ABC Company - Job Leveling Guide
Purpose:
This guide provides a framework for defining and differentiating roles across ABC Company based on common criteria. Job leveling is essential for:
· Ensuring internal equity and external market competitiveness in our compensation structures.
· Providing clear career paths and development opportunities for employees.
· Establishing consistent performance expectations based on role scope and complexity.
· Facilitating effective talent management, recruitment, and organizational design.
This guide supports our Compensation Philosophy and commitment to transparency.
Core Leveling Factors:
Roles at ABC Company are evaluated and leveled based on a consistent set of factors that assess the demands and contribution of the position:
1. Scope & Impact:
· The breadth and complexity of responsibilities.
· The degree of influence on projects, processes, teams, functions, or the overall business.
· The consequence of error or impact of decisions made in the role.
2. Complexity & Problem Solving:
· The nature and difficulty of challenges encountered.
· The level of analytical thinking, judgment, and innovation required.
· The degree to which solutions are readily available vs. needing to be developed.
3. Knowledge & Experience:
· The depth and breadth of technical, functional, or professional knowledge required.
· The typical education, certifications, and years of relevant experience needed to perform the role successfully.
4. Leadership & Autonomy:
· The level of independence and supervision required or provided.
· The extent of responsibility for leading projects, mentoring others, or managing teams (for management roles).
· The nature of interaction and communication required (internal/external, level of influence).
Leveling Tracks:
ABC Company utilizes two primary career tracks, with levels reflecting increasing scope, complexity, and impact:
· Individual Contributor (IC) Track: Focuses on leveraging deep functional or technical expertise to achieve results. Levels typically range from Associate to Principal/Lead.
· Management (M) Track: Focuses on leading teams, managing resources, and driving results through others. Levels typically range from Manager to Director and above.
These tracks often run parallel, recognizing that senior IC roles can have equivalent impact, complexity, and market value to management roles.
Detailed Level Descriptions:
The following descriptions outline the typical characteristics for each level within our defined structure (L1-L4 for ICs; M1-M2, D1 for Management). These are general guidelines; specific roles within Job Families may have tailored expectations.

Individual Contributor (IC) Track
L1: Associate Level (e.g., Associate Software Engineer, Junior Analyst, Coordinator)
· Scope & Impact: Typically works on specific, well-defined tasks within a larger project or process. Impact is usually limited to their immediate tasks or team deliverables. Follows established procedures.
· Complexity & Problem Solving: Encounters routine problems with clear solutions. Requires guidance on more complex issues. Focus is on learning and applying basic principles.
· Knowledge & Experience: Requires foundational knowledge, often acquired through education (Bachelor's degree or equivalent) or entry-level experience (0-2 years). Develops core skills in their functional area.
· Leadership & Autonomy: Works under direct supervision and receives detailed instructions. Requires frequent guidance and review of work. Limited autonomy.
L2: Intermediate Level (e.g., Software Engineer, Analyst, Specialist)
· Scope & Impact: Handles moderately complex tasks and assignments independently. May contribute to specific features or components of a project. Impact is generally within the team or project scope. Understands and applies procedures, may suggest improvements.
· Complexity & Problem Solving: Solves defined problems using existing procedures and analysis. Can identify and escalate more complex issues. Begins to apply judgment based on experience.
· Knowledge & Experience: Requires solid working knowledge and practical application of functional/technical principles. Typically holds a Bachelor's degree and/or 2-5 years of relevant experience. Proficient in core job responsibilities.
· Leadership & Autonomy: Works under general supervision, requiring guidance mainly on new or complex assignments. Plans and organizes own work effectively. May provide informal guidance to L1 colleagues.
L3: Senior Level (e.g., Senior Software Engineer, Senior Analyst, Senior Specialist)
· Scope & Impact: Handles complex assignments and projects with significant autonomy. May lead small project workstreams or features. Impact extends to broader team or functional area deliverables. Often seen as a subject matter expert within the team. May contribute to defining procedures or best practices.
· Complexity & Problem Solving: Solves complex problems requiring thorough analysis and evaluation of options. May adapt or develop new approaches. Demonstrates strong judgment and initiative. Can anticipate potential issues.
· Knowledge & Experience: Requires advanced knowledge and significant experience in their field. Often holds a Bachelor's/Master's degree and/or 5-8+ years of relevant experience. Deep understanding of functional area and its connection to the business.
· Leadership & Autonomy: Works independently with minimal supervision. Exercises considerable latitude in determining objectives and approaches. Frequently mentors L1/L2 colleagues. May lead functional aspects of projects.
L4: Principal / Lead Level (e.g., Principal Software Engineer, Lead Analyst, Technical Lead, Subject Matter Expert)
· Scope & Impact: Recognized technical or functional expert with broad impact across teams or functional areas, potentially influencing strategy. Leads large, complex projects or initiatives. Solves critical business problems. May represent the company externally on technical/functional matters. Shapes best practices and standards.
· Complexity & Problem Solving: Addresses highly complex, often ambiguous problems requiring advanced analytical skills and innovative solutions. Develops new methods or technologies. Takes calculated risks.
· Knowledge & Experience: Requires expert-level knowledge, mastery of the field, and extensive experience (typically 8-12+ years). Often holds advanced degrees or possesses unique, highly valued skills. Deep industry awareness.
· Leadership & Autonomy: Operates with significant independence and strategic direction. Influences technical/functional strategy. Mentors senior staff (L3) and provides technical leadership across groups. May lead cross-functional initiatives without formal management authority. Often viewed as a technical/functional equivalent to an M1/M2 Manager.

Management (M) Track
M1: Manager Level (e.g., Engineering Manager, Marketing Manager, Finance Manager)
· Scope & Impact: Manages a team of primarily ICs (L1-L3). Responsible for team performance, resource allocation, workflow, and achieving operational goals. Impact is focused on the team's deliverables and contribution to functional objectives. Implements functional strategy.
· Complexity & Problem Solving: Solves operational and resource management problems for the team. Addresses performance issues. Interprets and executes policies. Involved in tactical planning for their area.
· Knowledge & Experience: Requires strong functional knowledge combined with developing management skills (performance management, hiring, coaching). Typically has prior experience as a senior IC (L3) or equivalent, plus 1-3+ years of leadership/management experience. Understands business context for their team's work.
· Leadership & Autonomy: Manages team execution and performance. Reports to a Senior Manager or Director. Receives guidance on strategic objectives. Responsible for hiring, performance reviews, and development of direct reports.
M2: Senior Manager Level (e.g., Senior Engineering Manager, Senior Marketing Manager)
· Scope & Impact: Manages multiple teams, potentially including other M1 Managers and/or senior ICs (L3/L4). Responsible for broader functional area goals and execution. May manage a significant sub-function or program. Impact is significant within the function and may cross functional boundaries. Contributes to functional strategy development.
· Complexity & Problem Solving: Solves complex problems related to functional strategy execution, cross-team dependencies, and resource optimization. Handles escalated issues from M1 Managers. Develops operational plans and budgets.
· Knowledge & Experience: Requires deep functional expertise and proven management experience (typically 3-5+ years managing teams/managers ). Strong understanding of the business and industry. Often holds a Bachelor's/Master's degree and significant overall experience (8-10+ years).
· Leadership & Autonomy: Operates with considerable autonomy within their functional area. Sets direction for their teams/sub-function . Reports typically to a Director. Key role in talent management and developing M1 managers.
D1: Director Level (e.g., Director of Engineering, Director of Marketing)
· Scope & Impact: Leads a major function or multiple significant sub-functions, typically managing M1/M2 Managers and potentially senior L4 ICs. Responsible for setting functional strategy, direction, and long-term goals aligned with overall business objectives. Impact is broad, often cross-functional and strategic. Manages significant budgets and resources.
· Complexity & Problem Solving: Addresses highly complex strategic and operational issues for their function. Makes decisions with long-term impact. Navigates ambiguity and sets priorities in complex environments. Develops functional policies and structures.
· Knowledge & Experience: Requires extensive functional/business leadership experience (typically 5-8+ years in management roles) and deep industry knowledge. Proven ability to lead large teams/functions and drive strategic initiatives. Often holds advanced degrees and 12+ years of overall experience.
· Leadership & Autonomy: Operates with a high degree of autonomy, reporting typically to a Vice President or C-level executive. Key member of the functional leadership team. Responsible for organizational design, talent strategy, and overall functional performance. Significant external interaction may be required.

How Leveling is Used at ABC Company:
· Compensation: Each level corresponds to a specific pay range reflective of market value and internal equity.
· Career Pathing: Provides a roadmap for growth, outlining expectations at subsequent levels.
· Performance Management: Performance goals and expectations are set relative to the employee's assigned job level.
· Recruitment & Hiring: Ensures we attract and hire candidates with the appropriate skills and experience for the defined role level.
· Organizational Design: Helps structure teams and departments effectively.
Leveling vs. Performance:
It is crucial to distinguish between job level and individual performance:
· Job Level: Defines the expectations, scope, and complexity of the role.
· Performance: Measures how well an individual meets or exceeds the expectations of their assigned role level.
An employee performing exceptionally well in an L2 role meets the high end of L2 expectations; promotion to L3 requires demonstrating sustained performance at the L3 level against the defined L3 criteria (scope, complexity, autonomy, etc.).
Roles & Responsibilities in Leveling:
· Employee: Understand the expectations of your current level and discuss career aspirations and development needed for potential growth with your manager.
· Manager: Understand the leveling criteria, provide feedback to employees based on their level expectations, evaluate roles for new hires or promotions using this guide, and partner with HR for consistency.
· HR / Compensation: Maintain and update the leveling guide and criteria, ensure consistent application across the company, provide tools and training, conduct job evaluations and market analysis, and serve as advisors to managers.
Further Information:
For more details, please refer to the ABC Company Compensation Philosophy document. Discuss specific questions about your role's level or career development with your Manager or HR Business Partner.

Disclaimer: This Job Leveling Guide provides general guidelines for role differentiation at ABC Company. Specific requirements may vary based on the Job Family and business needs. This document is not a contract and is subject to change. Official job descriptions and performance expectations provide further detail for individual roles.

