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Talent Management Systems:
Architect & align HR systems to drive strategy & performance
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Job Matrices Solution Framework
How Leaders Benefit

Corporate
Strategy

“Lead to better decisions on who we hire..”

Selection Tools

“Leads to better

. identification of our
Talent Planning top talent...”

“Leads to better
identification of our
employee's
development needs....”

Professional
Development
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— Optllmal
“Leads to strategic people Business
Job Assignment placements based on market Executive
conditions Performance

“Leads to identifying

Job Matrices >

Top Grading and rectifying cases of
Performance poor job fit...
Assessment
Tools

“Leads to more accurate
benchmarking and incentive

& Compensation

planning”
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Job Matrices Benefits
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Scope of Position

+ Ciosely supenvised; receves gudance on all |«
assignments

+ Follows exsting procedures: itte
ndependence

« Escalstes problems to Lead/Supervisor

Independence/ Guidance
Required
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Reduce operational risk (put
people in right jobs)

Retain and recruit exceptional
talent to drive growth

Inform organization design,
span of control, and
acquisitions

Clarify roles and responsibilities
for key jobs and families

Create uniformity of job titles,
differentiation by level

Provide career path for use in
development planning



Career Framework (lllustrative)

Develop Job Matrices for each role in the Career
Framework, showing progression of jobs from level to level.

Support Reles
52
Intermediate
Product Product Data Steward |Sr. Product Data Steward
Configuration | (0C5T268) [OCST267)

Knowledge Leader Roles

KLB
Consultant
Associate Product |Product
Product Associate Product Sr. Associate Froduct Configuration Configuration EDHS_U tan'F, Froduct
Configuration Configuration Analyst |Configuration Analyst Froject Manager Froject Manager ‘fD:'f gure.lt n
(OCKL268) (OCKL269) (OCKL270) (OCKL2TL) lockL272)

People Leader Roles

Superviseor, Product)Manager, Product |Product Leader, Product
Product e . . . e . . .
Condé \ Configuration Configuration Configuration Configuration
nfiguration (OCPL2T73) (0CPL274) {OCPL2TS) (OCPL2TS)
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Job Family Matrix Template

(lllustrative)

Level Associate Senior Associate
KL 4 KL &
Representative
Title
Career
';THT;?D”( » Completes standardtasks by applying basic principles and through researchand » Completes avarety of on-going assignments and projects through analysis of guantitative
ry interpretation of factual information information
o - » Impacts throughaccurmcy of tasks and information provided » Impacts throughguality of own work

»  Contributes to team and builds stable internal andexternal working relationships

» Represents teams and builds productive relationships

Scope of
Position

»  Works on problems of limited scope
» Uses discretion to complete tasks

Examples:

»  Works on problems of moderate scope

»  Applies professional judgment to resolve a variety of moderately complex problems

Examples:

»  Works under general direction

»  Guided by functional goals and obhjectives

Independence! |+ Guided by projectgoals and chjectives, ongoing assignments and standardized
Guidance processguidelines Examples:
Required F—

Exsmples:

+ Comprahensive knowledge of * Sxoedcnowedus ol
Knowledge + Proficiencyin: . ;D:.?E ;a:ajifa knowledge of

] * 4_-’ == =

Representative 1 1
Responsibilities | )
Minimum . . . . . . . .
Gualificafions Required education and experience or equivalent Required education and experience orequivalent
Education . .
Experience »
Certifications .

Essential Functions
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Job Matrices Approach

[ i Final
Kick-off Kick-off Conduct _ _
Prep& \ Meeting: \ Legal& \ Meeting: Design Final Review & '\R/I(;Ir']gueté
Logistics /Business / Privilege ; Business Meetings Review: | Validation: . Ig ,
Head & HR/ Review /[ Leaders & w/ SME's / Legal & / Leadership / EMPIOYEES
Field HR Comp / Téam&HR
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Summary: Job Matrices

= Mitigates organizational risks that typically accompany change
= Delivers superior project ROI
= Helps projects and end-users by:

v" Understanding how the work will change

v ldentifying who will be impacted, and how

v" Understanding the organizational challenges to gaining necessary
stakeholder commitment and developing an approach to meet these
needs

v Leading individuals and organizations through the transition to
productive adoption
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