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Purpose and Goals 
UA staffing has increased significantly over the past seven years, and additional layers have been 
created within the organizational hierarchy. This expansion coupled with the centralized-decentralized 
structure has resulted in a number of challenges related to consistency in staff titles, salary, and 
performance expectations. 

The UA Career-Pathing Committee began an effort to address these challenges in the summer of 2017 
with three overarching goals: 

1. Create a UA Career Ladder that clarifies position titles, performance expectations, and 
developmental opportunities for staff to progress in the division.  

2. Identify ways to recognize performance through a formal promotion process that complies with 
CSU HR and OEO. 

3. Educate the division and decentralized campus partners to maintain consistency in position 
titles and descriptions, salary bands, and hiring and promotion practices. 

Development Subcommittee 
The UA Career-Pathing Committee created a subcommittee to focus on the development/fundraising 
units. Given the critical role of these units, the UA Career-Pathing Committee prioritized creating a 
Development Career Ladder and UA Promotion Process by September 2017. 

The Development Subcommittee conducted informational interviews with eight peer and aspirational 
peer institutions, including: 

 

Iowa State University 

Kansas State University 

Oklahoma State University 

Oregon State University 

University of California, Los Angeles 

University of Florida 

University of Michigan 

University of Washington 

 

Findings from the informational interviews support the use of specific fundraising metrics, separate 
tracks for fundraising and operational positions, and clarification of job responsibilities as a percentage 
of time (e.g., management, fundraising, operations, etc.). 

Few institutions had a formalized promotion process, and of those, a number were foundations with 
greater latitude to design such programs. While some promotion practices may translate to the context 
of CSU, they will require significant collaboration with HR, OEO, and the President’s Office. 

In addition to the informational interviews, the Managing Director of TMTS met with each College 
fundraising lead and the AVP for UAD to understand the needs and perspectives of the individual units. 
The majority of the fundraising leads agreed that specific fundraising metrics (i.e., dollars raised) should 
fall along a range that is inclusive of small and large programs. They also expressed the need to equalize 
titles and salary across the division to reward and retain their staff. 
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Development Subcommittee Recommendations 
The following recommendations serve as guidelines for future decisions related to job titles, position 
descriptions, and salary. Given the complexity of the current organizational structure, these 
recommendations will not affect current positions or salary discrepancies. These issues will be 
addressed through a formal promotion and merit-increase process (see Next Steps). 

1. Create two tracks (Fundraising and Development Operations) in the Development Career Ladder to 
recognize the different functions within fundraising units.  

a. Track One: Development Operations 

• Staff expressed a need to clarify “operations” as a concept. The following position 
responsibilities fall within this track:  donor relations and stewardship, gift 
administration, scholarship management, marketing and communications, alumni 
engagement, and event planning. 

• Development Operations positions may include fundraising responsibilities (e.g., 
working with leadership annual giving donors, carrying a small portfolio) that are 
built into the position or added as developmental opportunities. 

• Given the operational nature of Coordinator-level responsibilities, the title of 
“Development Operations Coordinator” may be preferable to “Donor Relations 
Coordinator.” The latter title implies working directly with donors, which may 
unintentionally mislead candidates who apply for the position seeking a fundraising 
career opportunity. 

• In general, a position is included in the Development Operations Track if at least 
70% of the job responsibilities are operational in nature.  

b. Track Two:  Fundraising Track 

• The Fundraising Track is already well established, but with the increase in positions 
that are 90% or more front-line fundraising, there is need to delineate positions 
with and without managerial responsibilities.  

• Included in the Fundraising Track are ranges for metrics (driving/individual goal, 
number of prospects and proposals, and gift level) that account for small to large 
programs, percentage of managerial and operations responsibilities (if applicable), 
and years of experience.  A preliminary draft is included in the Appendix. 

• In general, a position is included in the Fundraising Track if at least 70% of the job 
responsibilities are front-line fundraising. 

 

2. Revisit the use of existing titles and create new titles that better reflect job responsibilities, 
performance, and tenure.  

a. CSU policy requires approval by the President’s Office for positions with “Director” in the 
title and HR is in the process of developing a new suite of titles that align with the AP 
Framework. UA may want to explore additional titles such as:  Major Gift Officer, Team 
Leader, and Program Leader. 
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b. A new title (Senior Coordinator) should be added to the organizational structure to retain 
Coordinator-level staff and reduce pressure to promote to Assistant Director.  

• As much as possible, the Senior Coordinator position should be reserved for internal 
promotions that recognize tenure and performance. To offset administrative tasks 
and allow for the 30% increase in job responsibilities, hiring student employees is 
highly recommended. 

c. To address the number of Assistant Director positions, UA should better utilize the 
“Associate Director” title. This is especially relevant for units that have high-performing staff 
with longer tenures who cannot or do not want to advance. 

d. Adjust the current external title of “Executive Director of Development” to “Executive 
Director of Advancement” to better represent the leadership responsibilities of the position, 
connection to the Division of University Advancement, and managerial responsibilities.  

e. Explore titles between Executive Director and Assistant Vice President. There are a number 
of staff with long tenures in EDOD positons, and more are on the horizon. Suggestions 
include Senior Executive Director, Assistant Dean, Head of Advancement, Executive Lead for 
Advancement. 

f. Salary ranges should be included for each position level. Ideally, new hires should fall within 
the bottom quartile of the salary range. Prior to posting a position description, the salary 
should be approved by the SAVP for UA. 

 

3. Increase the use of the UA Professional Development Plan (PDP) as a management tool and clarify 
opportunities that (a) assist employees in exploring the two tracks without changing jobs and (b) 
prepare employees for the next step in their career that may include an increase of responsibilities 
in the current position (job enhancement) or career advancement (job promotion). 

a. To provide flexibility in its use, staff may initiate a PDP at any time and adjust the timeframe 
from one calendar year to as short as one quarter.  

b. The PDP will include example stretch assignments that fit within the Operational and 
Fundraising Tracks, discussion guides, and other supporting documentation to assist 
supervisors in the use of the PDP as a management tool. 

 

4. Request that the VPUA meet with Deans and other leaders with development direct reports to 
review the finalized Development Career Ladder and UA Promotion Process.  

a. These meetings should take place as part of the Development Career Ladder vetting process 
(see Next Steps). 

Next Steps 
1. July 15:  Development Subcommittee recommendations will be presented to the VPUA and 

SAVP for feedback. 

2. August 1:  Upon approval, a draft Development Career Ladder will be created with the input of 
the VPUA and SAVP.  The draft document will be disseminated to the Colleges and units for 
feedback due August 15, 2017.  
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3. September 15:  The VPUA will begin meeting with Deans and other leaders with development 
direct reports to explain the Development Career Ladder and UA Promotion Process. 

4. September 30:  A finalized Development Career Ladder will be established and disseminated to 
the division. 

5. Ongoing:  UA Promotion Process (see Appendix for draft) and Career Ladders for centralized 
units (Alumni, Events, and Operations).  
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APPENDIX 
Proposed Fundraising Track Metrics 

 

Metric College Lead (Director+) Program Director Associate Director Assistant Director 
Individual Goal $5M $3M $1M  $500K 
  ($2M-$8M) ($1M-$6M) ($750K-$1.5M) ($200K-$1M) 
Degrees and 
Certifications 

Master’s and CFRE 
preferred 

Bachelor’s required 
and CFRE preferred Bachelor’s required Bachelor’s required 

Years of Experience 7 3 3 2 
Supervisory 
experience Yes No No No 
Gift Level $100K+ $50K+ $25K+ $10K+ 
Fundraising   70% 90% 90%+ 70% 
Operations 10% 10% 10% 30% 
Supervision 20% N/A N/A N/A 
Portfolio 
Composition 70-100 prospects 70-100 prospects 70-100 prospects 70-100 prospects 

Personal Visits 9-12 per month  15 per month  15 per month    15 per month  
   Qualification Visits N/A 5 per month 5 per month 5 per month 
Proposals  2-3 per month  2-4 per month 2-4 per month   2-4 per month  

 

*Note: Final track will include VP and AVP positions. Coordinator positions are not included in this track 
because none exist that are 70%+ for fundraising.  
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UA PROFESSIONAL DEVELOPMENT PLAN (FY18) 
 

Name:       Supervisor:        Date:    
Prior to completing the PDP, please utilize resources such as the Career Ladder and UA Professional 
Competencies to determine possible goals with your supervisor. Staff may initiate a PDP any time 
during the fiscal year. PDP timelines may vary from one fiscal year to no less than one quarter 
(3 months) of the fiscal year.  
 

 
PDP Goal 

List one overall professional development goal that you would like to strive to accomplish in the upcoming year.  
 
 
 

Win-Win-Win Outcomes 
Explain how the PDP goal benefits you, your manager, and your unit/division/CSU. 

 
 
 

PDP Progress Steps 
 List 3 steps that will help you achieve your PDP Goal. These should be 

informed by the Career Ladder, UA Professional Competencies, and/or your 
Performance Evaluation.  

Resources Needed* 
 List the resources that may be 

needed (release time, budget, etc.). 
 

 
#1 

 

 
#2 

 

 
#3 

 

Connection to PDP Goal 
Explain how the PDP progress steps support achievement of your PDP goal. 

 
 
 

      
*Resources must be pre-approved by your supervisor. For conferences, the E-team lead for the unit must also 
give approval.  
*Conference Attendance:  

• Staff who attend conferences are expected to present key information to their supervisor in the form 
of a one-page report. The report is due 2 weeks after the conference. If the information is deemed 
applicable and valuable to a larger audience, staff may be asked to present to their unit and/or UA.  

• Staff who attended conferences are expected to bring back 3-5 business cards of potential 
candidates for recruitment. Forward contact information to Alexis Kanda-Olmstead, TMTS. 
 



8 | P a g e  
 

PDP Timeline 
Identify tasks for each PDP Progress Step (p.1) and dates for attaining key milestones.  

PDP Progress Step #1:   
 

Tasks Milestones 

 
 

 

 
 

 

 
 

 

PDP Progress Step #2:   
 

Tasks Milestones 

 
 

 

 
 

 

 
 

 

PDP Progress Step #3:   
 

Tasks Milestones 

 
 

 

 
 

 

 
 

 

 
 
I understand ownership of the PDP resides with me, and it is my responsibility to follow-up on tasks and 
update my supervisor about my progress on a bi-monthly basis.  

          
 
Employee Name:      Supervisor Name:         
 
 
Employee Signature:     Supervisor Signature:      
 

 
 

Supervisor: Please upload a signed, scanned copy of the PDP into the UA Performance Management 
System. Upload to the most recent performance evaluation year. Select “Upload Auxiliary Materials” 
and then choose the employee’s name from the dropdown menu.  

https://advancing.colostate.edu/eval/
https://advancing.colostate.edu/eval/
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