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WHY JOB DESCRIPTIONS ARE THE
KEY TO BETTER SALARY STRUCTURE
IN TODAY’S JOB MARKET
Let’s first examine the current employment environment. It’s fair to
say that from pretty much every angle, it’s an employee’s job
market. Let’s look at some of the stats:
• Unemployment rate is at a 50-year low (3.7% - June BLS)
• 15 states and 12 localities have salary history bans as of
April 2019 (HR Dive)
• 53% of workers are not are not engaged in their current
job (Gallup, 2018)
• 22% of U.S. workers feel that they’re paid fairly (PayScale
CBPR, 2019)
• Higher pay is the number one reason that workers decide
to quit (PayScale, 2019)
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WHY JOB DESCRIPTIONS ARE THE KEY TO BETTER SALARY STRUCTURE IN TODAY’S JOB MARKET
(continued)
When unemployment is low, competition for
jobs decreases, putting upward pressure on
salaries to attract top talent in a small
applicant pool. And with more states
banning companies from inquiring
candidates about their salary history, each
applicant can demand the highest salary
they can get.
Organizations are well-aware of the current
marketing with:
• 66% of all organizations agreeing or
strongly agreeing that retention is a
growing concern (up from 59
percent last year)
• Nearly half of all organizations
saying that the strong job market
has increased their turnover rate
• 58% of all organizations saying
communicating pay rationale to
managers and employees
(furthering transparency) will
become more important in the
next five years (PayScale, 2019)
Clearly the upward pressure on wages is
undeniable. But there is more to it. Next year
millennials will make up nearly half the
workforce, and as a group they look at
transparency as a given. Millennials are far
more likely than previous generations to look
up their salaries online to make sure their pay
is competitive. These employees will also
look at sites like glassdoor.com to evaluate
future employers, often shopping as much
for employers as they do for jobs. Failure to
compensate employees adequately not
only leads to the loss of comp-conscious
employees but can also cost you
prospective employees by tarnishing your
company’s rating. Your current employees
have a lot of power to affect how the world
sees your company; and when employees
are dissatisfied with comp and benefits, they
tend to be vocal about it.
So, with everything clearly stacked against
you, what is the answer? Things are
changing, and they are changing fast. How
do you keep up?

Through the years, many companies have
gravitated to grade-based ranges. This type
of salary structure has significant
advantages. First, it is far easier to administer
than job-based ranges in that jobs are
slotted into groups prior to being graded.
Grade-based ranges allow you to use
market data to determine what grade a job
will fall into; and since the same grade
structure is used across the organization, it
becomes a matrix that you can use to justify
internal alignment decisions. But the biggest
reason companies go with grade-based
ranges is that some jobs do not have
benchmark data; and if you have a gradebased salary structure, you can slot these
jobs into pay ranges based on alignment
with similar jobs. This type of salary structure is
extremely popular with larger companies.
The more jobs you have, the more gradebased administration is an attractive solution
and the more frightening it is to go in the
opposite direction - job-based ranges... a
separate range for each job.
One disadvantage of grade-based ranges is
that they are not very flexible. By grouping
jobs into grades, they are then tied together,
so that changing the salary range changes
the range for all jobs in that grade.
This is where job-based ranges are more
flexible and reactive. If you have ranges for
each individual job then, of course, you can
react in real time to changes in the market
without affecting other jobs. In practice, this
allows you to compete for talent in hot jobs
without being restricted by a salary structure
that contains other jobs less-dependent on
the market. Also, pricing individual jobs
promotes communication between the
comp team and managers, facilitating
alignment and a better understanding of
compensation across the organization.
In today’s market this will be critical for some
jobs, but do you throw the baby out with the
bathwater and ditch your grade-based
salary structure with all its advantages?
Statistics show that there has been a clear
move away from grade-based ranges.
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(continued)

PayScale 2019 Compensation Best Practices Report

It seems, though, that more and more companies are charting a middle course. While smaller
companies have no trouble moving completely to job-based ranges, larger companies are
reluctant to abandon the advantages that grade-based ranges have afforded them. But it
appears that across the spectrum, companies are trending towards a hybrid approach –
keeping their grade-based ranges but pricing individual jobs where the market demands it.

PayScale 2019 Compensation Best Practices Report
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(continued)
So, where do job descriptions come in?
To develop the taxonomy for a gradebased salary structure, you must
understand the basic work that people do.
JDXpert, via its content and collaboration
tools, allows you to muster managers and
other stakeholders to assure the validity of
your job data while side-by-side views
provide an intuitive way to confirm the
accuracy of your structure.
But whether your salary structure relies on a
grade-based taxonomy or on individual
jobs, a clear understanding of what
people do is the single most important
factor in creating any salary structure. An
inaccurate or out-of-date understanding
of the work that people do will cause your
results to be at best suspect, if not
completely flawed; and in today’s war for
talent, it can leave you standing on the
sidelines.

WHAT’S NEW
IN FEATURES
PRINT PROFILE FOR JOB PREVIEW
LINK

A new parameter can be used to
reference a specific Job Print Profile
when showing or downloading a job
record using a Preview Link. The new
enhancement allows to provide specific
job information from the same record to
different groups of employees or
departments, e.g. Managers, Supervisors,
Employees, etc.

ADVANCED CONTENT SPLIT-VIEW
The job description edit screen was
enhanced to add an ability to reference
any related content while editing a job
record Using the right side of the form
editor (similar to bookmarking an
important record). The new split-view is
context sensitive and can show links to
relevant data based on the active tab
allowing the relevant part of Similar jobs,
related Jobs (in Job family/sub-family) ,
Content (Samples/Shared/O*Net/Web
Jobs) to be viewed, as the user tabs
through the form. Relevant JDX Jobs can
be viewed in Split screen for side-by-side
editing. Attachments and print previews
can also be viewed here without leaving
the job edit screen. Expressions can be
used to create bookmark content
creating an unending set of possibilities.
Suggested we call this the context pane
as it’s more than just content.

FORMULAS IN BULLET LIST ROWS

All the text box controls in Bullet Rows are
enhanced to use expressions, which
allows to have dynamic row values
based on any job field values in a single
row.
To learn more about these and other
new features, go to our Client Support
Page or contact your Customer Success
Manager at success@hrtms.com.

TIPS AND TRICKS

How To Setup Home Page Columns
You may already be using the best practice Home Page Column headers, or you may not have this
feature activated yet. Home Page Column headers are a great way to organize your home page for
your team.
Start by right-clicking any tool on the home page and select “Edit Current Node”.

In the navigation tree, go to the tab page called Home Page Column. If you are not using this
feature yet, and want to start with the default layout, click “Set All Nodes”.

TIPS AND TRICKS: HOW TO SETUP HOME PAGE COLUMNS (cont.)
Once you have settings in place, you can modify each tool to appear in the right column or left
column, and you can change the Column Heading text. Remember that the first tool with a
particular Column Heading dictates the order of the sections.
Advanced Tip: To change the style of the headers, first click the wrench in the top right corner of
the screen and go to Edit Main Page Settings.

Go to the User Interface Settings tab and click “Edit UI Settings File”. In the popup window, go to All
Properties and set HasColumnHeadingsCaptionStyle to “True”, then click Save and Close.

TIPS AND TRICKS: HOW TO SETUP HOME PAGE COLUMNS (cont.)

Have fun setting the styles for the Column Headers and remember to Save and Close!

Please note, if some of these configurations are not visible to you, a build update may be required

STILL USING IE11?

Due to Microsoft sunsetting IE11 on January 14th, 2020, HRTMS will cease its support
of IE11 as of December 31, 2019. We encourage you to use JDXpert on Chrome,
Edge, Firefox, or Safari. Thank you for your cooperation.

SUCCESS STORY

How One Company Used JDXpert To Power Better Job Descriptions

As one of the nation’s largest, leading energy-delivery companies, this Northeastern organization has
over 10,000 employees to provide a variety of energy products and services to its customers.
Delivering electricity, steam, and natural gas to millions of customers while maintaining top safety and
sustainability protocols requires a high level of recruiting, training, and retaining valuable employees
within the organization. To accomplish their organization’s strategic mission, a strong performing
workforce is imperative. The human resource team prioritized the need for implementing a new
recruitment system and needed a way to make job descriptions available for job postings. They
decided on an electronic system, with streamlined workflows and the ability to easily populate the job
postings into the new recruitment system.
They formed an internal team with a mixed group of users to review the vendors and the possibility of
building their own system to house their job descriptions. The various pros & cons of each option was
presented to the steering committee along with a recommendation to go with JDXpert as the vendor
of choice, as it was the best fit for their organization’s needs. Their business process was streamlined to
work with the new job description system. Prior to choosing JDXpert, the organization managed job
descriptions on paper and on SharePoint, with edits made in Word documents and

SUCCESS STORY: HOW ONE COMPANY USED
JDXPERT TO POWER BETTER JOB DESCRIPTIONS
approvals via email. They became cognizant of
their inability to manage job descriptions
effectively using this method when they could no
longer guard against varying and duplicative
versions. The job descriptions were filed by
department so when there was a reorganization,
it made them even more difficult to find.
The HR team’s goals for the job description
system were to: move away from paper job
descriptions and store them in one location with
better version control; streamline the approval
process; and give managers self-service access
to their own descriptions. To help gain
acceptance and excitement about the move to
JDXpert, the team provided in-person trainings,
organized focus groups, and created an online
training guide and eLearning classes for new
users.
Since implementing JDXpert and going “live” in
early 2018, the HR team has loaded over 2,200
job descriptions. It has been well received by
both HRPs & managers and works very well with
the new recruitment system. JDXpert was
configured to integrate with the new recruitment
system and streamline the review process. As part
of their recruitment process, screening questions
were added to each job description and then
shared with the recruitment system. The team
enjoys how easy it is to create new job
descriptions and revise existing ones, and notes,
the ad-hoc workflow is very useful for quick
revisions and makes it easy for managers to share
it with members of the HR team.
Now that the team is acquainted with the
system, they have begun exploring more of what
JDXpert offers and are now considering adding in
job market pricing and options in data-tracking.
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