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GLOBAL JOB LEVELING

AGlobal growth, changing business models and work environments require the review and (re)design o
job architectures, job levels and career models.

Global business growth needs to be supported by advanced Organizational Management (OM) & HR
service delivery models. A globally standardi@dd & IT infrastructurds of critical importance for

multiple corporate functions and builds the backbone of financial planning and reporting, as well as of
the efficient and effective HR service delivery.

Effective global OM is more than the creation, change and delimitation of organization units and
positions in the OM data core. It is the basis for the strategic and operational alignment of business
strategy, organization development and workforce planning/steering.

Ajob architecture modekcombines job leveling structures with career paths and job families to serve
as a comprehensive platform for supporting global growth across an organization.

Theanalytical or semianalytical job levelingorovides a career framework based on a ranking of jobs
and roles by their complexity and impact. Job evaluation complements the reporting hierarchy shown
in the organization chart through a systematic ranking of positions by impact levels. Thereby it
provides the basis for the definition/differentiation of workforce segments, career categories, role
levels, job titles and pay grades.

Ralf Hendrik Kleb The whitepaper at hand offers an overview on fundamentals and alternative approaches to global job
Managing Partner leveling.

ralf. kleb@baumgartner.de2
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GLOBAL ORGANIZATIONAL MANAGEMENT
Global business growth needs to be supported by advanced OM & HR service delivery models.

HR organizations have been faced with considerable efficiency and cost In a second wave the HR effectiveness needs to be reviewed and
pressure during the last decade. In search for a new service delivery modghproved. HR organizations now have the opportunity to demonstrate

most companies have set up an HR transformation program. Aiming at  thejr proficiency as thought leaders and scouts and to pioneer the path
operational excellence most of those projects have been shaped by an 4 5 future of global, digitized and virtualized working environments.

HRinternal perspective. HR needs to investigate the resulting business needs, translate these

Dominance of HR View needs into people strategies and implement them hand in hand with line

o _ _ _ managers.
HREfficiency and Operational Excelleneall be achieved through:

» Increase of process quality Dominance of Business View

» Performance improvement HR Effectieness and Added Valueill be achieved especially through:
» Standardization » Stakeholder segmentation and distinction
» Harmonization » Alignment of people strategy with changing business needs of the
. digitized, virtualized and collaborative working environments
» Automation
» Evidencebased HR management and controlling
|
P
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GLOBAL ORGANIZATIONAL MANAGEMENT
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GLOBAL ORGANIZATIONAL MANAGEMENT
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A Fast and easy access {2%

A Realtime information and
transactions

66%

LEVEL 1

HR//direct
Front Office

=2t

A Personal contact point (contact
center)
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GLOBAL ORGANIZATIONAL MANAGEMENT

The critical importance of OM with its interdependencies is widely appreciated. However, global OM
processes and data quality is an issue everywhere.

There is no clear proof for a single best practice, but there are some trenda general, these developments require the further
and smart practices that may help to describe and shape the future of

e » alignment and integration of processes
organizational management:

_ » standardization and harmonization of processes
» general trend towards evidendeased people management

o o _ o . » automation of processes based on a globally unified IT platform
» organizational management is increasingly seen as a holistic function

(governance, consulting and data management) From an OM perspective, these developments require
» organizational data will become an even more critical resource in » some fundamental improvements based on the review and redesign of
predictive talent & workforce analytics strategic organizational, HR and IT concepts

» globally standardized HR processes will be supported by integrated IT » some redesign of ONelated workflows, structures and roles

solutions (as offered by e.g. SAP/SuccessFactors) » a variety of systemselated improvement measures, such as

automated links and plausibility checks
» the subsequent alignment of policies, guidelines and training measures
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GLOBAL ORGANIZATIONAL MANAGEMENT

The OM backlog demand or improvement needs should be assessed by their impact and investment effc

ORGANIZATIONAL IMPROVEMENTS
@ ! 1. Oblige all legal entities to use a

dedicated regional HR/OM service

GUIDELINES & TRAINING

1. Clarify and communicate
OM interdependency matrix

hub 2. Align OM policy and guidelines
FUNDAMENTAL/STRATEGIC IMPROVEMENTS 2. Install a global OM expert in each SYSTEMS & TOOLS IMPROVEMENTS 3. Design and implement rolepecific
. - o business segment . training concept

1. Review holistic organization 3. Enhance dedicated regional HR 1. Rews_e oM processes 4 X

management concept experts with data quality role 2. Specify and implement automated
2. Specify organizational and personnel 4. Implement standard SLA for HR/OM links and plausibility checks

planning concept " service hubs and legal entities 3. Establish a data quality index
3. Redesign and align job family and 5. X 4. Define and display global OM roles

position management concept ' 5 X

4. Integrate planning with personnel
requisition process

5. Review further optimization potential
through process standardization and
integrated ITsolutions

6. X
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GLOBAL ORGANIZATIONAL MANAGEMENT

Effective global OM is more than the creation, change and delimitation of organization units and position:
the OM data core. It is the basis for the strategic and operational alignment of business strategy, organiz:

development and workforce planning/steering.

Syl [ 0CAL / LEGAL ENTITY LEVEL REGIONAL LEVEL CORPORATE LEVEL

29 L 38 A Certified local organization and job evaluation
specialist for legal entities within a region

A Alignment of local needs with regional and
corporateframework

A Communicatior& implementation of corporate
and regional organizational standards witlain
country and/or legal entity

A Regional coordination of organizational affairs
(central interface to corporate organization
management for all legal entities within a region

A Communicatior& implementation of corporate
organizational standards within a region

A Corporate global responsibility forganizational
affairs

A Assurance of organizational standards for all
corporate functions, business segments, region
and legal entities

A Global responsibility for job evaluation and grad
of (top) executive positions

(7]

A Local responsibility for job evaluation of classifie
positions and their allocation to pay scale group

A Preevaluation and grading of local exempt
positions

A Regular update of organization charts,
maintenance and update of job famiwatalogue
and jobevaluationdatabase for local classified a
exempt positions

A Regular update of organization charts,
S maintenance and update of job famitatalogue
and jobevaluationdatabase

A Implementation/maintenance of updated
organizational standards (e.g. job evaluation
methodology)

A Accompanying the analysis and revision of
organizational structures and functional change

A Regional responsibility for job evaluation and
grading of classified & exempt positions

A Preevaluation and grading of regional/local
executive positions

A Design of organizationatandards (e.g. standard
management structures, job family structures at
headcount structures)

A Provision of organizational data templates and }
inventory

A Benchmarking and validation of structures, spa
control and functional changes, and alignment
s with corporate/business strategies

A Qualification and certification of organization
managers and regional job evaluation specialist




BAUMGARTNER#PARTNER | changeleaders| Global Job Leveling

CONTENTS

GLOBAL ORGANIZATIONAL
MANAGEMENT (OM)

Pages &

ANALYTICAL JOB EVALUATION
Pages 283

GLOBAL JOB ARCHITECTURE DESIGN
Pages 148

SEMI-ANALYTICAL CAREER MAPPING
Pages 344

ALTERNATIVE JOB LEVELING
APPROACHES

Pages 124

BAUMGARTNER PROFILE,
PUBLICATIONS & CONTACTS

Pages 450




BAUMGARTNER#PARTNER | changeleaders| Global Job Leveling

GLOBAL JOB ARCHITECTURE DESIGN

Major organizational challenges of global growth

HETEROGENEITY OF ORGANIZATION

A Size/Maturity & Performance
A Regions/Countries & Cultures
A Business Lines

A Functional Disciplines

A Job Families

HETEROGENEITY OF LEADERSHIP STRUCTURES

A Organizational & Results Impact
A Leadership Culture

A Span of Control

A Employee/Career Categories

HETEROGENEITY OF LEGAL FRAMEWORK
A Collective Labor Agreements

(Working Conditions, Py O £ S &

DIVERSITY OF LEADERSHIP ROLES

A Disciplinary Leadership
Responsibility

A Project Responsibility

A SubjectMatter Responsibility in
Functional Areas & Networks

DIVERSITY OF JOB/ROLE REQUIREMENTS

A Leadership Roles

A Management Levels

A Expert/Professional Levels
A Individual Contributors

DIVERSITY OF HR POLICIES & PROCESSES
A Maturity of HR Organization

AXI'QIent & Performance Managemen

ALFO2Z2NI [ o2 ¢FEZ X 4 1otal Reward Management

NEEDS &
BENEFITS

JOB ARCHITECTURE
APPLICATION AREAS

Organization Desig
& Development

HR Policies &
Processes

Personnel (Cost)

Financial
Planning & Reportin

)
)

GLOBAL ALIGNMENT OF
HR POLICIES & PROCESSES

A Allocation of
Headcount Quotas

A Titles & Naming
Conventions

A Management Circles
& Communication
Platforms

A Career Design &
Development

A Succession Planning
for Key Positions

A Recruitment/Staffing
A Global Mobility

A Base Pay, Variable
Pay & Benefits

A Company Car Policy
A ..
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GLOBAL JOB ARCHITECTURE DESIGN
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and personnel planning/reporting.

Standard naming conventions URGAII:II\I;:\TIUN allocated | Cost Center
(e.g. in SAP/OM) T

belongs to

JOBFAMILY DO be't%”gsn describes—»

T

describe

Tasks ——— describe——

require

L

Skills &
Competencies

allocated— Cost Center

holds

Person
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GLOBAL JOB ARCHITECTURE DESIGN

Global organizational growth requires a common language for organizational management.

FUNCTIONAL AREA (or Job Family)

A group of job families which belong to a similar field of activity, -
perform related work, share a common professional development

and career structure.

JOB FAMILY (or Job Sudamily)

A group of jobs in different organizational levels which reflect a ‘(?bb
natural career path using similar capabilities and skill sets. ]

JOB (or Role, Job Role)
A group of positions with similar purpose,

accountabilities, scope, skills and capabilities.

POSITION
A specific job held by an employee.

EMPLOYEE
An individual person holding the position.

000 O
000 O

Finance

Controlling

Head Controlling
APAC Region

Controller
APAC Region

André Kostolany

13
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GLOBAL JOB ARCHITECTURE DESIGN

Job Leveling provides the basis for integrated talent & performance management systems.

I v | v | v
SKILLS- & COMPETENCIES MANAGEMENT PERFORMANCE MANAGEMENT TALENT DEVELOPMENT SUCCESSION PLANNING

Profiled Requirementg Target Target Development Talent Talent Key
Job Architecture  Position Agreement Review Plan Review Groups Positions
HR
Manager Manager Manager Sen. Mgmt.
Employee ﬁa HR m
Skills & Competencids Evaluation/Assessment Talent Talent Succession
Employee 360d~eedback Conference Profiles Plans

RESULT: RESULT: RESULT: RESULT:

ADevisable requirement profiles for APerformanceoriented pay Aldentified high potentials / ASuccession plans for key positions,
functional areas, job families, APerformance & competence top talents functional areas and job families
jobs and positions evaluation Alndividual development plans

Askill & competency profiles of AJobbased development plan AComplete talent profile /

employees employee cockpit

Job Leveling
14
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GLOBAL JOB ARCHITECTURE DESIGN

A job architecture model combines job leveling structures with career paths and job families to provide a
comprehensive platform for supporting global growth across an organization.

EMPLOYEES POSITIONS/J0BS JOB FAMILIES CAREER CATEGORIES FUNCTIONAL AREAS
5 A

5 " ‘D .
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Warren Buffett Global He_ad of Controlling Executives Finance
Controlling
S Head Controlling : Managers/ :
Benjamin Graham APAC Region Controlling Experts Finance
, Controller : Professionals/ :
André Kostolany APAC Region Controlling Specialists Finance

Jane Moneypenny Data Administrator Controlling Support Finance
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GLOBAL JOB ARCHITECTURE DESIGN

The analytical or semanalytical job leveling provides a career framework based on a ranking of jobs and
roles by their complexity and impact.

GLOBAL JOB GRADES/ LOCAL JOB GRADE/
CAREER CATEGORIES CAREER LEVELS GLOBAL ROLE LEVELS GLOBAL PERSONAL GRADE PAY SCALE GROUP
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Executives / Senior Specialist JG 15 = PG 15 LG 12
Managers/ Advanced JG 14 - PG 14 LG 11
Experts / _
: Experienced JG 13 r T PG 14 LG 10
Professionals/
Specialists Developing JG 12 = PG 12 LG 09
Support Entry JG 11 = PG 11 LG 08
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GLOBAL JOB ARCHITECTURE DESIGN

Job evaluation complements the reporting hierarchy shown in the organization chart through a systemati
ranking of positions by impact levels.

ORGANIZATIONAL REPORTING HIERARCHY‘Job Size ORGANIZATIONAL IMPACT LEVELS

A

LN
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