agree to a compounded 7.12 percent general salary increase for all 
represented staff. If agreements are less than 7.12 percent, the cost to align the salary structure with the 
market median will exceed $159.4 million. If agreements are more than 7.12 percent, the cost to align 
the salary structure with the market median will be below $159.4 million. As a result, the outcome of 
pending collective bargaining agreements will affect this calculation. Employees in the following 
bargaining units were not included in the step structure analysis: International Union of Operating 
Engineers (IUOE), Academic Student Employees (UAW), and CSUEU English Language Program 
Instructors. Further review is required to determine placement. 

• Finalize Implementation of a Modernized Job Framework to accurately organize jobs into market-
competitive functional disciplines and levels.  

- During the timeframe of our review, a finalization of the job framework could not be completed as the 
implementation of new classifications requires detailed review of employee position descriptions at the 
campus level. An investment of $50,000,000 in base salary adjustments to create new job classifications 
and properly classify or reclassify current employees into the newly created job classifications and the 
corresponding job levels. The $50,000,000 is an estimate based on the size of the CSU workforce and 
review we have completed to date. 

• Salary-related benefit increases  

- An investment of $77,472,023 to account for the effect of the recommended salary increases on salary-
related benefits. 
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Total funding gap 

The total funding gap to implement the recommendations would be $286,855,869. This is in addition to what 
CSU already included in the existing budget request for salary increases. 

• Annual salary budget increases in year two 

- The estimate for existing employee step progression is 2.03 percent in year two. 

- To maintain the market competitiveness of the salary structures, Mercer recommends an additional 
salary structure increase aligned with market movement typically of at least one percent per year, which 
represents a total increase of 3.05 percent of base pay in year two which equates to a total increase of 
$155,000,000. 

After initial implementation, the CSU will also need to budget for the incremental ongoing costs to annually 
maintain market competitiveness and to sustain step progression. 

In closing, it should be noted that for every $1.00 invested by the state, the CSU generates $6.98 for California’s 
economy. CSU campuses have a substantial impact on their regional economies, supporting thousands of jobs 
and generating millions of dollars of state tax revenues. The CSU’s mission is in jeopardy if it is unable to recruit 
and retain qualified employees to serve its students and to advance the important role that the CSU plays within 
California’s economy. 
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Appendix A: Glossary 
Text Glossary 
Program Definitions 
The following terms are used in this document and are defined as shown below (listed in alphabetic order). 

Term  Definition  

Aging Data The practice of increasing market survey data by a percentage 
assumed to be representative of wage movement to bring the data to a 
consistent point in time. 

Base Pay Range Base Pay Ranges include a minimum and maximum within which base 
pay should fall. Typically is designed to align with the external competitive 
market.  

Benchmark vs. Non-
Benchmark Job  

Benchmarked - A job whose major responsibilities and requirements are 
commonly found in the market. These jobs are typically included in salary 
surveys and have reliable market data that is readily available year after 
year.  

Non-Benchmarked - A job that is not commonly found in the market and 
that is not found in salary surveys, generally because these jobs have 
been tailored to meet specific needs of CSU or a department. 

Compensation Program  The program that provides a framework for managing compensation at 
CSU. The program consists of a compensation philosophy, benchmarking 
methodology, a pay structure and guidelines for managing pay. 

Compression The narrowing of pay between less and more tenured employees 

Cost of Living Cost of a basket of goods and services. 

Cost of Salary How wage rates within a particular geographic area (e.g. city) compare to 
other areas. Wage rates are typically influenced by the supply of labor, 
labor laws and sometimes cost of living. 

Job Description Title vs. 
Working Title 

Job Description Title - A specific title that describes the job’s roles and 
responsibilities.  

Working Title - A title that refers to a specific department where an 
employee is working or a specified type of work and is used in job 
postings, employees’ signature line, business cards, etc. 

Job Family  A group of jobs involving similar types of work and requiring similar 
training, skills, knowledge, and expertise. The job family concept helps 
organize related jobs for purposes of pay and career progression 
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Job Family Group A group of jobs involving similar types of work and requiring similar 
training, skills, knowledge, and expertise. The job family concept helps 
organize related jobs for purposes of pay and career progression 

Median The median is the central number of a data set. To determine the median 
arrange data values from lowest to highest value. The median is the data 
value in the middle of the set. If there are 2 data values in the middle, the 
median is the average of those 2 values. 

Midpoint The salary midpoint is the middle point of a salary range's minimum and 
maximum. 

Multiple Regression Multiple regression is a statistical technique in which the variability in a 
dependent variable (e.g., pay) explained by multiple independent 
variables (e.g., experience, role, etc.) 

Pay Grade & Range A pay grade is assigned based on the job role and the market value of 
benchmark jobs. Each pay grade is associated with a pay range designed 
to accommodate a wide variety of skill, education, and experience levels 
in comparison to job classification requirements. 

Position Start Date Reflects an employee’s tenure in their current job 

Salary Inversion Salary inversion refers to situations in which less experienced employees 
earn more than more experienced employees. 

Step Structure Salary structure where pay rates move up regularly based on a pre-set 
schedule typically based on tenure.  

Wage Stagnation  A lack of growth in wages over time.  
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Appendix B: Benchmark Summary Job 
Description 
Figure 61: CSU Benchmark Job Market Pricing Details – Academic Advisor II 

 

Figure 62: CSU Benchmark Job Market Pricing Details – Academic Advisor III 

 

Figure 63: CSU Benchmark Job Market Pricing Details – Academic Coordinator II 
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Figure 64: CSU Benchmark Job Market Pricing Details – Academic Records Professional III 

 

Figure 65: CSU Benchmark Job Market Pricing Details – Academic Technologist II 

 

Figure 66: CSU Benchmark Job Market Pricing Details – Academic Technologist IV 

 

Figure 67: CSU Benchmark Job Market Pricing Details – Accompanist II 
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Figure 68: CSU Benchmark Job Market Pricing Details – Accountant II 
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Figure 69: CSU Benchmark Job Market Pricing Details – Accountant IV 
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Figure 70: CSU Benchmark Job Market Pricing Details – Accounting Technician II 
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Figure 71: CSU Benchmark Job Market Pricing Details – Accounts Payable/Receivable E III 
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Figure 72: CSU Benchmark Job Market Pricing Details – Accounts Payable Technician II 

 
 
Figure 73: CSU Benchmark Job Market Pricing Details – Administrative Analyst/Specialist II 
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Figure 74: CSU Benchmark Job Market Pricing Details – Administrative Analyst/Specialist IV 
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Figure 75: CSU Benchmark Job Market Pricing Details – Administrative Support Assistant II (1 of 2) 
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Figure 75: CSU Benchmark Job Market Pricing Details – Administrative Support Assistant II (2 of 2) 

  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 60 

Figure 76: CSU Benchmark Job Market Pricing Details – Administrative Support Coordinator I 

 

  

Administrative Support 
Coordinator I

CompData Benchmark 
Pro - National - January, 
2021

Performs a variety of administrative tasks including budget preparation, scheduling, reporting and tracking information for an executive. Prepares 
simple analyses of information or data. Checks and follows-up as required. Makes interpretations and recommendations. Reviews and answers 
correspondence. Coordinates collection and preparation of operating reports. Performs clerical duties such as keyboarding, scheduling and 
opening mail. May develop appropriate methods to handle information. Strong communication, interpersonal and secretarial skills. Knowledge of 
organization policy and procedures and department operations. High school education and two years secretarial experience. JOB FAMILY: General 
Office. 0 1

Administrative Support 
Coordinator I

CompData Colleges & 
Universities - January, 
2021

Performs a variety of administrative tasks including budget preparation, scheduling, reporting and tracking information for an executive. Prepares 
simple analyses of information or data. Checks and follows-up as required. Makes interpretations and recommendations. Reviews and answers 
correspondence. Coordinates collection and preparation of operating reports. Performs clerical duties such as keyboarding, scheduling and 
opening mail. May develop appropriate methods to handle information. Strong communication, interpersonal and secretarial skills. Knowledge of 
organization policy and procedures and department operations. High school education and two years secretarial experience. JOB FAMILY: General 
Office. 0.25 1

Administrative Support 
Coordinator I

CUPA Staff in Higher 
Education (CSULAX), 
2020-2021

Performs a variety of administrative tasks, including answering telephones, typing or word processing, making copies of documents, and 
maintaining records. May also involve more technical work, but the general function is administrative in nature. These positions are functionally 
knowledgeable and often serve as the lead for a group of administrative support workers, assigning tasks, prioritizing, and coordinating activities as 
a backup to the supervisor. Report supervisors under 500000 in the Professionals Survey, whether exempt or non-exempt. 0.25 1

Administrative Support 
Coordinator I

Mercer Benchmark - 
United States, 2021

Positions in this sub-family are responsible for providing administrative and secretarial services to the organization. Activities include producing 
documents, collecting, recording, sorting and filing information, handling mail, preparing routine reports, making travel arrangements, arranging 
appointments, responding to inquiries, data entry, and operating office equipment. Also includes responsibilities for 
reception/telephone/switchboard and greeting visitors. A Senior Para-Professional (S3) requires broad knowledge of operational procedures and 
tools obtained through extensive work experience and may require vocational or technical education. Responsibilities typically include: • Works under 
limited supervision for routine situations. • Provides assistance and training to lower level employees. • Problems typically are not routine and require 
analysis to understand. 0 1

Administrative Support 
Coordinator I

Mercer Benchmark - 
United States, 2021

Positions in this sub-family are responsible for providing administrative and secretarial services to the organization. Activities include producing 
documents, collecting, recording, sorting and filing information, handling mail, preparing routine reports, making travel arrangements, arranging 
appointments, responding to inquiries, data entry, and operating office equipment. Also includes responsibilities for 
reception/telephone/switchboard and greeting visitors. A Senior Para-Professional (S3) requires broad knowledge of operational procedures and 
tools obtained through extensive work experience and may require vocational or technical education. Responsibilities typically include: • Works under 
limited supervision for routine situations. • Provides assistance and training to lower level employees. • Problems typically are not routine and require 
analysis to understand. 0.17 1

Administrative Support 
Coordinator I

Western Management 
Group CompBase - 
Summer (CSULAX), 
2021

Under general supervision and acting on own initiative and direction, provides moderately complex administrative support for one or more 
departments or administrative units. Typically supports multiple managers and/or staff. Researches and obtains information for routine and 
moderately complex reports and special assignments. Executes special or continuous research and moderately complex data analysis. Analyzes 
problems, determines approach, compiles and analyzes data, and prepares reports/recommendations for action by superior. Contacts company 
personnel at all organizational levels to gather information and prepare reports. May act as coordinator of departmental projects, following up on 
pending details, coordinating project team activities and ensuring deadlines are met. Work is generally of a critical or confidential nature and 
requires a broad knowledge of departmental and company practices, policies, programs, and product line. Makes appointments, travel 
arrangements, meeting arrangements and coordinates activities between departments and outside parties. Answers telephones, screens calls and 
forwards messages. Answers routine correspondence and routes mail to the appropriate persons. Composes, prepares, edits and proofreads 
letters, reports and other correspondence. Typically uses software packages for word processing, spreadsheets, databases, graphics and desktop 
publishing applications. Operates general office equipment such as personal computer, typewriter, Dictaphone, copier, calculator, fax or other office 
machines. May provide guidance or work leadership to lower level clerical or administrative staff. Typically supports one or more managers and/or 
staff in a department or administrative unit, or may support multiple departments. EDUCATION AND EXPERIENCE: High School graduate and 3-5 
years of secretarial or administrative support experience, or equivalent combination of advanced business school/secretarial training and job-related 
experience. Typically requires advanced word-processing and other personal computer skills. 0 1

Administrative Support 
Coordinator I

Western Management 
Group CompBase - 
Summer (CSULAX), 
2021

Under general supervision and acting on own initiative and direction, provides moderately complex administrative support for one or more 
departments or administrative units. Typically supports multiple managers and/or staff. Researches and obtains information for routine and 
moderately complex reports and special assignments. Executes special or continuous research and moderately complex data analysis. Analyzes 
problems, determines approach, compiles and analyzes data, and prepares reports/recommendations for action by superior. Contacts company 
personnel at all organizational levels to gather information and prepare reports. May act as coordinator of departmental projects, following up on 
pending details, coordinating project team activities and ensuring deadlines are met. Work is generally of a critical or confidential nature and 
requires a broad knowledge of departmental and company practices, policies, programs, and product line. Makes appointments, travel 
arrangements, meeting arrangements and coordinates activities between departments and outside parties. Answers telephones, screens calls and 
forwards messages. Answers routine correspondence and routes mail to the appropriate persons. Composes, prepares, edits and proofreads 
letters, reports and other correspondence. Typically uses software packages for word processing, spreadsheets, databases, graphics and desktop 
publishing applications. Operates general office equipment such as personal computer, typewriter, Dictaphone, copier, calculator, fax or other office 
machines. May provide guidance or work leadership to lower level clerical or administrative staff. Typically supports one or more managers and/or 
staff in a department or administrative unit, or may support multiple departments. EDUCATION AND EXPERIENCE: High School graduate and 3-5 
years of secretarial or administrative support experience, or equivalent combination of advanced business school/secretarial training and job-related 
experience. Typically requires advanced word-processing and other personal computer skills. 0.16 1

Administrative Support 
Coordinator I

WTW General Industry 
Office and Business 
Support - Job-Level 
Report, 2021

Provides secretarial/administrative support to nonexecutive employees or groups in the organization. Uses business software applications (e.g., 
word processing, presentation and spreadsheet) to prepare correspondence, reports, presentations, agendas, minutes, etc. Receives, screens and 
directs incoming calls, visitors, mail and email. Maintains files, records, calendars and diaries. May arrange business travel, coordinate meeting 
arrangements, and/or track expenses. LEVEL: Senior (Business Support) (U3). ALIGNS WITH: Global Grade 07. Has full proficiency gained through 
job-related training and considerable work experience. Completes work with a limited degree of supervision. Likely to act as an informal resource for 
colleagues with less experience. Identifies key issues and patterns from partial/conflicting data. Takes a broad perspective to problems and spots 
new, less obvious solutions. 0.17 1
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Figure 77: CSU Benchmark Job Market Pricing Details – Administrative Support Coordinator II 
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Figure 78: CSU Benchmark Job Market Pricing Details – Admissions Professional I 

 
 
Figure 79: CSU Benchmark Job Market Pricing Details – Advancement Professional II 

 
 
Figure 80: CSU Benchmark Job Market Pricing Details – Advancement Professional IV 
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Figure 81: CSU Benchmark Job Market Pricing Details – Air Conditioning/ Refrigeration Mechanic 
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Figure 82: CSU Benchmark Job Market Pricing Details – Alumni Relations Professional II 

 
 
Figure 83: CSU Benchmark Job Market Pricing Details – Animal Health Technician 

 
 
Figure 84: CSU Benchmark Job Market Pricing Details – Arts Tech Support III (S3) 
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Figure 85: CSU Benchmark Job Market Pricing Details – Associate, Academic and Institutional Studies II 
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Figure 86: CSU Benchmark Job Market Pricing Details – Athletic Administration Professional III 

 
 
Figure 87: CSU Benchmark Job Market Pricing Details – Athletic Equipment Attendant II 

 
 
Figure 88: CSU Benchmark Job Market Pricing Details – Athletic Trainer II 

 
 
  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 67 

Figure 89: CSU Benchmark Job Market Pricing Details – Automotive/ Equipment Mechanic 
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Figure 90: CSU Benchmark Job Market Pricing Details – Broadcast Engineer III 

 
 
Figure 91: CSU Benchmark Job Market Pricing Details – Building Services Engineer 
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Figure 92: CSU Benchmark Job Market Pricing Details – Business Analyst II 

 
 
Figure 93: CSU Benchmark Job Market Pricing Details – Business Analyst IV 
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Figure 94: CSU Benchmark Job Market Pricing Details – Buyer III 

 
 
Figure 95: CSU Benchmark Job Market Pricing Details – Career Professional II 

 
 
Figure 96: CSU Benchmark Job Market Pricing Details – Career Professional IV 
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Figure 97: CSU Benchmark Job Market Pricing Details – Carpenter 
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Figure 98: CSU Benchmark Job Market Pricing Details – Childcare Teaching Assistant 

 
 
Figure 99: CSU Benchmark Job Market Pricing Details – Clinical Laboratory Scientist II 
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Figure 100: CSU Benchmark Job Market Pricing Details – Collections Representative II 
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Figure 101: CSU Benchmark Job Market Pricing Details – Communication Professional II 
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Figure 102: CSU Benchmark Job Market Pricing Details – Community and Govt. Relations Professional III 
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Figure 103: CSU Benchmark Job Market Pricing Details – Compliance Professional II 

 
 
Figure 104: CSU Benchmark Job Market Pricing Details – Cook II 

 
 
Figure 105: CSU Benchmark Job Market Pricing Details – Credential Analyst II 
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Figure 106: CSU Benchmark Job Market Pricing Details – Custodian I 

 
 
  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 78 

Figure 107: CSU Benchmark Job Market Pricing Details – Data Analytics Developer III 
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Figure 108: CSU Benchmark Job Market Pricing Details – Database Administrator II 
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Figure 109: CSU Benchmark Job Market Pricing Details – Database Administrator IV 
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Figure 110: CSU Benchmark Job Market Pricing Details – Diversity Professional III 
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Figure 111: CSU Benchmark Job Market Pricing Details – Drafting Technician II 
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Figure 112: CSU Benchmark Job Market Pricing Details – Electrician 
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Figure 113: CSU Benchmark Job Market Pricing Details – Equipment Systems Specialist 
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Figure 114: CSU Benchmark Job Market Pricing Details – Equipment Technician II, Electro-Mechanical 
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Figure 115: CSU Benchmark Job Market Pricing Details – Equipment Technician III, Electro-Mechanical 

 
 
Figure 116: CSU Benchmark Job Market Pricing Details – Equipment Technician III, Specialized Equipment 

 
 
  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 87 

Figure 117: CSU Benchmark Job Market Pricing Details – Evaluator I 

 
 
Figure 118: CSU Benchmark Job Market Pricing Details – Event and Conference Coordinator IV (S4) 
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Figure 119: CSU Benchmark Job Market Pricing Details – Event and Conference Planner II 

 
 
Figure 120: CSU Benchmark Job Market Pricing Details – Executive Assistant (1 of 2) 
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Figure 120: CSU Benchmark Job Market Pricing Details – Executive Assistant (2 of 2) 

 

Figure 121: CSU Benchmark Job Market Pricing Details – Extended Education Specialist II 

 
 
Figure 122: CSU Benchmark Job Market Pricing Details – Facilities Maintenance Mechanic (1 of 2) 
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Figure 122: CSU Benchmark Job Market Pricing Details – Facilities Maintenance Mechanic (2 of 2) 

 
 
Figure 123: CSU Benchmark Job Market Pricing Details – Facilities Project Supervisor 
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Figure 124: CSU Benchmark Job Market Pricing Details – Facilities Worker I 

 
 
Figure 125: CSU Benchmark Job Market Pricing Details – Financial Aid Professional II 

 
 
Figure 126: CSU Benchmark Job Market Pricing Details – Financial Aid Professional IV 
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Figure 127: CSU Benchmark Job Market Pricing Details – Gardener 

 
 
Figure 128: CSU Benchmark Job Market Pricing Details – Grants and Contracts Professional II 
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Figure 129: CSU Benchmark Job Market Pricing Details – Graphic Designer II (1 of 2) 
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Figure 129: CSU Benchmark Job Market Pricing Details – Graphic Designer II (2 of 2) 

 
 
Figure 130: CSU Benchmark Job Market Pricing Details – Groundsworker 
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Figure 131: CSU Benchmark Job Market Pricing Details – Guest Services and Sales E II 

 
 
Figure 132: CSU Benchmark Job Market Pricing Details – Head Athletic Trainer 

 
 
Figure 133: CSU Benchmark Job Market Pricing Details – Head Resident 
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Figure 134: CSU Benchmark Job Market Pricing Details – Health and Safety Professional III 
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Figure 135: CSU Benchmark Job Market Pricing Details – Health Educator 

 
 
Figure 136: CSU Benchmark Job Market Pricing Details – Health Information Technician 
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Figure 137: CSU Benchmark Job Market Pricing Details – Heavy Equipment Operator/Bus Driver 

 
 
Figure 138: CSU Benchmark Job Market Pricing Details – Housing Operations Professional II 
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Figure 139: CSU Benchmark Job Market Pricing Details – HR Generalist II (1 of 2) 
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Figure 139: CSU Benchmark Job Market Pricing Details – HR Generalist II (2 of 2) 
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Figure 140: CSU Benchmark Job Market Pricing Details – HR Specialist II 
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Figure 141: CSU Benchmark Job Market Pricing Details – Information Security Analyst III 
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Figure 142: CSU Benchmark Job Market Pricing Details – Institutional Research Analyst II 
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Figure 143: CSU Benchmark Job Market Pricing Details – International Program Professional II 

 
 
Figure 144: CSU Benchmark Job Market Pricing Details – Interpreter II-IA 

 
 
Figure 145: CSU Benchmark Job Market Pricing Details – Irrigation Specialist 

 
 
Figure 146: CSU Benchmark Job Market Pricing Details – Laboratory Assistant I 
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Figure 147: CSU Benchmark Job Market Pricing Details – Laborer 
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Figure 148: CSU Benchmark Job Market Pricing Details – Lead Automotive/Equipment Mechanic 
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Figure 149: CSU Benchmark Job Market Pricing Details – Lead Building Services Engineer (1 of 2) 
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Figure 149: CSU Benchmark Job Market Pricing Details – Lead Building Services Engineer (2 of 2) 

 
 
Figure 150: CSU Benchmark Job Market Pricing Details – Lead Carpenter (1 of 2) 
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Figure 150: CSU Benchmark Job Market Pricing Details – Lead Carpenter (2 of 2) 

 
 
Figure 151: CSU Benchmark Job Market Pricing Details – Lead Custodian (1 of 2) 
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Figure 151: CSU Benchmark Job Market Pricing Details – Lead Custodian (2 of 2) 

 
 
Figure 152: CSU Benchmark Job Market Pricing Details – Lead Groundsworker 
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Figure 153: CSU Benchmark Job Market Pricing Details – Library Services Specialist II 

 
 
Figure 154: CSU Benchmark Job Market Pricing Details – Library Services Specialist III 

 
 
Figure 155: CSU Benchmark Job Market Pricing Details – Library Services Specialist IV 
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Figure 156: CSU Benchmark Job Market Pricing Details – Licensed Vocation Nurse II 

 
 
Figure 157: CSU Benchmark Job Market Pricing Details – Light Automotive Equipment Operation 
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Figure 158: CSU Benchmark Job Market Pricing Details – Livestock Technician II 

 
 
Figure 159: CSU Benchmark Job Market Pricing Details – Locksmith 
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Figure 160: CSU Benchmark Job Market Pricing Details – Marketing Professional II 

 
 
Figure 161: CSU Benchmark Job Market Pricing Details – Medical Assistant 
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Figure 162: CSU Benchmark Job Market Pricing Details – Metal Worker (1 of 2) 
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Figure 162: CSU Benchmark Job Market Pricing Details – Metal Worker (2 of 2) 
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Figure 163: CSU Benchmark Job Market Pricing Details – Network Analyst II (1 of 2) 
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Figure 163: CSU Benchmark Job Market Pricing Details – Network Analyst II (2 of 2) 

 
 
Figure 164: CSU Benchmark Job Market Pricing Details – Network Analyst III (1 of 2) 
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Figure 164: CSU Benchmark Job Market Pricing Details – Network Analyst III (2 of 2) 

 
 
Figure 165: CSU Benchmark Job Market Pricing Details – Nurse Practitioner IV 
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Figure 166: CSU Benchmark Job Market Pricing Details – Operating Engineer 
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Figure 167: CSU Benchmark Job Market Pricing Details – Painter 

 
 
Figure 168: CSU Benchmark Job Market Pricing Details – Parking Officer II 
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Figure 169: CSU Benchmark Job Market Pricing Details – Payroll Technician II 
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Figure 170: CSU Benchmark Job Market Pricing Details – Performing Arts Technician I 

 
 
Figure 171: CSU Benchmark Job Market Pricing Details – Performing Arts Technician III 
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Figure 172: CSU Benchmark Job Market Pricing Details – Pharmacist II 

 
 
Figure 173: CSU Benchmark Job Market Pricing Details – Pharmacy Technician 

 
 
Figure 174: CSU Benchmark Job Market Pricing Details – Phlebotomist/Clinical Laboratory Assistant 
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Figure 175: CSU Benchmark Job Market Pricing Details – Physician Assistant 
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Figure 176: CSU Benchmark Job Market Pricing Details – Physician – Primary Care 

 
 
Figure 177: CSU Benchmark Job Market Pricing Details – Physician – Specialty Services 
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Figure 178: CSU Benchmark Job Market Pricing Details – Plumber  

 
 
Figure 179: CSU Benchmark Job Market Pricing Details – Police Dispatch I 
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Figure 180: CSU Benchmark Job Market Pricing Details – Police Officer 

 
 
Figure 181: CSU Benchmark Job Market Pricing Details – Project Management Professional III 

  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 129 

Figure 182: CSU Benchmark Job Market Pricing Details – Property Clerk II 

 
 
Figure 183: CSU Benchmark Job Market Pricing Details – Public Relations and Media Professional III 
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Figure 184: CSU Benchmark Job Market Pricing Details – Radiologic Technologist II 

 
 
Figure 185: CSU Benchmark Job Market Pricing Details – Recruitment Professional II 

 
 
Figure 186: CSU Benchmark Job Market Pricing Details – Registered Dietitian 
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Figure 187: CSU Benchmark Job Market Pricing Details – Registered Nurse II 

 
 
Figure 188: CSU Benchmark Job Market Pricing Details – Registration and Records Counselor II 
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Figure 189: CSU Benchmark Job Market Pricing Details – Reprographics Specialist III 

 
 
Figure 190: CSU Benchmark Job Market Pricing Details – Research Technician I 
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Figure 191: CSU Benchmark Job Market Pricing Details – Research Technician III 

 
 
Figure 192: CSU Benchmark Job Market Pricing Details – Residential Life Professional II 

 
 
Figure 193: CSU Benchmark Job Market Pricing Details – Risk Management Professional II 
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Figure 194: CSU Benchmark Job Market Pricing Details – Security Officer II 

 
 
Figure 195: CSU Benchmark Job Market Pricing Details – Senior Budget Analyst (1 of 2) 
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Figure 195: CSU Benchmark Job Market Pricing Details – Senior Budget Analyst (2 of 2) 
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Figure 196: CSU Benchmark Job Market Pricing Details – Sergeant 

 
 
Figure 197: CSU Benchmark Job Market Pricing Details – Shipping and Receiving Assistant I 
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Figure 198: CSU Benchmark Job Market Pricing Details – Software Developer II (1 of 2) 
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Figure 198: CSU Benchmark Job Market Pricing Details – Software Developer II (2 of 2) 
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Figure 199: CSU Benchmark Job Market Pricing Details – Software Developer IV (1 of 2) 
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Figure 199: CSU Benchmark Job Market Pricing Details – Software Developer IV (2 of 2) 

 
 
Figure 200: CSU Benchmark Job Market Pricing Details – Speech Pathologist 
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Figure 201: CSU Benchmark Job Market Pricing Details – Sports Information Professional II 

 
 
Figure 202: CSU Benchmark Job Market Pricing Details – Storekeeper I 

 
 
Figure 203: CSU Benchmark Job Market Pricing Details – Student Accessibility Resource Professional III 

 
 
Figure 204: CSU Benchmark Job Market Pricing Details – Student Accessibility Resource Professional IV 

 
 
Figure 205: CSU Benchmark Job Market Pricing Details – Student Health and Wellbeing Professional IV 
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Figure 206: CSU Benchmark Job Market Pricing Details – Student Life Coordinator I 

 
 
Figure 207: CSU Benchmark Job Market Pricing Details – Student Life Professional III 

 
 
Figure 208: CSU Benchmark Job Market Pricing Details – Student Life Professional IV 
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Figure 209: CSU Benchmark Job Market Pricing Details – Student Personnel Technician, Financial Aid 

 
 
Figure 210: CSU Benchmark Job Market Pricing Details – Student Recreation Professional II 

 
 
Figure 211: CSU Benchmark Job Market Pricing Details – Student Services Professional I 

 
 
Figure 212: CSU Benchmark Job Market Pricing Details – Student Services Professional II 
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Figure 213: CSU Benchmark Job Market Pricing Details – Student Success Professional II 

 
 
Figure 214: CSU Benchmark Job Market Pricing Details – Student Success Professional IV 
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Figure 215: CSU Benchmark Job Market Pricing Details – Supervising Electrician 
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Figure 216: CSU Benchmark Job Market Pricing Details – Supervising Locksmith 
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Figure 217: CSU Benchmark Job Market Pricing Details – Supervising Metal Worker 
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Figure 218: CSU Benchmark Job Market Pricing Details – Supervising Painter 
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Figure 219: CSU Benchmark Job Market Pricing Details – Supervising Plumber 
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Figure 220: CSU Benchmark Job Market Pricing Details – Sustainability Professional II 
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Figure 221: CSU Benchmark Job Market Pricing Details – Systems Administrator I 
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Figure 222: CSU Benchmark Job Market Pricing Details – Systems Administrator II 

 
 
  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 153 

Figure 223: CSU Benchmark Job Market Pricing Details – Systems Administrator IV 
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Figure 224: CSU Benchmark Job Market Pricing Details – Technology Support Professional III 

 
 
  



STAFF COMPENSATION PROGRAM ASSESSMENT The California State University 

 

 155 

Figure 225: CSU Benchmark Job Market Pricing Details – Ticket Box Office Manager II 

 
 
Figure 226: CSU Benchmark Job Market Pricing Details – Tree Trimmer I 
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Figure 227: CSU Benchmark Job Market Pricing Details – Tree Trimmer II 
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Figure 228: CSU Benchmark Job Market Pricing Details – User Experience Analyst II 
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Figure 229: CSU Benchmark Job Market Pricing Details – Veterinarian II 

 
 
Figure 230: CSU Benchmark Job Market Pricing Details – Warehouse Worker 
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Figure 231: CSU Benchmark Job Market Pricing Details – Web Developer II (1 of 2) 
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Appendix C: Job Grades & Summary 
Job Analysis 
Figure 232: Job Grades & Summary Job Analysis 
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Figure 233: Job Grades & Summary Job Analysis 
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Figure 234: Job Grades & Summary Job Analysis 

 
Figure 235: Job Grades & Summary Job Analysis
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Figure 236: Job Grades & Summary Job Analysis 

 
Figure 237: Job Grades & Summary Job Analysis 
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Figure 238: Job Grades & Summary Job Analysis 

 

Figure 239: Job Grades & Summary Job Analysis 
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Figure 240: Job Grades & Summary Job Analysis 

 
Figure 241: Job Grades & Summary Job Analysis 
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Figure 242: Job Grades & Summary Job Analysis 

 
 

Figure 243: Job Grades & Summary Job Analysis 
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Figure 244: Job Grades & Summary Job Analysis 

 

Figure 245: Job Grades & Summary Job Analysis 
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Figure 246: Job Grades & Summary Job Analysis 
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