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Abstract 

The implementation of a Job Architecture in Workday is a pivotal step in optimizing human 
resource (HR) management and aligning organizational structures with business goals. Workday, 
a leading cloud-based enterprise resource planning (ERP) software, provides organizations with a 
flexible and scalable approach to managing human capital. This paper explores the concept of job 
architecture, its importance in Workday, and the key steps involved in its implementation. 
Additionally, the paper discusses best practices, challenges, and potential benefits that businesses 
can expect from a well-implemented job architecture framework in Workday. 

 

I. INTRODUCTION  
In today's rapidly changing business environment, organizations must ensure that their workforce 
is efficiently managed and aligned with their strategic goals. Organizational structure and design 
affect every aspect of a business, including talent mobility, compensation programs and even the 
speed of innovation. When headcount increases, it quickly becomes incumbent upon companies to 
find effective ways to organize jobs into job families where similar work is performed. A solid 
approach to job leveling translates into better communication with employees, more clearly 
defined career paths, and salary structures with greater market alignment, among many other 
benefits [1]. 
Workday, as a cloud-based HR and financial management solution, offers a comprehensive 
platform for configuring and managing job architecture. It allows organizations to define, track, 
and manage roles within the organization, providing clarity in job definitions, career paths, 
compensation structures, and reporting relationships. 
This paper outlines the significance of job architecture within the Workday ecosystem, the steps 
involved in its implementation, and the benefits it brings to organizations. 
 
 

II. WHAT IS JOB ARCHITECTURE? 
Job Architecture refers to the formalized structure and categorization of job roles within an 
organization. It involves the alignment of roles, job descriptions, skills, competencies, and levels 
within a company’s hierarchy.  
 
Job leveling is a structure of Organizing jobs from least to most complex. 
 
The diagram below shows the difference between job architecture and job leveling. Both Job 
architecture and leveling are important and act as foundation for any organizations job 
architecture. This foundation offers effective and future looking job mobility and effective salary 
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structures [1]. 
 

 
Fig 1: Job architecture 

 

 
Fig 2: Job Leveling 

 
III. OVERVIEW OF WORKDAY’S JOB ARCHITECTURE FUNCTIONALITY 
Workday provides a comprehensive suite of tools to manage and implement job architecture. Key 
functionalities within the Workday include[2[: 

 Job Classification Framework: Workday’s job classification tool enables HR teams to define 
job families, job roles, and levels, ensuring consistency across the organization. It also 
allows the creation of custom classifications tailored to specific organizational needs. 

 Job Catalog: A central repository for job roles and descriptions, where job roles can be 
defined and updated in real-time, providing transparency and ease of access for HR and 
managers. 

 Job Structure and Hierarchies: Workday enables organizations to define hierarchical 
structures within job families, allowing for clear career progression and reporting 
relationships. This hierarchy can be customized to reflect unique organizational needs. 
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 Integration with Compensation and Performance Systems: Workday seamlessly integrates 
job architecture with compensation structures and performance management systems. This 
integration ensures that compensation levels align with job roles and levels, while also 
facilitating the alignment of performance evaluations with role expectations. 

 
 
IV. STEPS TO IMPLEMENT JOB ARCHITECTURE IN WORKDAY 
The process of implementing job architecture in Workday is multi-phased, requiring careful 
planning, configuration, and communication. Below are the key steps involved: 
4.1 Assessment and Planning Needs 
Before implementing job architecture, it is crucial to conduct a thorough needs assessment. This 
step involves understanding the organization's goals, workforce structure, and existing HR 
processes. Key activities include: 

 Defining the organization's workforce strategy. 

 Identifying the key stakeholders (HR, compensation, recruitment teams). 

 Analyzing existing job roles and structures. 

 Gathering input from leadership to aligning job architecture with business objectives. 

 Informing downstream applications that get data from workday and understanding any 
dependencies they have. 

 
4.2 Define (Redefine) Job Families and Roles 
The next step involves designing job families and defining roles within each family. The job 
familiesshould be aligned with the organization’s structure and strategy. This includes: 

 Grouping jobs based on functional areas (e.g., Finance, HR, IT) or skill sets (e.g., Technical, 
Managerial). Or combination of these two. My organization is taking the Hybrid approach 
of combing both.  

 Identifying job titles, roles, and descriptions for each position. 

 Aligning job roles with business needs and future growth projections. 
 
4.3 Determine Job Levels and Hierarchy 
Job levels are essential for defining career progression and ensuring that roles are properly aligned 
with the organization’s hierarchy. This step includes: 

 Defining levels within each job family (e.g., Junior, Senior, Lead). 

 Assigning clear responsibilities and expectations for each level. 

 Aligning job levels with compensation structures to ensure equity. 
In my organization, we do not have job levels but grades currently.As part of the job architecture 
project,we are moving away from grade to Job levels, so we are mapping each current job grade to 
job level and categorizing them intojobfamily groups like Sales, professions etc.  For example, I am 
currently 24 – Sr Software engineer, so that is under technical role category, and I will be T4 level 
in that job family as per new job architecture and job leveling. 
 
4.4 Configure Job Architecture in Workday 
Once we define job families, roles, and levels, the next step is to configure them in Workday. This 
involves: 

 Creating Job Profiles: Define job descriptions, required qualifications, skills, and 
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competencies in Workday. 

 Setting Up Job Families: Organize job roles into appropriate families within the Workday 
system. 

 Configuring Job Levels: Establish the hierarchy of job levels within each family. 

 Mapping Locations: Set geographic locations to manage location-based rules and pay 
scales. 

Workday's user interface makes it easy to configure these elements, allowing HR administrators to 
manage the job architecture in a centralized system. Apart from this, we can utilize workday 
provided functionality named EIB, Enterprise Interface Builder.We can use inbound EIB’s to 
configure latest changes.  
 
4.5. Integrate with Compensation, Recruiting, and Talent Management 
After the job architecture is set up, it is important to integrate it with other Workday modules such 
as compensation, recruiting, and talent management.[3] This ensures that: 

 Compensation levels are aligned with job families and levels. 

 Recruitment processes leverage job profiles and families for consistent candidate sourcing. 

 Talent management processes (performance, development) are aligned with job roles and 
career progression paths. 

 
4.6. Testing and Validation 
Testing and validation are crucial to ensure that the job architecture setup functions as expected. 
This includes: 

 Validating job profiles, families, and levels for accuracy. 

 Ensuring the integration with compensation and other modules is seamless. 

 Running test scenarios for recruitment and compensation to ensure that processes function 
as designed. 

 
4.7. Training and Communication 
To ensure the successful adoption of job architecture, comprehensive training and communication 
must be provided to HR teams, managers, and employees. This includes: 

 Educating HR staff on how to use the system. 

 Training managers on how to manage job roles, compensation, and career development. 

 Communicating job architecture changes to employees. 
 
4.8. Ongoing Maintenance and Optimization 
Job architecture should not be static. Regular reviews and updates are necessary to reflect 
organizational changes, evolving business needs, and new regulations. Continuous monitoring 
and optimization ensure that the architecture remains aligned with the organization's goals. 
 
 

V. CHALLENGES IN IMPLEMENTING JOB ARCHITECTURE 
While implementing job architecture in Workday offers several advantages, organizations may 
face challenges, such as: 

 Complexity in Role Definition: Defining clear and distinct roles for every job family and 
level can be complex, especially in global, large, or diverse organizations. 
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 Resistance to Change: Employees and managers may resist changes in job structure, 
especially if the new architecture alters career progression or compensation. For example, 
in our organization we had grade 24 and grade 25 but bonus percentages were same. With 
new job architecture, these two are planned to be merged into T4, so few grade 24 people 
would move to T3 and few who aregrade 25 will be T4 and not T5.  

 Data Quality and Consistency: Ensuring that job profiles and family structures are 
consistent across the system requires significant attention to detail. 

 Dependencies with downstream applications:In my organization, we have multiple 
downstream systems which consume data from workday. These downstream systems have 
few more dependentother downstream applications consuming this data. This 
hadincreased the complexity resultingin a longer test cycle to make sure no downstream 
system is broken and data is flowing as expected. Overall, it is impacting project timeline. 
 

 
VI. CONCLUSION 
Implementing job architecture in Workday provides organizations with a powerful tool to 
streamline HR processes, improve employee engagement, and align talent management strategies 
with business goals. By leveraging Workday’s comprehensive HR suite, organizations can create a 
flexible, scalable, and data-driven job architecture framework that supports career development, 
ensures fair compensation practices, and enhances overall organizational effectiveness. While 
challenges such as complexity, change management, and data integrity may arise, these can be 
mitigated through careful planning, stakeholder engagement, and adherence to best practices. As 
organizations continue to evolve, Workday’s ability to adapt and scale makes it an asset in 
managing job architecture and driving long-term organizational success. 
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