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Role clarification & measurement




Elements of Rewards

Analyzing and describing roles

. Evaluating roles

3. Analyzing Market data

/. Designing salary structures




Role Clarification

e Job analysis
e Why Role Clarification?
e Options and Alternatives

e Developing Descriptions



Job Analysis
-

Job analysis is the process of collecting, analysing and
organizing information about jobs

Job Description vs Role Description

Job analysis gets the facts about a job from a job
holder, the job holder’s manager (preferably both)
and the job holder’s colleagues or team mates.



Why Role Clarification ¢
5

External
Comparison




Things to consider before you decide

Organizational Structure & Strategies

e Functional e De-layered e Flat
o« Top-down * Employee involvement e Process oriented
e Hierarchical e Project teams *High performance teams
- ->
Role === -7 Person Focus
Job Focus ===

Design orientation & application

o Job/Task based
e Traditional performance
appraisal

Job Descriptions

e Level or function
responsibility based
e Supports Job Family

Role Definitions

e Value added to Business
eCareer stage based
e Competency demonstration

Competency Profiles




Options and Alternatives

e Job descriptions
=  Why the job exists
=  Where it fits in the organisation
= Duties and Responsibilities
= Tasks
= Context
=  Focus on Input and Throughput

e Role Definitions
= Essence of contribution — Focus on Output
= Purpose
= Key Accountabilities

e Competency Profiles

=  Combination of skills, knowledge, attributes and
behaviours




Options and Alternatives
]

Job Descriptions

® Detailed
= Narrative Summary
Tasks (sometimes with % time spent)
= Requirements (education, experience, ...)

* Typically used in “traditional” environment

= Hierarchical, multi-grade organisation
=  Fairly stable & well structured

e (Often 6 - 7 Job descriptions for every 10 employees !



Job
Description
]

Job Title: Graphic / Web Designer
Department: Marketing

Location: Brighten

Travel Factors: MNone

Reports to: Brand Manager

Direct Reports: None
Interfaces with: Marketing Manage rs/Brand Managers/Web and E-Commerce Mana ger

Job Role Summary

Tha mle is to cover the in house dasign solufions for Mailzon using a mix of creative skills across both
traditional and on line channels. A delaiad understanding and expamence of using cument design
programmas is essantial including HTML.

A craalive thinker you will be able 1o add real value o the daesign process and be highly produchva. Tha
rala requines a can da and flexible approach as you will be required to work an a diversa range of projects
fram in resarl pramotional material, o affinily mamber packs through o creating flash bannars for the wab
site and the waeakly amail communications.

Key Responsibilities and Tasks
* Responsible for the design, buikd, testing and broadcasting of Neidson’s weskly amal communication
imsabving XHTML/HTML scripling.

= Analysis of the design, making suggestions thal will improve resulls in terms of bath click through and
convarsions, dalivaring bookings back to Naillson.

* Warking with the Brand and Web Managers o suggest and work on desiygn enhancaments o the
Mailsan wab site that will lead o an improved usar axpariance and improvad conversian.

* Dasign any requiramants of the MNeilson affnily parinership programma that cemants te relationship
and delivers salas back 1o Meilsan,

+ Todesign any cusiomer facing material required across the business such as in resort Fteraturs, training
manuats, and sales guides.

* In conjunction with the brand manager mput and contrbute o the design of the Mailson brochune with
particular atlention to the fronl pages.

= To work with inlemal customers ( stake holdars to servica lheir design requirements (a.g., Human
rasources racruilmant packs).



Developing Descriptions

Purpose of the Job Accountabilities not tasks
Dimensions (budget) (lead to one result)
Principal Accountabilities They do not change over
Hardest Part of the Job time

Problematic areas of the job 4-8 (planning, budgeting,
Scope for Impact (when, organizing efc)

where, who)/ two or three Action verbs, object of
examples of past actions or action, result

future intentions Organisation
Job Context (key
relationships)

Knowledge and Experience
Additional Information




Accumulate

Analyse
Appraise
Approve
Ascertain
Assess
Assign
Assist
Assure
Authorise
Budget

Buil

Check
Collate
Collect
Compile
Complete
Communicate
Conduct
Consolidate
Consult
Contact
Contribute
Control
Co-ordinate
Counsel
Create
Design
Determine
Develop
Dictate
Direct
Distribute
Draft

Ensure
Fetahliceh

Developing Descriptions

Evaluate

Follow-up
Forecast
Formulate
Fulfil
Furnish
Gather
Give

Help

Hire
Identify
Implement
Influence
Inform
Interview
Inspect
Issue
Interpret
Improve
Keep
Liaise
Limit
Manage
Maintain
Meet
Monitor
Motivate
Operate
Organise
Oversee
Participate
Perform
Persuade
Plan
Prepare

Present

Propose
Provide
Receive
Recommend
Recruit
Reject
Report
Represent
Review
Safeguard
Search
Secure
See
Select
Sell
Serve
Seek
Service
Set
Specify
Standardise
Store
Structure
Study
gubn?lt
upp
Suppgrt
Survey
Take
Train
Update
Uphold
Verify
Write




Options and Alternatives

-
Role Definitions

® (eneric

= Narrative summary
Type of contribution
= Usually organised by Job Family

e Typically used in non-hierarchical environment
=  Flat, broad-banded organisation

e Usually 3 to 4 Role Summaries for every 10 employees !

e (Often used together with Competencies



Overall purpose of role:

To act in partnership with line management and contribute to the effective management
of the division by delivering the HR services required.

Role profile
e

Key result areas:

Work alongside line managers and provide help and advice on HR issues.

Deal with people issues in the division.

Ensure the division has the skilled people it requires.

Promote a learning culture in the division and set up and deliver learning and
development programmes to meet divisional needs.

Ensure that performance management processes work effectively in the division,
providing advice and guidance to line managers as necessary.

Provide help and guidance to line managers in conducting pay reviews.
Contribute to the development of corporate HR strategy and policy.

Knowledge required of:

HRM techniques at the level of Member, CIPD with at least four years' experience;
business imperatives in the division;

employment law;

corporate policies and procedures - employment, performance and reward management,
employee relations;

labour markets for people required by the division;

techniques of performance and reward management.

Skills required in:

analysing business requirements and the needs of people within the division and their
implications for people management;

anticipating the requirements of line managers and employees in the division;

promoting the empowerment of line managers to make HR decisions but providing advice
and guidance as required;

change management;

providing efficient and cost-effective services in each HR area;

oral and written communication.

Competencies required:

personal credibility;

strategic capability;

selects courses of action that will produce added-value outcomes for the division;

high levels of interpersonal skills;

coaches clients to deal with their own problems, transfers skills;

diagnoses problems, builds relationships with clients;

deploys intuitive/creative thinking to generate innovative solutions and proactively seize
opportunities;

customer focus.




Options and Alternatives

Competency Profiles

® Typically used in project-environment

= Dynamic, ever-changing environment
= “Jobs” change constantly

e Two types of profiles will exist

Ideal profile (usually per role)
= Individual profile (one per employee)

® Places stronger emI:_)lhasis on managers’ caEJabiIities to
manage and other HR programs to suppor



Competency profile
e

Time Management/Priarity Setting: The process of exercising conscious contral over the amount of time

Compeltency:

spent on specific activities, espedcially to increase efficiency or productivity

Competency Detail Yiew

Level 1

Plans the use of his or her
time

Level 2 Level 3 Level 4 Level 5

Sets priorities for the
accamplishment of
activities

Differentiates bebtween
important and urgent
activities

Supports the team in the
balance of urgent and
strategic activities

Manages priorities to
meet the strategic
requiremnents of the
arganization

® Completes ane thing
befare beginning
samething else.

® ses his or hertime
effectively and efficiently,
® Feviews daily schedule
to revise, add and/ar
eliminate activities,

® I: committed to saving
"no”to extraneous
requests, or to asking the
requester to choose what
they would like ta cancel
or delay in favar of their
request,

® I: committed to staying
oh track with the schedule,
cutting conversations or
tasks shorbwhere
necessary to move on,

® [Delegates tasks to
someone elseas
appropriate,

® Coordinates business,
social and personal
activities.

® Plans time for travel to
and from meetings to
ensure being an time,

® Sets goals, and plans
hiz ar her time to
accamplizh them,

® Fespects others time,

®  hakes quality time far
the mostimportant
priorities.

® [ooksahead, and
doesnt get stuck in the
here and now while
attending to a broad range
of activities,

® Aotz ample time far
the important, and
balances it with the
urgent,

®  Foresees roadblocks
and senses what will help
ot hinder accamplishing a
goal,

® tdakes choices atthe
task management level
based on an
understanding of the
importance and urgency of
the different assignments
and projects,

® [:an expert on efficient
use of time and energy of
self and others,

® Thoughtfully plans his
at-her schedule and
skillfully discriminates
between the urgent and
the important, often
accamrodating a broad
time frame.

® Considers the short,
medium, and long-term
while attending to a broad
range of activities.

® dake a conscious
decizsion on what to do
next based on a clear
understanding of all the
things that could be daone,
what the department is
trying to accomplish and
what is most important,

® Tdentifies future needs
and events that must be
incorparated into lang
ranige plans.

® Chooses appropriate
strategies and creates
plans for the achievement
of strategic goals,




Competency profile
N

Competency Profile Per Paosition

Regired Level
Position Required Competenc
i s I AR
Communication Skills
Public Speakin
Training & P . g
Leadership
Development — .
Training Need Analysis
Manager .
Material Development
Training Evaluation
Communication Skills
Interview Skills
Recruitment Analytical Thinking
Supervisor Understand Selection Tools
Teamwork
Custermer Orientation
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Competency profile

Competency Profile Per Position
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Developing Descriptions Process

e Job Analysis Preparation
e Data Collection/Documentation
e Sign-off/Approval

e Maintenance




Developing Descriptions

Job Analysis Preparation: Examine existing information

e Typical Existing Sources

= Internal : Organisation charts, Org. objectives,
Headcounts, Strategic Plans/Budgets.
=  External : Professional association publications, work rules

Survey Job Descriptions, tasks databases



Developing Descriptions
—

Job Analysis Data Collection ..depend on:

e Data collection techniques Resources

. Intenvi Time & Money
nterviews Elements to be covered
= Questionnaires

= (Observations
= Combination of the above

Simple, May be insufficient,
inexpensive time consuming

Observation Production

All,
Higher end

Time consuming,

Interview :
most expensive

Thorough

Least

Questionnaire All : Requires follow-up
expensive




Elements of Rewards
]

. Analyzing and describing roles

Evaluating jobs

3. Analyzing Market data

/. Designing salary structures




Role Measurement

e What is role measurement ?

e Options and Alternatives

e A model of job evaluation-matching



What is Role measurement?

A process of methodically establishing the relative value
of jobs within an organisation. The value is based on an
objective, consistent measurement of job content.

Concerned with jobs, not with the performance of the
people who hold these jobs.

Being an evaluation of jobs it typically requires a Job
Analysis process ...

... and some judgement



What is role measurement? Is and is not
-

1S IS NOT
A measure of job value A measure of incumbent
A process performance
Participative / A manual
collaborative A small backroom
Simple, easy to committee
understand and Complex
administer

) ) Bureaucratic
Proactive and responsive

. . Secretive “trust me”
Easily communicated



What is Job Evaluation? A bit of context

Job evaluation is a systematic process for defining the
relative worth or size of jobs within an organization in order
to establish internal relativities and provide the basis for
designing an equitable grade and pay structure, grading
jobs in the structure and managing job and pay relativities.

Job Evaluation was a way to introduce “consistent” and “fair
judgement” in pay decisions

Factual evidence, judgmental, concerned with the job not the
people, internal relativities

Analytical, combination vs non analytical



Why job evaluation ¢
e

establish the relative value or size of jobs, ie internal relativities
based on fair, sound and consistent judgements;

produce the information required to design and maintain equitable
and defensible grade and pay structures;

provide as objective as possible a basis for grading jobs within a
grade structure, thus enabling consistent decisions to be made about
job grading;

enable sound market comparisons with jobs or roles of equivalent
complexity and size;

be transparent — the basis upon which grades are defined and jobs
graded should be clear;

ensure that the organization meets equal-pay-for-work-of-equal-

value obligations. @)
Job <> 4
Evaluation =



Job evaluation (purpose)
T

~1value-for money tool to ensure that their
total paybill is divided appropriately in
relation to the worth of jobs in the
organization.




Job evaluation
1

Decide
which

. Assess the jobsinthe
. Selecta job factors are i =
Define the e jobs based organization
evaluation most

jobs e o - on these basedon the hierarchy developing
factors factors new HR

chosen programs

Rankthe Applythe

Establish the
job

job
hierarchyto

the
organization




Analytical vs Non analytical

Analytical schemes: Systematic, Judgmental,
Concerned with the job not the person,
Concerned with internal relativities

Non analytical schemes: generalized,
judgmental, deliberate, easy to adapt to every
pattern

Market pricing: the process of assessing rates
of pay by reference to the market rates for
comparable jobs (external benchmarking)



Analytical schemes

Higher, Lower,

Factor equal scale in

about the relative comparison monetary

expression
value or size of jobs §

by reference to an

Decisions are made

role-to-grade
matching, Analytical

role-to-role matching

matching
factors

-

analysis of the level
at which various
defined factors or
elements are present
in a job.




Non analytical schemes

Whole jobs are
compared

to place them in o
grade or

a rank order — they
are not

analysed by
reference to their
elements or factors




Options & alternatives
Types of JE

Compare Compare
against other -Omp
. against a scale
jobs
Whole Job Ranking Classification
Detalled Factor Points Factor
(Factor Based) | Comparison




Options & alternatives
Types of “sizing” approaches

Judgment Generic
* Ranking « Off-the-shelf
— Card Sorting, Paired — Bought & implemented
Comparison
* Market Pricing
— Market decides e Ada pted
 Factor Comparison — Modified within limits
— Compare against predefined
factors
 Point Factor e Created
— Factors & points _ Tailor-made

“Scientific” Company Specific



Options and Alternatives

-
Ranking

e (Card Sorting
= Card per job with summary Job Description
= Sorted from High to Low

e Paired Comparison

Job 1| Job 2 Total

|, |AN|O1W




Options and Alternatives

Classification Jobs Assigned to Grades

Grade Classification Definitions Production ||Administration

Under immediate supervision; little or no
1 latitude/independent judgement; simplest, Labourer Clerk |
routine work

B WN

Under general supervision; exercise of

considerable independent judgement; difficult

& responsible work in a professional, scientific or
5 technical field requiring considerable training &

experience, broad working knowledge of a

special & complex subject matter (or principles of

profession, art or science involved)

Production
Supervisor



Why do companies do it?
-

Establishing a common corporate “language”
O To define value levels within an organisation

O To establish a common understanding of
roles/determine levels of contribution and value

Supporting the business

O To provide a consistent approach which can be
understood and viewed as credible by key
stakeholders

O To support and reinforce the business strategy as well
as the culture and value systems of the organisation



Why do companies use it?
-

Managing Rewards

0 People at work receive different amounts of pay
and benefits, regardless of whether they have a
grading system in place or not - JE is seen as a

restoration of 'order’

O Allows to better manage costs and drive rewards to

those who support the business more.



Signs for a job evaluation scheme

There are a considerable number of grading anomailies

There is pronounced grade drift, i.e. a large number of
jobs have been or are being upgraded without
justification in terms of an increase in responsibilities.

There is general dissatisfaction at the way in which the
grade and pay system is being managed.

The existing grade structure is wholly inappropriate.

An equal pay review has revealed considerable pay
gaps.



Designing an analytical point factor
scheme

 Identity and define factors.

[ Define factor levels to produce the draft basic factor plan.

d Analyse jobs.

[ Carry out an initial test of the draft factor plan.

[ Develop the scoring model, ie the scores for each factor and
the method of progressing scores through the levels.

[ Decide on the extent to which factor scores should be
‘weighted’ (ie treated as being of greater or lesser
importance) to produce the full factor plan.

[ Carry out a full test of the final factor plan.



Designing an analytical point factor

scheme

Factors should be
mutually exclusive.
They should not
overlap in meaning.

The factor must vary
in degree and be
found in most jobs
as a useful basis of
comparison.

Comparison factors
should be present
across most jobs.

Employer,
employee, and other
stakeholder
viewpoints should
be reflected in the
factors chosen.

Compensable
factors must be
observable in the
jobs.

Compensable
factors for job
design need to fit
technology
processes, culture,
and values.




Designing an analytical point factor
scheme

Job evaluation factors are the characteristics or key
elements of jobs that are used to analyse and evaluate jobs

in an analytical job evaluation scheme.

1. knowledge and skills;

2. communications and contacts;

3. judgement and decision making;
4. impact;

5. people management;

6. freedom to act;

7. working environment;

8. responsibility for financial
resources.




Designing an analytical point factor
scheme
-4

Judgement and decision making: The requirement to exercise judgement in making
decisions and solving problems, including the degree to which the work involves
choice of action or creativity.

1

2

The work is defined and relatively few new situations are encountered.

The causes of problems are readily identifiable and can be dealt with easily.
Evaluation of information is required to deal with occasional new problems
and situations and to decide on a course of action from known alternatives.
Occasionally required to participate in the modification of existing
procedures and practices.

Exercises discriminating judgement in dealing with relatively new or
unusual problems where a wide range of information has to be considered
and the courses of action are not obvious. May fairly often be involved in
devising new solutions.

Frequently exercises independent judgement when faced with unusual
problems and situations where no policy guidelines or precedents are
available. May also frequently be responsible for devising new strategies
and approaches that require the use of imagination and ingenuity.

Deals with widely differing problems calling for extreme clarity of thought
in assessing conflicting information and balancing the risks associated with
possible solutions. Additionally, one of the main requirements of the role may
be to develop fundamentally new strategies and approaches.




Designing an analytical point factor
scheme




Designing an analytical point factor
scheme
-

Arithmetic or geometric?

Example:

A 15 per cent difference between
100 and 115 points may look
smaller than the gap between 1,000
and 1,150 points, but they are of
course the same in magnitude. So
in the Hay Guide Chart and Profile
Method, for example, the
minimum ‘know-how’ step
difference goes from 38 to 43
points but this 15 per cent gap is
between 528 and 608 points for a
seasoned professional.




Designing an analytical point factor
scheme

Weighted or unweighted?

Implicit or explicit?




Designing an analytical point factor
scheme

v Panel testing
v’ Level of agreement

v Fairness and soundness (face validity)

v" No preconceptions
v Factor-by-factor approach rather than a job-by-job approach
v Role oriented not person oriented

v" 1 or max 2 iterations



Designing an analytical point factor
scheme
-

= Reference ranking — the team compares the ranking
produced by the job evaluation with the rank order
produced by a ranking exercise.

" Hierarchy comparisons — the rank order produced by
the test is compared with the existing organizational
hierarchy

= External market test — the internal rank order is
compared with that existing in comparable jobs
elsewhere.

" The ‘felt-fair test’ — the rank order produced by the
test is compared with what the job evaluation panel
‘feels’ is the fair and therefore appropriate ranking,
and discrepancies are identified.



Best practices
-

Distinct factors

Go beyond
job
descriptions

Updated job
. descriptions

| Best
practices

—

Familiarity Training of

with jobs | evaluators

!

“



Introduction: Using Factors for

Measurement
I

In measuring the relative value of the particular job
being evaluated, one needs to determine what aspects
of jobs place one job higher in the job hierarchy than

another job.

This value assessment is typically based on a set of

dimensions called Evaluation Factors



Evaluation Factors Definition

Evaluation factor = an attribute or job requirement that
differentiates the “value” of one job from another (also

called Compensable Factors)

Factors can be

0 compensable (a change in the score for that factor will translate
to a change in market or business value of the job)

O or non-compensable (value of the job is not affected by
alterations in the score of this factor)



Examples of Factors

Knowledge Number Supervised
Education Training & Experience
External Contacts Scope of Activity
Research & Analysis/ Decision Making
Information Processing Impact on Results
Complexity of Supervision Management

Physical Demands Responsibilities
Planning & Scheduling Reporting Levels
Problem Definition & Time Frame

Analysis Budget Development



Options and Alternatives

Factor Comparison (Example)

e Typical Factors are
= Skills (education, experience)

=  Effort (application of experience — Problem Solving)
= Accountability (scope or impact)

e FEach Job is ranked for every Factor

Factor 1 Factor 2 Factor 3 Factor 4 Total
23
20
18
15
13




Hay proprietary scheme

A group of role analysts, working as a panel assess the role
(from an agreed job description and information) against a

number of factors, which are known as the Hay Guide Chart
Profile.

1. Know — How

O The level of knowledge, skill and experience required to perform the job
successfully.

2. Problem Solving

O The complexity of thinking required, both in the type of problems come
across and the extent to which the jobholder has precedent and /or
assistance in solving them (applying their Know — How).

3. Accountability

O The impact the job has on the organization (i.e. the end result) and the
extent to which the jobholder acts autonomously in achieving this.




Point Factor: How about an
example?

Q
O



What factors would determine the
value of fruite

O &
Orange Apple Banana
Factor A
Factor B
Factor C
Factor D
Factor E
Factor F
Factor G
TOTAL POINTS



Defined factors

O & 7
Orange Apple Banana

Calories

Texture

Juiciness

Storability

Weight

Protein content

Taste

TOTAL POINTS



Factors and scores (1 to 10)

—‘—
O & J

Orange Apple [3anana

Calories
Texture
Juiciness
Storability
Weight

Protein content

Taste

TOTAL POINTS 48 46 50



Factors and scores
Different value to each factor

O & J

Orange Apple Banana
Calories (O points) 0] 0] 0]
Texture (5 points) 2 4 5
Juiciness (10 points) 10 8 0]
Storability (10 points) 6 10 4
Weight (5 points) 3 1 5
Protein content (10 points) 10 8 6
Taste (10 points) 6 6 10

TOTAL POINTS 37 37 30




Example: Evaluation Criteria
-

Know-How and skill set

High degree: business knowledge and overview of the field, years of
applied experience, academia background, specific knowledge

Problem solving and decision making

High degree: complex problem solving, calculation of different
alternatives, new policies and procedures, pick out the most impactful
solution

Internal interactions/team management

High degree (internally): impact and influence, management of
significant strategic assets and information

External interactions

High degree (externally): impact and influence, sufficient external
network

Impact on Business Outcomes

High degree: Responsibility to bring results



Real example.....

Texvoyvwoio & Ae§Lotnteg

BaBpoe Neplypadn

Baolkeg yvwoels. Kaplo epyactakn epmelpia. Ektehel anmAég odnyiec. Amodoltog Mupvaciou.
Baolkeg yvwoelG. MoAU pikpn epyacilokn epmelpia. EkteAel amAég obnyisg. Amodottog Mupvaaciou.
IKaVOTIOLNTIKEG YVWOEeLS. Epyaclakn eumelpia £wg 2 £€1n. EkteAel epyacieg PAocel CUYKEKPLUEVWY SLadikacLwv. ATTOdoLTog

Aukeiou.

IKOVOTIOLNTIKEG YVWOELS. Epyoctakn epmewpia amd 2 €wg 4 £tn. Ektelel epyoociec BAOEL CUYKEKPLUEVWY SLOSIKACLWVY.
Amrédottog Aukeiou.

IKQVOTIOLNTIKEG YVWOELG. Epyactakn eumelpio €wg 2 €tn. KaAr) BewpnTikh KATAPTLON KAl LKavotnTa odpalplkng Bewpnaong
Ko avaAuong. Arodottog TEI/AEI

MoAU KkoA€g yvwoelc. Epyootakr eumelpia €wg 6 €tn. KaA BewpnTik KATAPTLON, LKOVOTNTO €KTEAEGNG OUVOETWV

KoONKOVTWY 0KOUN KL, LEPLKEG HOPES, XwPLG CUYKEKPLUEVN SLadikacia. Arodottog TEI/AEL.

MoAUL kalég ywwoelg. Epyaaotakn sumetpio 6 £wg 10 etwv. Mol kaAr Bswpntiki Katdption. Ikavotnta vo Asttoupyei Kot
XWPLG oUYKEKPLUEVN SLadikaoia, KaBwg kat o Stadopetika £pya. ATrodottog AEIL.

E€alpeTikég yvwoelg. Epyactakn eumelpia avw Twv 10 etwv. Ikavotnta katavonong oe Babog, enefepyaociag cuvOeTwY
Sebopévwy, Snuloupyiag véwv amiwyv dtadikaowwy. Epyacia os Stadopetika €pya. Amdodoitog AEL.

E€apeTikég yvwoelS. Ikavotnta avtiAndng otpatnylkwyv otoxwy, emetepyooiag cUVOeETwY SeSouévwy Kal TTOAUTTAOKWY
InTtnuatwyv. Anuloupyio véwv Sladikaowwyv. Epyacia os Stodopetikd kat moAd €pya. Antodottog AEIL.




Real example.....

EntiAvuon npoBAnpatwv & AnYn anopacewv

BaOp6G Nepypadn

EkteAel 06nyiec: OL epyaocieg ivat anoAuta KaBoPLOUEVES, EMAVOAAUBAVOUEVEG KOl tKOAOUBOUV CUYKEKPLUEVEC, OVAAUTLKEG SLaSLKAGLEG.
EkteAel 06nyiec: OL epyaocieg eival kaBoplopeveg, emavalapBavoueves kal akoAouBoUv cUYKeKPLUEVEG SLadLKaaleC.

XpeLaletal €ykplon yLa 0,TL kavel: Ot epyaocieg eival KaBopLopéveg Kal emavalapBavoueves. Meptkég Gpopeg KaAeltal va emAEEEL HeTAL SLadLKaoLWY
TIOU TIPETEL VO akoAouBnBouv.

Mropei va kavel mpotdoelg yla AfPn anoddoswv: Ol epyacieg sival kaboplopéveg kat emavolapupavopsves. Meptkég dopeg Kaheital va emhegeL
UETOEY SLASIKACLWY TIOU TIPEMEL Va atkoAouBnBouv.

Mrmopel va maipvel amAéc amodAaoelg, oL omoie¢ OUwG Oa ekTeAECTOUV UETA TNV €yKplon avwteépou: OL gpyacieg eival kaboplopéveg kat
enavalapBavopeves. Meplkég popég kaleital va erlé€el petafl Sladilkaolwyv mou mpEmeL va akoAouBnBoulv. Mrmopel va Kavel tpotdoelg yio Afdn
arnopAcewv.

Mrmopel va KAvel MPOTAceLS yia ARYPn amodAcewv Kol Uopsl va maipvel amAég amodAoeL;, oL OMoie¢ OUWG Ba EKTEAECTOUV LETA TNV €YKPLON
avwTépou: H TAElovOTNTA TWV EPYAcLWwV gival emavahapBavopevn. Meplkeég Gpopég ektelel SladopeTikég epyaoies. Mepikég dopeg xpeldleTal va
T(POCOPUOCEL UTIAPXOUTEG SLASIKAGIES yLa TNV EKTEAEON TWV KABNKOVTWVY TG B€ong.

Mropei va anodacilel yla Ogpata tng epyaciog Tou Kat TG pyaciag Twv PeAwv TG opadag tou. OL epyacieg Tou eAéyxovTal Kot eyKpivovtal and
aVWTEPO Tou: H mAelovoTnTa TwWV €pYOOLWV €ival emavaAauBavopevn. Tuxva umtapxouv SLadopeTIkEG eMAOYEG yla TtV emiAuon {NTNUATWY Ko
QUTALTELTOL KPLTLKI LKavOTnTa yia TV opOn emthoyn. Ektelel cuviBwg SladopeTikég epyaaiec.

‘Exel tn Suvatotnta anddaonc yla TNV EpYAcia Tou, TNV Epyacio TwV LEAWV TNG OUASOC TOU KAl TLG OXECELG UE EEWTEPLKOUC OUVEPYATEG. OL EpyaCieg
Tou eAéyxovTal Kal eykpivovtal amd avwTtepod Tou o€ KAmoLlo Babuod: OL epyacieg mou ektelel eival Stadopetikég. Ol amodAoeLg TTou Ttaipvel 1/ Kat oL
AUoelg mou mpokpivel yla tnv emiluon INTNUATWY WUTMOPEL va amattolv ThV Tpocappoyr umapxouowv Stadikactwv /Kot pebodwv n/kat tn
Snuioupyia vEwv. Altatteital augnUEVn KPLTIKA LKAVOTNTO, AVOAUTLIKEA Kol CUVOETIKN EUXEPELQL.

‘Exel tn Suvatotnta anddaonc yla TNV Epyacia Tou, TNV epyocio TwV LEAWV TNG OUASOC TOU KAl TLG OXECELC UE EEWTEPIKOUC OUVEPYATEG. OL Epyacies
TOU €A€yXOVTOL HOVO WG TIPOG TO TAPAYOUEVO ammotédeopa: OL epyacieg ou ektelel sival Stadopetikég. Ol amodAoelg mou maipvel f/ Kot oL AUoELg
TIOU TIPOKPLVEL yLa TNV emiAucn {NTNUATWY UIMOPEL va amaltoUVv TV TPOoapUoyr urtapxouowy Stadikactwyv f/kat ue@ddwv f/kat tn Snploupyio vEwy.
MoAAEG dOopEG avTLUETWTTI(EL VEEG CUVONKEG KOL EPYOCLEG. ATTOLTEITAL AUENUEVN KPLTLKH LKOWVOTNTO, OVOAUTIKN KAl GUVOETLKY EUXEPELA.




Real example.....

Ecwteplkég Emadég

BaBuog Mepypadny

IMAvLo. ETUKoVwvio pe GAAa TUARATA TNG £TALPElOG. ATAlTEITOL TUTIKN guyévela. O KATOXOC TNG B€ong EMIKOWWVEL LOVO HE TOUG
ALECOUC CUVEPYATEG TOU.

EAdxiotn emikowvwvia pe ala Tunuota tng etatpeiog. Amatteltal Tumikr guyévela. O KATOX0G TNG BEoNG EMIKOWWVEL KUPLWE UE TOUG
AQLEGOUC CUVEPYATEG TOU.

Mukpn emikovwvia e GANa TUARata TNG eTalpsiag. Amatteital TUTiky euyEvela. O KATOXoG TG BEoNG eMIKOWWVEL TLG TtLo TIOANEG hOpEC
LLE TOUG ALECOUG CUVEPYATEG TOU.

APKeTH emkowvwvia pe aAa Turipata tng etatpeiag. O katoxog tng B€ong avtalldacoesl mAnpodopieg MOU AmMALTOUVIAL Yyl ThV
KaBnpePLVN EKTEAECN TWV KOBNKOVTWVY TOU.

APKETH €MLKOWVWVIA [IE ATOMO TIOU £XOUV OXETIKA UTeLBUVN B€on o AMa TpRUaTa NG eTalpeiag. O KAToxog tnG B€ong aviaAAdcoeL
mAnpodopieg Tou amattouvtal yla TNV KoOnUePLV EKTEAECN TWV KABNKOVTWVY Tou. Meplkég dopég amatteital cuvepyooia pe aAa
TURUOTO TG ETALPELOG YL TNV OVTLUETWTILON {NTNUATWV.

JuXVN ETKOWWVIO PE ATOUO TIOU €XOUV OXETIKA UTELBUVN B£on oe dAAa TuRuata tng etalpeiog. O kAtoxog tnG B€ong avtaAAdocaoel
TIANPOhOPLEC TTOU ATALTOUVTAL YLA TNV KABNUEPLVN EKTEAECN TWV KABNKOVTIWY TOU. ZUXVA Oamalteltal cuvepyacoia pe aAAa TuRpata The
£TALPELOG YLOL TNV AVTLUETWTTILON {NTNUATWV.

TOKTIKA EMIKOWWVIA HE ATOpA TIou €xouv umevBuvn B€on oe aAAa Tunuata tng etalpeiag. O kdtoxog tng O€ong avraAAdocost
e€eldikeupéveg MANPodopleg TOU AMOLTOUVTOL YO TNV OVIETWILON OladOopETIKWY {NTNUATWY. ATTALTOUVIAL QVETTTUYHUEVEG
SLOTTPOCWTTIKEG LKAVOTNTEG.

TOKTIKA EMIKOWWVIA HPE ATOpA Tou €xouv umelvBuvn B€on oe aAAa Tunuata tng etaipeiag. O kdtoxog tng O€ong avraAAdcoet
e€eldikeupéveg MANPOdOPIEG TTOU AMALTOUVTAL yLa TNV QVTLUETWION SladopeTtikwy INTNUATWY. MoANEG PopEC oL SLaxelPL{OUEVES
TIANPOPOPLEG EIVAL EUTLOTEUTLKEG KOL ONUOVTIKEG. ATTALTOUVTAL AVEMTUYHEVEC SLATIPOOWTITLKES LKAVOTNTEG.

TOKTIKI KOl CUXVH €mKowvwvia ue aAa TpRpata tg etalpeiag. O kAtoxog TnG B€ong avtoAAACCEL CNUOVTLKEG KOL EUTLOTEUTLKES

TmAnpodopieg, oL omoleg TG o TOAEG HOPEG XPNOLUOTOLOUVTOL OO TO OVWTONTA OTEAEXN TNG €TOLPElag. Amaltouvtal SLOLKNTIKEG
LKOVOTNTEG, MEBW yLa TN SLatnpnon KaAwY EPYACLAKWY OXECEWV.




Real example.....

E§wtepikég Emadég

BaBuog Mepypadn

ZTAVLOL ETILKOLVWVIA LLE ATOA EKTOG TNG ETALPELG. ATTOULTELTAL TUTTLKY) EVYEVELAL.

Karmola emikolvwvia e ATopa eKTOC TNG eTatpeiag. Avtallayn eVOEXOUEVWE KATIOLWVY OITAWY TTANPOPOPLWY. ATTALTEITAL TUTTLKI) EUYEVELA.

ETlkowvwvio e ATOMO EKTOG TNG ETALPELAG E OTOXO TNV EKTEAECH AMAWV Epyactwv. AvtaAlayn Kamolwy amAwv mAnpodoplwy. Amatteitat
TUTTLKN EUYEVELQL

ETilkolvwvial UE GTOMO EKTOG TNG ETALPELOG ME OTOXO TN OUVEVVONON yla tn Slekmepaiwaon /Kol ekTéAeon amAwv gpyactwy. AvtaAAayn
armAwV TANPOodOPLWV. ATTALTELTOL TUTILKN EUYEVELA KOL KATTOLA LKOWVOTNTA SLATTPAyATEVUGNG.

TOKTIKA €MKOWVWVIN PE ATOMO EKTOG TNG ETALPELAG, TTOU €XOUV KPR Suvatdtnta anodpaong, e oToXo TNV avtaAlayn mAnpodoplwy yLa tn
Slekmepalwon epyaclwy, Tou HEPLKEG GOPEC Elval MEPAV TWV KABNUEPIVWV KOl amAwy. ATralteital tkavotnta SumAwpatiag yia tny emiteuén
KaANg ouvepyoaotag.

TaKTLKI €MIKOWWVIO UE ATOMA EKTOC TNG ETOLPELAG, TTOU €xouv Suvatotnta amddacng, Ue otdxo tnV avtallayr mAnpodopLwy yla T
Slekmepaiwon gpyaciwy, ou elval o cUvBeTeg. Anatteitat tkavotnta Suthwpatiog yia Ttnv enitevén kaAng cuvepyaoiag Kat THPNong Twv
npoBscuLwy.

MoAU ouxvh €MKOWVWVIA E ATOMA EKTOG TNG ETALPELNG, TTOU KATEXOUV BECELG EUBUVNG, UE OTOXO TNV AVTOAAAYH), LEPIKEG POPEC, OUVOETWY
mAnpodoplwy yla tn Slekmepaiwon epyactwy. H emkowwvia ylvetal apketég ¢opeg oe emionun pHopdr, omweg umoPolrn avadopwy,
KOTOOTACEWV K.ATL. Amtatte(tal tkavotnta SumAwpatiag yla tnv eniteuén KOARG oUVEPYAOLAG, THPNONG TwV TPOBECULWY KOL TOU VORLKOU
matoiou.

MoAU cuxvh EMKOLVWVIO UE ATOMO EKTOG TNG ETALPELNG, TToU Katéxouv BEoelg euBUVNG, e otdxo TtV avtallayr), MEPLKES PopEG, oUVOETWY
mAnpodoplwy yla T Slekmepaiwon gpyactwy. H emkowvwvia ylvetal apketég ¢opeg oe emionun Hopdr, omwg umoPolrn avadopwy,
KATOoTAoEWY K.ATL. Amouteital tkavotnta Suthwpatiog yia tnv eniteuén KaAng ouvepyaoiag, THPNOoNG Twy MPOOECULWY KAl TOU VOULKOU
TAaLoiou. OL ETMLKOWVWVIEG QUTEG £XOUV GNLOVTLKI EMISPOCH OTNV ETALPELD KL TOL ATIOTEAECUATA TNG.

KaBnpepivn enikowvwvia pe uPnAopabua dtopa eKTOG TNG TaLpEiag. MOAU cuxva oL TAnpodopleg TOU AVTAAANACCOVTAL ELVAL EUTTLOTEUTLKES
KOl £{OUV CNUOVTLKH EMidpacn yla TV Aeltoupyia Kot avamtuén tng etatpeiag. Emiong, cuxva, amatteltat n enionun, ypamtn enkowwvia.
Anatteital LkavotnTa SLanpayUateuong o Heyalo Babud, tkavotnta nelboug kat tkavotnta Stoxeiptong SUCKOAWY KOTAOTACEWV.




Real example.....

Enidpaon otnv Etaipeio & to AlMOTEAEOUATA TG

BaBp6G Nepypadn

H epyaoia €xel ehdxlotn emippon otnv etatpeia. O LEpaPXLKA OVWTEPOG EAEYXEL CUVEXWG TNV €PYACia Tou Katoxou. Omolo Tuxov Adabog n
napdAeldn Bploketal eLKOAQ KAl ypriyopa kat SlopBwvetal.

H epyaocia €xel uikpr emippor) otnv etatpeia. O LEpapXIKA avWTEPOG EAEYXEL TOKTIKA TNV €pyacia tou Koatdxou. Omoto tuxov Adbog n
napaAeldn Bploketal eUkoAa Kat SlopBwvetal, Xwpig onuavtikn enidpaon.

H epyacio Tou £xeL kamola aAAG TEPLOPLOUEVN ETLPPON OTNV etalpeia. O LEpapXIKA AVWTEPOG EAEYXEL KATIOLEG POpPEC TNV epyacia Tou
Kotoyou. Omoto tuxov AdBog | moapAaAewpn UMOPEL va €XEL ULKPN €MLPPON OTNV €Taupeia, oAAd BPLOKETOL OXETLKA €UKOAQ Kol Umopel va
S10pOwoEL.

H epyoaoia tou emidpad otig Asttoupyieg kat Stadikaoisg tng stapeiog. Omolo tuxdv Adbog f mapdhswdn Bploketal oxeTtikd SUOKOAA r)/KaL HETA
Qo Kapo, Qo TOV LEPAPXLKA AVWTEPO KL UIMOPEL val T(POKAAETEL {NILA OTNV ETALPELQL.

H epyaocia tou embpd otig Aettoupyieg kat Sladikaoieg tng etalpeiog. Omolo tuxov AdBog f mapdieubn Bpioketar SUokoAa r/kat petd and
KOLPO, ATO TOV LEPAPXLKA AVWTEPO N QMO CUVEPYATEG N amod eEwTtePKkoUG GOPELG Kal UTTOPEL va TIPOKAAECEL TNULA HikpoU UeyEBoug otnv
eTaLpeia.

H epyaocia tou embpd apketd oTig Asttoupyieg kat Stadikacieg tng etalpeiog. Onoto tuxov Adbog ) mapdleudn Bpioketatl SUCKOAA r/Kal HeETA
armd KaLpo, oo TOV LEPOPXLKA AVWTEPO I ATTO GUVEPYATEC N Ao e€WTEPIKOUG Popeic Kol TTpokalel peoaiov peyéboug {nuULd otnv statpeia.

H gpyaoia tou emdpd onpavIika oTLg AELToupyieg, Stadikaoleg kol amoteAéopata TnG eTatpeiag. Omolo Tuxov Aabog 1 mapdalewpn BplokeTot
SUokoAa /Kol HETA amo Kalpo, UETA amd EAEYXO, AmO TOV LEPAPXLIKA QAVWTEPO I ATO CUVEPYATEG N amo e&wteplkols GOpPEelg Kat TTpoKaAEL
ONUOVTIKA {NULA OTNV ETOLPELQL.

H epyacia Tou emidpd moAU onuavIlkad otig Aettoupyieg, Stadlkaoieg kol amoteAéopata tng etatpeiag. O KAToxog TG BEong eAEyxeTal KUPLWG
Baoel amoteAeopdatwy. IxedLAleL Kat mapakoAouBei Tnv vAomoinon onuavtikwy épywv. Omoto tuxov Aabog f mapdAewdn Bpioketal SUokoAa
/KoL HETA amo Kalpd, HETA amd EAEyX0, ammd TOV LEPAPYLKA AVWTEPO [ OO CUVEPYATEG I amd e€wTepLkoUC POopPEiG Kal TTPOKAAEL peydhou
pey€Boug InuLd otnv eTaupeia.

H epyaocia Tou emdpd mapa MOAU ONUAVTLKA OTLG AELTOUpYLEG, SLadlkaoieg Kal amoteAéopaTa TG eTatpeiag. O KATOX0G TNG O€ong eAEyxeETaL
Uovo Baocel amoteAecpdtwy. Opilel, oxedlalel kot mapakohouBel Tnv uAomoinon onUAVTIKWY, TOAAWY Kat SladopeTikwy Epywv. OTMoLo TUXOV
A&Bog 1 mapdiewpn Bpioketal SUCKOAA /KAl UETA OO KALPO, LETA Ao EAEYXO, AmO CUVEPYATEG I amd eéwtepkolg Gpopeig Kat TPOKaAeL
pUeyalou pey€Boug ri/kat avemavopBwtn {nULd otnv etatpeia.




Only Finance evaluation
e

JOB FACTOR ]

Knowledge &  Problem Solving & Decision Internal External Impact on Organization & Total
Skills Making Contacts Contacts Business

Finance manager 8 9 9 7 9 42
Accounting manager 8 8 8 7 8 39
Tax specialist 7 7 5 6 7 33
General accountant 7 6 5 5 5 28
General accountant

(with SAP

knowledge) 8 7 5 5 7 32
Accounting assistant 3 2 3 3 3 14
Accounting assistant

(AEI) 4 3 3 3 4 17
Collector 3 2 2 4 2 13
Messenger 2 2 2 3 1 10

Treasury
manager/Analyst 7 8 7 8 8 38



Willis Towers Watson evaluation-matching

GENERAL ALIGNMENT OF GLOBAL GRADES TO CAREER LEVELS

Revenue (USD) USD75m USD150m USD500m USD1bn  USD2bn  USDSbn  USD10bn  USD50bn USD100bn
1J2]3Ta]sJe[7[8[ow][n]2]13]14a]15] 16 | 17 | 18 | 19 | 20 | 21 | 22 | 23 | 24 | 25
FTE (Full Time Equivalent) Employees 90 240 620 1.6K 4.1K 106K  27.5K 75K 200K
Executive/Senior Management (EX)
15 16 17 18 19 20 21 22 23 24 25
Ml M2 M3 M4 M5
Supervisor Manager ‘ Sr. Manager GMrt;l:.p Sr'rfg TUP
P1 P2 P3 P4 PS P6
Entry Interm. Career Specialist |Master| Renowned Expert
les (S)
$1 82 83 54 S5 S6
Entry Interm. Career Expert EXSF; t Elite Expert

Technical Support (T)
T3

Lead/

el Advanced

Entry |Interm.

Business Support (U)

Lead/
Advanced

Entry Senior

Lead/
Advanced

Entry Intermediate | Senior




Willis Towers Watson evaluation-matching

Sample Functions and Disciplines

Discipline e Accounts Payable e Benefits e Applications Development
e General Accounting e Compensation e Business Systems Analysis
e Payroll e Recruitment e [T Architecture
(Systems Design)
Customer/Client
Supervisory/ Management and Technical Production/
Management Professional Sales Support Business Support Manual Labor
Career Bands (M) P) (S) )] () (W)
Career Levels | M5 Senior Group P6 Renowned S6 Elite Expert T4 Lead/ U4 Lead/ W4 Lead/
Manager Expert S5 Senior Expert Advanced Advanced Advanced
M4 Group P5 Master S4 Expert T3 Senior U3 Senior W3 Senior
Man_ager P4 Specialist $3 Career T2 Intermediate U2 Intermediate W2 Intermediate
M3 Senior P3 Career §2 Intermediate | T1 Entry U1 Entry W1 Entry
Manager P2 Intemediate |s§1 Enty
M2 Manager P1 Entry
M1 Supervisor

Step 1:
Match your job to the survey Function and Discipline.

Step 2:
Match your job to a survey Career Level.

Function: Corporate Affairs/Communications
Discipline: ACA010 Public Relations

Career Band: Professional (P)
Career Level: P3 Career

e Coordinates media relations and prepares external
communications

e Plans, prepares and relays information concerning the
organization to the press and the wider community to
gain understanding and acceptance for the organization

e Develops and maintains lines of communication with
media contacts and other external audience groups

e Requires in-depth knowledge of position or related
experience

e Solves complex problems; takes a new perspective using
existing solutions

e Works independently; receives minimal guidance
e Acts as a resource for colleagues with less experience

e The level at which career may stabilize for many years or
even until retirement
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CEO/
Profit Center Head

I l
e Individual Contributor

]

Technical Business Production/
Executive Management Professional Sales Support Support Manual Labor
Career Band CareerBand Career Band Career Band Career Band CareerBand CareerBand
(EX) (M) (P) (S) (T) (U) (W)




Willis Towers Watson evaluation-matching
g

Executive (EX)

Supervisory/Management (M)

Organization Strategy

Primarily involved in the development,
evolution and approval of the long-term
vision across a market function, division,

region or country (depending on scope of
organization) or a Function

Establishes strategies for area of
responsibility

(i.e. corporate, regional, subsidiary)

Leads development of country or function
strategies

May be a board or executive committee
member or will have a comparable level of
influence

Implements organization strategies through
the effective direction and management of
resources

Sets Discipline or area strategy consistent
with established organization strategies
Focuses mainly on the management and
implementation of operational objectives that
help achieve long-term organization strategy

Accountable for business, functional,
operational processes and/or program
management

Functional Responsibility

Most senior level within a major Function for

Responsible for part of a Function for a

a business unit business segment
Impact on Organization Impacts broader organization performance Impacts broader organization performance
directly indirectly

Impact limited to own Discipline or area

Compensation Program

Covered by executive compensation
programs (e.g., executive long-term plans,
executives bonus plans)

Not covered by executive compensation
programs
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Manager

Professional/individual Contributor

Job "manages" projects
or programs through
teams of individuals who
may not report directly
to them

e At higher levels of project management,
individuals in these roles may be managing
large, sustained projects or programs,
with dedicated teams to support them.

Project management is a body of skills and
expertise; project managers achieve work
objectives by applying these skills and
expertise to guide a team. At lower levels of
project management, the focus is on
professional project management skills, and
individuals in these roles may manage
multiple projects and/or projects with shorter
duration.

Job "manages"” a body of
work within the
organization that is large
enough to constitute an
organizational function or
sub-function.

e Jobs that provide organization-wide
functional or sub-functional leadership, for

the body of work. This will not be necessarily

through direct reports, but through dotted-
line reports. The 'weight' of dotted-line
reporting can be assessed through factors
such as frequency and nature of the
communication, the coordination processes
and the area of influence.

Jobs that focus on "managing” a body of
work or a process are applying individual
expertise. Such jobs require that a job holder
has a specific level of knowledge or skills in a
particular subject of critical value to the
organization's business strategy. There is no
requirement on the job to provide wider
leadership beyond acting as the "custodian”
of the knowledge

Job "manages" long-term
vendors and/or
contractors.

e A job is achieving results through others if:
e Work/role of the vendor/contractor is
enduring

e Similar roles elsewhere within the
organization accomplish similar work
through internally-employed individuals

¢ Work includes monitoring the
performance and directing the work of
individual contributors who are not
managed by a person on the
vendor/contract side

¢ Work includes coaching and developing
others for task completion, performance
or career growth

A job is achieving results through application

of individual expertise if:

e Work is focused on managing the
parameters (e._g., service levels,
compliance, policy interpretation) of the
contract/vendor relationship (i.e., work is
not focused on managing the vendor's
employees)

e The vendor/contract management
role/work is short-term in nature, intended
to fill a temporary staffing gap, peak

volume period or conduct work on a
specific short-term project
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Individual Contributor
Support
Production/
Professional Technical Support Business Support Manual Labor
(P) m () (w)

Entry Level e Has conceptual e Requires e May require e Typically does not
Education/Training knowledge of vocational vocational require vocational

theories, training or training or training or a

practices and equivalent equivalent work university degree

procedures experience and experience, but

typically acquired may require does not require

through a college external a university

or university certification, but degree

degree or typically does not

equivalent work require a

experience university degree
Types of Duties and e Performs work in e Performs e Performs clerical, e Performs
Responsibilities a specialized specialized administrative or unskilled or semi-

area of expertise technical tasks or specialized skilled work

that requires skilled craft work support tasks in

knowledge of an office or field

fundamental setting

themes,

principles and

concepts
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M5 Senior Group Manager (aligns with Global Grade 17)
e Applies only to large international or global organizations
e Provides leadership and direction through Group and/or Senior Managers
e Has accountability for the performance and results of:
e Alarge, strategically important function in an extremely large market and/or

e Diverse disciplines (e.g., within Human Resources - Training, Recruitment and Compensation & Benefits) or departments
within a large geography or division and/or

e Alarge, strategically important discipline within a major region and/or

e A medium-sized global corporate discipline or department
e Develops, adapts and executes strategies to achieve key business objectives in area of responsibility
¢ Decisions are guided by organization and functional strategies and objectives

M4 Group Manager (aligns with Global Grade 16)

o Provides leadership and direction through Senior Managers and Managers

¢ Has accountability for the performance and results of:
e Alarge, strategically important discipline in an extremely large market; and/or
o Related disciplines or a medium-sized function in a large market or medium-sized division; and/or
o A medium-sized discipline or department in a major region

¢ Adapts and executes functional or departmental business plans and contributes to the development of functional or departmental
strategies

e Decisions are guided by functional or major operational segment strategies and priorities
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P& Renowned Expert (aligns with Global Grades 16 and 17)
e Is recognized as an external thought leader within strategic function or Global Grade 17 Differentiators

discipiine e Only applies to large international or global

e Has broad and comprehensive expertise in leading-edge theories, businesses
techniques and/or technologies within own function or discipline e Contributes as top thought leader worldwide

e Proactively identifies and solves the most complex problems that impact whose achievements include major innovations
the management and direction of the business that chanqe and advance the industry and/or

e Participates in the development of the product or business strategy profession

o Leads the largest projects/initiatives that have a

e Leads multidisciplinary projects or initiatives St et S

e Progression to this level is typically restricted on the basis of individual

capabilities and business requirements Global Grade 16 Differentiators
e Typically found in Global Grade 18 or higher
organizations

e Contributes thought leadership and innovation that
influences change and advancement of the
industry and/or profession

e Leads large projects/initiatives that impact the
business on a domestic or international scale

P5 Master (aligns with Global Grade 15)

* s recognized as an expert within the organization and has in-depth and/or breadth of expertise in own discipline and broad
knowledge of other disciplines within the function

e Anticipates intemal and/or external business challenges and/or regulatory issues; recommends process, product or service
improvements

e Solves unique and complex problems that have a broad impact on the business
Contributes to the development of functional strategy

Leads project teams to achieve milestones and objectives

Progression to this level is typically restricted on the basis of business requirements
Typically operates with broad latitude in a complex environment
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Figure 2. Global Grading System

Role contributes (through)

Functional
Expertise Leadership strategy
Band 1 2 3M 4M 5FS 5BS
~ ~ -~ = ™~ -~ - H
(1 [2]3[4]5 67|80 0|n[@ia]wlt ] 0 |20]222| 23 24
||
= Career paths/Roles ;
E ‘g The GGS framework is
o . divided into management
il | o —
] or . Factors
=° varybasedontluerole GGSc;helpdeterminethe
mdtheband size of a job. The number of

grades used for an organiza-
tion is dependent on the size
b el |
(1 [2]3]4]5]6]7]8[0 [10]# [12]13[14]15]16] 17 | R
I | |

Subject matter expert
|| |

‘ Bands
[ | -
a _ . The GGS framework is made up of a number
Clerical/Administrative of bands providing logical career progression
tracks. Bands can be assigned to different
Manual career paths but can share a global grade.

contributor
career path

Individual
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Busncss | Supportend | (Technicaland | (Adminstratve | andMidds
ppor Producti Operations) and Sales) | Management
AQY Quality Assurance Methods
AQY000 Quality Assurance Methods Generalist/Multidiscipline v v v
AQY020 Business Process Improvement v v
AQY030 Six Sigma Process v v
AQY040 Supplier Quality Assurance v v
AQY050  Food Safety v v
AQY999  Quality Assurance Methods - No Applicable Discipline v v
ARE Real Estate and Facilities
AREOQ00 Real Estate and Facilities Generalist/Multidiscipline v v v
AREOD10 Real Estate/Property Management v v v
ARE020  Facilities Management v v v
ARE999 Real Estate and Facilities - No Applicable Discipline v v v
ARP Product Development
ARP000 Product Development Generalist/Multidiscipline v v
ARP010 Product Development - Physical Science v v
ARP020 Product Development - Health Science v v
ARP030 Product Development - Life Science v v
ARP035 Food Science/Technology v v




job evaluation-job

matching scheme
e

It is exactly the same procedure as analytical point factor
job evaluation schemes but instead of specific factors uses:




job evaluation-job
matching scheme

Compare job descriptions with benchmarking job descriptions and
grade the job into one of the three grades (Job benchmarking-
non analytical approach):

Exact match

The role under evaluation is graded over
the benchmarked job

The role under evaluation is graded less
than the benchmarked job




job evaluation-job

matching scheme
-

FINANCE AND ADMINISTRATION DIRECTOR

Duties: Specifications:
- Formulates, recommends and ensures the implementation of company's - University degree often at postgraduate level and
financial policy. extensive
- Provides overall direction for budgeting, reporting, tax, accounting,
financing, credit professional training.
and usually IT and sometimes for Personnel - Usually 12-18 years of experience, 8 of which at
functions. supervisory level.
- Ensures effective administrative support services to * Fluency in
the company. English.
Typically reports to:
General Manager/Managing Director and usually supervises 3-5
Managers and their staff (14-25).




job evaluation-job

matching scheme
e

If you are a smaller in magnitude company =2 Less
If the role has no structure below =2 Less

If you have to evaluate the role of the CFO of Coca Cola > Greater

o O O O

If the job holder has no MSc degree and less years of experience than the
benchmarked job = Less

U

If the role entails the responsibilities of more than one countries or Regions 2
Greater

O If it has no responsibility for Administration or Accounting =2 Less or grade to
Finance manager role

Q If he/she is in charge of the operations of the country he leads > Greater (as
it holds the role of CEQO)



job evaluation-job

matching scheme
-

ACCOUNTING CLERK

Duties: Specifications:

* Higher National Diploma or Accounting
- Assists in checking of accounting documentation and in preparation  Certificate.

of ledger entries - Usually 1-3 years of relevant experience.
- Performs various routine accounting activities.
- Reconciles bank accounts and processes payments.

Typically reports to:

Accounting Supervisor




job evaluation-job

matching scheme
e

O If the role is restricted to only ledgering or simple accounting procedures = Equal
O If it has the license for C class books 2 Equal

O If it has the license for A and B 2 Greater for B and maybe graded to Accountant
for A

O If the duties are not matching = check another finance role

O If the duties are mainly to keep the books and in less than 50% of his/her time to do
outdoor chores 2 Equal

O If the company is small and is the only accounting clerk in the accounting department
and has more than benchmarked years of experience > Greater

O If the role is 50%-50% to another task set, we should ask the business owner where
should we grade it
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