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Career Management Toolki
Sustaining Growth Through Our People



TALENT MANAGEMENT LAB
OBJECTIVES

» Review the context and insights that informed our talent
management strategy.

« Recognize the talent management frameworks that will
align talent priorities with our organization.

« Determine the three-year roadmap to set up a best-in-
class talent management system.

» Discuss the details of the talent management
deliverables of employees in the areas of:
> Talent Mobility
» Career Management
» Performance Management
» Capability Development



TALENT MANAGEMENT LAB

AGENDA

I.  Growth Path System (GPS)
+ Talent Mobility Compass
» Career Management Framework (FAR)

>
>
>

>
>
>

>

Performance Management System (SPEED)
Capability Development

EDUCATION: Leadership Development (LEAP)
EXPOSURE: Coaching for PEAK Performance
EXPOSURE: Mentoring Agreement Program
(MAP)

EXPERIENCE: Secondment Program (MOVES)
EXPERIENCE: Taskforce Program (LTE)
Activity: Individual Development Plan (IDP)

Career Pathing

Activity: Career Pathing and Talent Profiling

Career Conversation (GUIDE) for Employees
RECAP and TIMELINES for EMPLOYEES




X Ayala

How do we progress and grow in our career?

GROWTH PATH SYSTEM




GROWTH PATH SYSTEM
OUR GROWTH PRINCIPLES

X Ayala

There are “Multiple Futures” we need to be ready for...

Future of Technology

+ Traditional systems to cloud-based architecture
* Unprecedented explosion of data and information
* Robotics and Al infiltrating multiple sectors

Future of Industries

* Industries are in constant flux, facing disruption and reinvention.
»  "Start-up shake up"” brings agile entrants altering business models.
*  Value creation rules for customers are being redefined.

Future of Leadership Future of Talent and Organization

Leadership driven by influence, empathy, and inclusion.
Digitally savvy, able to ‘disrupt disruption’.

Embrace shorter cycles, experiment, move faster.
Leverage cross-functional collaboration.

+ Digital disruption and enablement at the workplace
* The post-millennial generation at the workplace
+ Radically different motivations and aspirations of the workforce

SOURCE: Deloitte




GROWTH PATH SYSTEM v
A CRITICAL MINDSET EVOLUTION ‘ X Ayala

The real benchmarks are set by our people. For us to continuously achieve our organizational ambitions,
our workforce must thrive in a culture of high performance and agility.

Continuous Learning &

Static and complacent with Skills

Resistance to Change

Niche Specialization

Skills Development
Flexibility & Adaptability

Emphasis on Transferable Skills

For Ayala to grow,
our people must be Networking and Relationship Building
able to grow.

Silo Mentality and Self-Reliance

TRADITIONAL AGILE

Technology Resistance Embracing technology

Self-Reflection and

Lack of Self Direction and Vision Goal Setting

Embracing
Change as an
Opportunity

Fear of Change

From Linear Career Management EEEEEEEEssssssssssmssn)  To Dynamic Career Management



GROWTH PATH SYSTEM '
OUR GROWTH PRINCIPLES

X Ayala

Our career management principle, embraced by ALL within the organization, is to nurture a culture of synergy and
agility that empowers everyone's dynamic and evolving professional development journey.

/i ( r
= | | | C
ACCESSIBLE GROUNDED INDIVIDUAL LATTICE EXPERIENTIAL
DRIVEN THINKING
Define a talent philosophy Talent management practices Each employee takes Promotes pragmatic, multi- The best development option
for a seamless sharing and aligned with the specific BU ownership of their directional movements and emphasizes hands-on
utilization of expertise across needs, distinct culture and professional growth and skill diversification, with the experiences, including on-
the organization. Talent corporate strategy, with Top development, with the responsibility of all Leaders to the-job assignments,
Network plays a central role Management fostering a responsibility to pursue encourage and support immersions or shadowing, for
in facilitating visibility, culture of adaptability and learning opportunities, set  employees in exploring various growth, with mentors
transparency, cross- customization to ensure goals, and collaborate with roles, experiences and entrusted to guide, challenge,
functional collaboration and optimal talent utilization while mentors and leaders to reasonable movements that and provide constructive
knowledge exchange to maintaining strategic focus. shape their career paths. enhance their skills and feedback during experiential
maximize collective contribute to their holistic learning journeys.
capabilities. career development and net-

gain of the Ayala group.

N7 X X N 7

HR Top Management Employees Functional Leaders Mentors




GROWTH PATH SYSTEM
UNDERSTANDING OUR GROWTH PATH SYSTEM

‘ v X Ayala

Talent Mobility is about moving employees for organizational needs, while Career Management
focuses on individual growth.

Talent Mobility involves
the movement of employees
across different roles,
functions, or locations within
an organization to leverage
their skills and potential, |\/|ob|||ty
promote their growth, and
meet organizational needs. It
emphasizes the fluidity and
adaptability of the
workforce.

Career Management
focuses on the individual
employee's long-term career
growth and development. It
Management involves setting goals,
identifying strengths and areas
for improvement, and planning
actions to achieve those goals..

Talent Career




X Ayala

V.

TALENT MOBILITY

How does it work within our company, specifically
in terms of the different movement types and
growth opportunities available for us?




GROWTH PATH SYSTEM: TALENT MOBILITY v
TALENT MOBILITY COMPASS

X( Ayala

A career compass will help us understand the possible growth directions in the company.

ELEVATE Elevating seniority level such as taking on a leadership role. This
transition typically ascends the organizational hierarchy.

(MOVE UP)

-

(E.g., Leading a team, Role change from Specialist to Manager)

P

EXPAND Expanding expertise by broadening knowledge and skills. This move can be cross-
functional, involving vertical and/or horizontal advancement within the

(MOVE ACROSS) | organization.

Eg.

Moving from one job area to another (Operations to HR)

Moving to another Ayala entity in a similar role

Role change from different field - Software Developer to Project Manager

Enriching current abilities, knowledge, and experience to become a "subject
matter expert." This progression involves horizontal advancement within the

ENRICH organization.
(MOVE WITHIN)

L EADERSH

Eg.

Becoming more of an expert in a specific area
——————————————————————————— -> Role change from same field - Marketing Research Specialist to Digital Advertising

10




GROWTH PATH SYSTEM: TALENT MOBILITY
TALENT MOBILITY DIRECTIONS

X Ayala

Talent Mobility is moving upward, across, and sideways.

Corporate Strategy &
Business Development

Enterprise
Strategic
Planning

M&A and
Alliance

ELEVATE
(MOVE UP)

L EADERSHIP

PROFESSIONA L

>

Human Resources

Finance
Learning &

| Org Dev. EXPAND
Culture &
Employee (MOVE ACROSS)
Experience Comp ’N Revenue
& Attribution Procurement
Benefits Financial Mgmt. Credit &

Tal.ep'f Planning & Payables

Acquisition Analysis

Mgmt.

Billing &
Collections

Workforce
Mgmt.

Internal
Audit

General
Accounting

Procure to

"%/ ENRICH

(MOVE WITHIN)

Note: Diversifying our skills is the new game as skills
have a lifespan of 2-3 years only according to studies!

11



GROWTH PATH SYSTEM: TALENT MOBILITY v
UNDERSTANDING OUR JOB ARCHITECTURE

X Ayala

The components of Job Architecture will guide employees with their career compass directions and paths.

JOB ARCHITECTURE COMPONENTS DEFINITION EXAMPLE WHAT IT REFLECTS
(Job Families: Specific functional areas or disciplines ) (" )
within the organization. Each job family encompasses
JOB FAMILY

roles that share common skill sets, expertise, and
responsibilities. Job families help organize roles based
\_°" their primary function.

Group / Department or
Job Area

Marketing

J . J

4 )

JOB FIELD further specify areas of specialization. Sub-families
provide a more detailed breakdown of roles within a
\job family, focusing on distinct skills or expertise.

Digital Marketing Unit / Job Specialization

\. J/

(" )

B ( Level of responsibility of the

J

Career Bands: Broad categories that group similar roles
based on the nature of work, skills required, and
progression levels. Career bands provide an overview of
the general focus, purpose of the role and level of
kresponsibility within the organization. )

“Leading through job within the organization

Functional Performance”

& J
4 A

[ Career Levels: Stages of career progression that )
indicate the depth of experience, expertise, and
leadership responsibility. We have two levels
corresponding the complexity of tasks and scope of
\_responsibility within a role — Higher and Lower Levels. ) \_ )

Career stages that are either:
1. Lower Level, or
2. Higher Level

(Job Field: Sub-categories within job families that h )

Specialist

Job Grades: Hierarchical ranking that signifies the

seniority of a role based on factors such as experience, .
skills, and contribution. Job grades are often associated Grade 3 Pay grade of theJOb
with compensation structures.

Position Titles: Specific names given to roles within s e . . . .
the organization. Position titles reflect the Dlgltal Marketmg Business designation

responsibilities, focus, and seniority of the role. Specialist




GROWTH PATH SYSTEM: TALENT MOBILITY

UNDERSTANDING OUR JOB ARCHITECTURE

LEADERSHIP TRACK

)X(Ayala

JOB ARCHITECTURE
CAREER CAREER LEVEL JOB LEADERSHIP TRACK PROFESSIONAL TRACK
BAND GRADE (People Managers) (Individual Contributor)
President and CEO 12 Visionary Leadership - “Defining Enterprise Vision”
Visionary leaders define the long-term vision and enterprise
CoO0 11 of the organization, guiding it toward innovation, growth, and
long-term success.
Senior Managing 10 Executive Leadership - "Shaping Organizational Direction” | Technical Expertise - “Contributing
£ Director Executive leaders shape the organization's direction by Independently”
_ . formulating overarching strategies, making critical decisions,
Managing Director 9 and driving innovation. Roles in this career band are typically
Executive Director 8 Strategic Leadership - "Orchestrating Operational foclused on Iut|I|Z|ng|the|r e>f<TE)ert|se to
Excellence” solve complex prlob.ems, offer expert
D _ _ Those in strategic leadership roles oversee the execution of adwg&gguﬂs ?gs::ronrso,v?/?ﬁ arrr:gntor
Associate Director 7 strategic initiatives, ensuring alignment with the organization's develo n?ent
vision and driving operational excellence. P '
Senior Manager 6 Enabling Leadership: “Leading through Others” Professionals often work as subject
C Roles in this band are focused on leading and managing teams | matter experts in their respective fields
Manager 5 or departments. They require strong leadership, strategic driving successful execution and
thinking, and decision-making skills. making tangible contributions to
izational .
Associate / Senior 4 Functional Leadership: “Leading through Functional organizational progress
Analyst Performance”
B - Individuals in technical roles apply specialized knowledge
Specialist / Analyst 3 and skills to solve complex problems and drive technical
excellence.
A Senior Staff 2 Support - "Contributing through Assistance” Roles in this level focus on providing essential support

Staff

and assistance to ensure the smooth operation of various functions within the organization.

PROFESSIONAL EXPERTISE TRACK




GROWTH PATH SYSTEM: TALENT MOBILITY
UNDERSTANDING OUR JOB ARCHITECTURE

)X( Ayala

CAREER BAND PROGRESSION AND EXPECTATIONS
(A,B,C,D,EF)

\

Expert Zone

Advanced Zone * The master level denotes individuals who have
achieved a high level of expertise and mastery
in their domain. They possess extensive

knowledge, experience, and skills, often serving
as mentors or leaders in their field. Masters are

Qual'ﬁEd Zone » This level signifies a solid understanding and

competence in the essential skills and knowledge capable of handling intricate challenges and
required for the job. Proficient individuals can work providing innovative solutions.

» At the basic level, individuals independently, handle standard tasks, and ' o _
possess fundamental contribute effectively to the team or organization. * Experts are recognized authorities in their
knowledge and skills related to respective fields. They have a profound
a particular field or job role. - Professionals at the advanced level have a deeper understanding of theoretical concepts, practical
They are typically new to the understanding and experience within their field. applications, and industry trends. Experts often
role or have minimal They can tackle complex tasks, demonstrate strong contribute significantly to the advancement of
experience, requiring guidance problem-solving abilities, and often take on their field, setting benchmarks and guiding
to perform tasks effectively. leadership roles or responsibilities within a team. others in complex decision-making processes

and problem-solving tasks.

e

\ A J
| Y
LOWER JOB LEVEL HIGHER JOB LEVEL 14




GROWTH PATH SYSTEM: TALENT MOBILITY
CAREER PATH OPPORTUNITIES IN AC

‘Comporates Strateqy and Business
e = - Pubiic AMaies Group. Corporate Governance Sroup Finance Group
Strategic Human Rescurces am— Ju“ﬁ_‘#‘ - S— Policies and Corporate Treasury Comptroler g and Assel Managesent . ‘Managesent Groug
External Affsirs " = = = = eeszor
N (=3 Conporates Srategy | Developmest and Regdation Secretarial LegaiServices | Imemal Angt | Debt Managesent, | Group Treasury, Rk Liquidity, Instment Financial Risk - Consoldation Finasecial At
Total Aewards ‘ mum;‘ Employss ‘ Employss Suppert ‘ ming, ‘ Mnagemest Digitai Vestures Rprstalion Pelelions Management | e agement Services. Comgliance and ey, Ceiginaticn, m:“ . Paniegand | bettcns
Ersgemn Oeerations and lurasce | and Sestainable Fisance | and Ovisination o~ e Asabvsis _

Relatinn,

Assusiate

LEADERSHIP TRACK

==

Link to: AC Positions and Career Levels (WIP)

A 4

PROFESSIONAL EXPERTISE TRACK



https://ayalacorp.sharepoint.com/:x:/r/sites/ACTalentManagementToolsTemplates/Shared%20Documents/General/For%20All%20Employees/AC%20Positions%20and%20Career%20Levels%20(WIP).xlsx?d=w0d7d27148d2348c89513a41fc701ac39&csf=1&web=1&e=s2ACqk

GROWTH PATH SYSTEM: TALENT MOBILITY

CURATE YOUR OWN CAREER EXPERIENCES

MOVE EVERY 2 - 3 YEARS!!

Conporates Stranegy and Business
e = Pubiic Affairs Geoup. Corporate Goversance Group Finance Group.
Data Analyties and
Artficial
Strategic Human Reseurees — Imalligance R — — — Treasury Comptrolkrstip and Assel Manigesnt . Managesent Groug
- (=3 Conporates Srategy | Developmest and Reguation: Secretarial Legal Services emal At | Dbt Managesent, | Group Treasury, Rik) Liuidity, Imeestmest Fimancial Risk Financial st
Total Rerwards ‘mumr‘ i diiad ‘ e Sover ‘ SRR ‘ Menagernant Dighal Vesuures Rputation | Relations | ManMETN! | yipument | Services Campliance aod | TranserSertegy, | Managemers, Ovgnation, | Managemers, | ™" Comiopoman | anviogana | | S Relatons
— Oeerations nd lesrance el Sustainable Fieanee | and Orginaticn e — hysis -

...............

Senior Accountant

Financial Analyst

Investor Relations Specialist
Finance Manager

Asset Management Head

Appliation

LEADERSHIP TRACK

nRWN=

Arminrative S1a

PROFESSIONAL EXPERTISE TRACK
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CAREER MANAGEMENT

How are employees supported in effectively
navigating and developing their careers within the
company? What specific resources or guidance are
provided to ensure their growth and success?




GROWTH PATH SYSTEM: CAREER MANAGEMENT

STEPS TO MANAGING OWN CAREER ‘

E«Awh

Career management involves several important steps that focus on building a strong foundation, utilizing
accelerators, and exploring various roles. Here are the three steps:

FOUNDATION

1. Know yourself ACCELERATORS
Begin by assessing your .
strengths, interests, values, and 2. Embrace Learning GO FARI
skills. Understand your short- | Seek out skill development 3. Explore Diverse Roles ’
term and long-term career rograms that align with your )
goals and align them with the ?areger aspirations? Leveraée Be op:n to‘IateTaI moves and A career is a marathon, not a sprint.
organization's objectives. experiential learning and éross.-dunctllonahtran;|t|”ons. Approach your career emphasizing
mentorship to gain valuable onsider roles that challenge endurance over speed. Avoid
skills, broaden your knowledge you, expose you to new unnecessary stress by refraln.mg from
base, and identify areas for experiences, and help you setting impractical goals or timelines.
improvement and growth. acquire a well-rounded skill set.
Take on responsibilities that
contribute to your long-term
growth.

By focusing on these steps, you can go FAR in your career journey and make strategic choices that lead to your success.




GROWTH PATH SYSTEM: CAREER MANAGEMENT

TALENT MOBILITY + CAREER MANAGEMENT FRAMEWORK ‘

)X( Ayala

The "Growth Path System (G.P.S.)" visually outlines the factors influencing career paths and how FAR
employees can progress to achieve their long-term goals.

LONG-TERM
CAREER PLAN

L EADERSHIP

‘ I I Enrich

P ROFESS I ONA L

»

19




GROWTH PATH SYSTEM: CAREER MANAGEMENT
1. FOUNDATION

Begin by assessing strengths, interests, values, and skills.

« "How have you contributed to your team's goals?” pX(Aly?Ia
+ "How have you contributed to your Ayala’s goals?” Syl

My Evaluations  Subordinate Evaluations

Proficiency

+ CORE COMPETENCIES: “Are you equipped with essential capabilities, knowledge,
and skills to deliver value in your respective field?”

PERFORMANCE

LEADERSHIP COMPETENCIES: “Are you equipped with specific qualities, skills, and
behaviors to inspire, guide, and drive your teams and organizations towards
success?”

Roles * FUNCTIONAL COMPETENCIES: “Are you equipped with specific skills, knowledge,
and expertise required to perform effectively and excel in your job or role?”

ot
(ol
e\e!
[

“‘I
2
0

0!
o“&
<©'

Potential

Home Objectives Job Charter

Performa nce Job Charters and KPIs

Progress Review

X Ayala

Welcome Xandra Feliza Galang!
Logout. 7

Skills Dashboard

(S o S
S EE

« ASPIRATION: “Are you ready for a bigger accountability?”

Talent Classification Tool

Q Rising Star

+ ABILITY: "Do you have the capability to succeed?”

+ ENGAGEMENT: "How committed are you to your purpose?”

D o

Critical

Resource

Core

~V Contributor

EXCEEDS EXPECTATIONS




GROWTH PATH SYSTEM: CAREER MANAGEMENT '

2. ACCELERATORS

X Ayala

Employees may seek out development programs that align with their career aspirations.

The Four E’s of Capability Development

- Training Courses
- Workshops 10%
- Books

EDUCATION

S
A
e\eX
e

- Coach / Mentor
- Peer Learning 20%
Individual Development Plans - Networking

Name

e LEARNING AND DEVELOPMENT ACTIVITIES TIME TARGET
Technical

mmmmmm
y REQUIRED

‘Customer

=l - Job Assignments
- Immersions /
s Shadowing

- Secondment

70%

Lk

- Tools
ENVIRONMENT - Technology

- Systems




GROWTH PATH SYSTEM: CAREER MANAGEMENT

3. ROLES

X( Ayala

Employees may be open to lateral moves and cross-functional transitions to consider challenging roles,
new experiences, and acquiring a well-rounded skill set that contribute to their long-term growth.

"= Career Tracks Career Profiles

‘Career Path Template

Roles

Career Conversation G.U.I.D.E.

Discussion Template

beserw durirg your i cument or

How Do | Prepare for Career Conversations?

22




GROWTH PATH SYSTEM: CAREER MANAGEMENT
TALENT MOBILITY + CAREER MANAGEMENT TOOLS

X(Aya\a
PeopleScore
PERFORMANCE - JOB CHARTERS & KPIS :
FOUNDATION PROFICIENCY SKILLS LIBRARY
Rising Star a fockatar
POTENTIAL TALENT CLASSIFICATION % - o s
% 8 ume O e
T CAREER GOALS
EDUCATION TRAINING, WORKSHOPS, BOOKS
ACCELERATORS EXPOSURE COACHING, MENTORING, NETWORKING
EXPERIENCE SPECIAL PROJECTS, OJT, SECONDMENT

ENVIRONMENT ONLINE TOOLS, REFERENCES, SYSTEMS

CAREER ASPIRATION & PATHS

ROLES CAREER TRACK

TALENT PROFILE

CAREER PROFILE
CONVERSATION GUIDE




X Ayala

CAREER CONVERSATION

.D.E. for EMPLOYEES

G.U.l

al,
T 4

AR

BCY O\

N
EHIBEAREERERE

=

=
_“Jﬂw:m—rm-m-
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CAREER MANAGEMENT

CAREER CONVERSATION G.U.1.D.E.

X

Discussion Flow and Topics

Instructions: Use the sample flow below during a career conversation. When preparing for a career conversation, choose the topics you would like to highlight and
share to your immediate supervisor.

TIP: It is highly advisable to conduct career conversations once a month (with one hour every session).

Flow

Objective

Topics

O Explain how your career goals evolved since your last discussion, and what steps you have taken to work towards them.
G Gather Data O Share any recent achievements or milestones related to your career goals.
Q Share any challenges you've encountered that might be affecting your progress towards your career objectives.
O Share what you consider to be your key strengths and how have you been leveraging them in your current role.
U Understand O Describe a task or project that you've enjoyed working on the most recently. Include what aspects of it you found particularly
Strengths fulfilling.
Q Share what type of work environment or projects you feel you excel and contribute most effectively.
Identif Q Identify any skills or areas of expertise you'd like to further develop to enhance your performance or broaden your responsibilities.
| 0 or}c/unities O Determine specific projects or tasks you're interested in exploring that would help you stretch your capabilities.
PP Q Share what resources or support you believe would help you make the most of your growth potential in the upcoming months.
O Based on our discussion, share some immediate actionable steps you would like to take to move closer to your career goals.
D Develop Plans O Explain how you envision your role evolving over the next year, and what milestones could mark your progress.
O Outline some potential short-term (1-3 years) and long-term (3-5 years) targets that align with your career aspirations.
0 Ask how your manager can support your career development plans and objectives moving forward.
E Ensure O Agree on the kind of regular check-ins or touchpoints would be beneficial to help you stay on track with your goals.
Q

Commitment

Clarify what your manager needs to see as your next steps following this conversation, and how can you ensure a continued focus
on your growth and development.
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PERFORMANCE
MANAGEMENT SYSTEM

How are employees supported and evaluated against
the elements and standards of a performance plan?




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT SYSTEM (PMS)

X Ayala

Performance management is a process by which managers and employees work together to plan, monitor and

review an employee’s work objectives and overall contribution to the organization.

The performance management process provides a framework that supports our pay for performance culture and allows for equitable,
transparent, and data-based reward decisions.

Drivers of Total Rewards Compensation Decisions PMS Objectives PMS Cycle

ORGANIZATION Reward for application of
PERFORMANCE skills, delivering value, impact
and overall experience \

MARKET PRACTICE

Annual

Incentive
EMPLOYEE
PERFORMANCE

REWARDING MONITORING

Continuous
Process

Retain key talent

Maintain competitiveness

Differentiate rewards for . < .

high vs. low performers

GICIONC




PERFORMANCE MANAGEMENT SYSTEM
PERFORMANCE MANAGEMENT MUST-HAVES

Performance Measures

 Clear Objective, Aligned, Measurable .
Metrics For Performance

Measurement & Evaluation

Performance Architecture

» Ongoing coaching and performance
feedback

» Mid-year checkpoint and formal
annual appraisal/evaluation

+ Alignment to other HR related
milestone such as promotion cycle
and bonus payout

v

X Ayala

Rewards & Incentive

Individual performance incentives
Organization-pooled performance
incentives

Other non-financial incentives (e.g.,
access to training for high
performing individuals)

Bonus budget allocation process

Performance Governance

Number of appraiser and evaluation
process accountability
360-degree feedback

Performance Improvement Plan

28



PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT THROUGH S.P.E.E.D. “ X ‘

It is imperative to adjust the performance management activities to emphasize agility, highlight individual’s strengths
and promote a high performing culture.

Snapshots
Dialogues Brief but structure feedback requested by

employees in a form of survey to any supervisors

they worked with across the company throughout
the year to assess the employee’s performance at

any given time in a specific task/ work/ project.

Pulse Survey

A short survey given to employees requesting for
snapshots that yields insights about the employee’s
experience during the specific task/ work / project.
This helps drive team action planning, engagement
and performance. This is not used to rate the
supervisor. Follow up dialogue occurs to discuss

Regular career conversations and performance
coaching to provide individuals a view of their
performance and careers holistically, discover
individual strengths, and advise on professional
development

Evaluation

Formal Employee Review to be used to
rate employees annual performance
and discuss specific talent classification
and what needs to be done to develop,
engage, and grow individuals within

the talent pool and make improvements on employee experience.
pool. Expectations

Frequent, future-focused conversations between a
supervisor and an individual about the work to clarify
expectation and provide real-time feedback.




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE

N

X Ayala

“Planning” means setting performance expectations and goals for groups and individuals to channel their
efforts toward achieving organizational objectives. It is a collaborative effort involving both the Immediate

Supervisor (IS) and Employee.

< Includes the measures that will be used to determine whether expectations and goals are being met.

STEPS ACTIVITIES

* Identify how the employee’s job charter should align to the organization’s goals, objectives
and strategic plan.

1. Align to the Business Strategy

» Determine if it reflects the work that the employee is currently doing to deliver the org and
team strategy. If the employee has taken on new responsibilities or the job changed
significantly, the charter should be updated. This will also serve as basis of our Skills
Inventory, Job Architecture and Strategic Workforce Planning.

2. Review/ Update the Job Charter

» Specify the goals and tasks that need to be accomplished.
* Set measurable targets.
3. Set Clear Goals » Develop and agree on clear measures, state when one is “Fully Meets Standard” , etc.
» Identify weight of each tasks or goals.
*  Outline specific timeframe .

» Sign off by approving the job charter and the objectives set for the year.

4. Document Agreement. » Load Approved Goals in PeopleScore




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — GOAL SETTING

From Goals to KPIs the #AC Way

).

WHAT IS A GOAL?

A broad, overarching outcome that an individual or organization aims to achieve.
Example: Enhance overall workforce effectiveness within Ayala Corporation.

WHAT IS A KEY RESULT AREA (KRA)?

Specific areas or domains critical to the achievement of goals. They represent the main functions or
responsibilities of an individual or a department.

Example: Develop and implement talent acquisition strategies to ensure a continuous pipeline of candidates.

WHAT IS A KEY PERFORMANCE INDICATOR (KPI)?

Measurable criteria that indicate the level of success in achieving KRAs or goals. KPIs provide
quantifiable benchmarks for performance evaluation.

Example: Increase the percentage of successful hires by 15% within the next quarter.




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — GOAL SETTING LINE OF SIGHT ‘

What we aim to achieve:

We aim to create a high-
performing organization
through setting up a
customized, goal-driven
performance
management system to
identify and reward our
best talent.

Create transparency and
alignment behind company-
wide strategy

Provide a direct link between
individual and company
goals.

Reinforce what high
performance looks like at AC

'y
'y
y

X Ayala

Company Goals

kStrategic Goals (AC's KPI)

Departmental Goals (Group Head's KPI)

Team Goals (Line Manager's KPI)

Individual KPI

32



PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — GOAL SETTING LINE OF SIGHT

‘ v X Ayala

X Ayala Corporation

ATl 1 /Active Portfolio Management

Expected of

a HoldCo... »  Ensure strategic direction of BUs aligns with our outlook

«  Drive performance metrics & synergies
. Portfolio recommendations or realizations

2 Strategic Business Development

» Exploring new or concentric industries

« Build and grow strategic partnerships and relationships

3 Human Capital Management

» Source of talent and leadership for our companies

4 Center of Excellence

...Ayala « Brand building

choice to * Regulatory and Public Affairs

push this » Driving aspects of our culture and group capabilities
agenda (evolve over time: Innovation, Analytics, Sustainability)

(1) @} Active Portfolio Management

€

(4

PUREFOODS | jvejt O iPEOPLE

Strategic Business Development

,
P =~ ;\\ ﬁgﬂfalth
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PERFORMANCE MANAGEMENT SYSTEM
PERFORMANCE MANAGEMENT CYCLE — ORG KRAs

X Ayala

X Ayala WEIGHTS 2023 TARGETS SCORE
20% | Reported net income target of P30bn XX
10% | Outperform Philippine conglomerates’ average 3YR TSR XX
10% | Ensure achievement of Logistics and Health targets XX

Focused Execution R/} ) .
10% | Launch EV entity and secure critical partners XX
10% | Maintain healthy levels of Cash Adequacy (CAR, Net Gearing, and LTV) XX
10% | Execution of key portfolio moves and value realization initiatives XX

Drive leadership in sustainability in the Philippines

. o 10% 10% ) . - . . XX
Sustainability 0% 0% * Completion of the climate ambition roadmap for all core business units (South Pole)

Leadership in

* Completion of a social pillar roadmap with clear targets set by year-end

Solidify our reputation as employer of choice
10% | 10% XX

. * Senior officer transition & enhancement of career development plans
Transformation

Deliver on critical transformation initiatives of our business units, through our various centers XX

o, o,
10% | 10% of excellence (e.g. analytics, brand, public policy, internal audit, legal, etc.)

FINAL 2023 SCORE XX




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — SMART GOALS

M - A

IDENTIFY TEAM INTERDEPENDENCIES

Identify dependencies early on to determine level of accountability and

establish healthy partnerships. S M R T
[ ) [ J [ ] [ ]
QD INTRA-TEAM DEPENDENCIES

Internal Dynamics of a Specific Team SPECIFIC to the responsibilities of
the department/team

What do you need from others on the team to
succeed?

= MEASURABLE  and objective
INTER-TEAM DEPENDENCIES .

Collaboration & Synergy Required Across
Various Teams

4+
%,

ACH | EVABLE but stretched

RELEVANT to the business directions
TIME-BOUND within Q4 of 2023

Does the achievement of your goals require collaboration
with or contributions from someone else’s team?

EXTENT OF COMMITMENT

Is there commitment to the
contribution?




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — CREATING A GOAL STATEMENT

AR -
I—) Verb I—) Definite targets

Exponentially increase revenue by X%
within the next Y years through diversifying
customer base and developing new
revenue streams.

I—) Approach




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — CREATING A GOAL STATEMENT

M4
I—) Verb |—> Approach

Design and implement a digital communication
program to communicate organizational strategies,

engage team members, and achieve
a target average evaluation score of 3/4 or above by 2023.

T

Definite targets
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PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — SETTING PERFORMANCE MEASURES ‘

X Ayala

Quality Quantity Timeliness

The degree of The amount or The practice of finishing

excellence of number of work work earlier or at an
outputs completed agreed deadline
No data Weekly Report

errors every Friday




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — SAMPLE GOAL STATEMENT

BD / SALES

I-) Strong verb I-) Definite targets

‘ v X Ayala

Exponentially increase  revenue by X% within the next Y years through
diversifying customer base and developing new revenue streams.

Approach (—I

KPI: KPI: KPI:
SALES GROWTH GROSS PROFIT NET PROFIT MARGIN
MARGIN
HOW TO MEASURE: HOW TO MEASURE: HOW TO MEASURE:
The percentage of net Gross profit divided by net The percentage of revenue
sales from one period sales (percentage of total ) after operating
to another. sales revenues generated). expenses, interest and taxes

have been deducted.

39




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — SAMPLE GOAL STATEMENT

‘ v X Ayala

IT

I-) Strong verb I-) Definite targets

Efficiently reduce mean time to resolve high-severity information
incidents by X% by streamlining escalation procedures.

Approach <—|

KPI: KPI:

KPI:

MEAN TIME TO RECOVERY

MEAN TIME TO REPAIR MEAN TIME BETWEEN FAILURES

+ + +

HOW TO MEASURE: HOW TO MEASURE: HOW TO MEASURE:

The percentage of net sales from The average time it takes to repair The average timg between repairable
one period to another and test a system. failures

40



PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — SAMPLE GOAL STATEMENT ‘

)X( Ayala

Sustainability

|-> Strong verb I-) Definite targets

Identify and implement a sustainability strategy directly contributing to
9-10 out of 17 UN SDGs by aligning initiatives to overall business direction.

Approach (-I

KPI: KPI: KPI:
CORPORATE GOVERNANCE TAINABILITY STRATEGY
MANAGEMENT SUSTAINABILITY REPORTING SUS S G
HOW TO MEASURE: HOW TO MEASURE: HOW TO MEASURE:
i li d ime discl f I Quality, on time identificati d
opucrgetpolcnmd WYl Sl o s o
procedures created and cascaded its adherence to accepted global the UN SDGs of the sustainability

for sustainability reporting framework standards strategy for the AC

41



PERFORMANCE MANAGEMENT SYSTEM
PERFORMANCE MANAGEMENT CYCLE — WEIGHT DISTRIBUTION

Considerations in Determining Weights

1. Impact to the set business goals
2. Financial effect to the org or department

3. Relevance to the nature of business or
actual work

4. Complexity of task (highly technical tasks,
effort given, time allocated)

"Weigh What Matters"




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — KRA SCORING ‘

X Ayala

» Distinguish above average performance from truly exceptional accomplishment;
3 = a good score

» A more “subjective” approach can be used for certain quantitative metrics, and for
the qualitative benchmarks

» Managers will still determine and weight their own KRAs; standardization only
applies to how we measure




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — KRA SCORING

X Ayala

“3.0" is a score that captures the rigorous standards of AC.
o All talents managed by unit heads will have to set goals/targets that will reflect a score of a 3.0 that fully meets the standards of AC.

9 Talents will only have to define what a score of a 3.0 is.

Scoring system and timeline

Scoring system

M% [ Stretched targets/goa|s }

. ' A talent can score more than a 3.0,
Underperformer ST G TS ruty Zgii;;gi;&iomus determined by both the group and unit head,
and this will be calibrated within the group,
Timeline (Maximum score for self- and across groups in a Holdings ManCom
rating is a 3.0) meeting
Talents will define what merits a 3.0. From the baseline score of 3.0, group and unit heads will discuss if

the talent deserves a score below or above a 3.0.
Submit 2023 worksheets with definitions
of 3 to Unit Head and Group Head By December, all individuals should have an indicative score
for 2023, and start setting their 2024 KRAs. These will be
finalized by end of January.




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE “ X ‘

RN "Monitoring"” means consistently measuring performance and providing ongoing feedback to employees on

MONITORING MONITORING their progress toward reaching their goals.

Includes monitor results (what) and behaviors (how) to determine how far/ close the employee is from
accomplishing the defined targets.

STEPS ACTIVITIES

» Assess progress towards meeting performance objectives using the agreed targets set at the start of the year.
This activity is ideally done at least once a month through “Coaching and Mentoring”.
1. Assess Progress » Coaching focuses on specific skill development and performance improvement through structured, short-term
sessions, while Mentoring aims at long-term career development, offering informal, sustained guidance and
insights.

» Identify any barriers and performance gaps that may prevent the employee from accomplishing performance

2. Identify Barri PR
entity Barners objectives and what needs to be done to overcome them.

3. Share Feedback » Share constructive feedback on progress and gaps relative to the goals.

» Identify any changes that may be required to the work plan as a result of a shift in organization priorities or if

4. Plan Ch . . (L epeas i .
anh thanges the employee is required to take on new responsibilities. Include behavioral attributes as well.

* Determine if any support is required from the IS or others to assist the employee in achieving objectives.

* Input plans in the Individual Development Plan of the employee for continuous monitoring and
developmental support.

* Use a Performance Improvement Plan, if necessary,

5. Extend Support




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE

X Ayala

N

™ | MONITORING $ Data Gathering

-
Reactive data Proactive data
« The data comes to you * You've got to go to get the data
Examples

Examples
*  Revenue analysis

. Feedback

«  Comment/registration cards

* Interviews, focus groups

. Hotline reports ..
P . Gemba visits

. Tickets resolved

. Market research

. W lai .
arranty claims . Benchmarking

. Web site hit-rate
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PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — MONITORING WITH DATA ‘

X Ayala

Two Kinds of Data that you must be able to distinguish...

Discrete data ﬂ Continuous data

DISCRET . . CONTINUQUS
. consists of distinct and l.003 2.003 represents
Ht L027  1.098

separate values. These measurements along a
1, 889 [ 477 :

values are often counted 2.004 3, 00l continuous scale. It can

and are typically whole take any value within a

numbers, representing range and is often

M
|

o individual and separate ! associated with
entities. measurements that can
be fractionated.
Example: The number of completed training Example: The average time spent on a task by
sessions by employees in a specific period. This employees. This data is continuous because it
data is counted in whole numbers, and each can take any value within a range, and it is not

training session is a distinct entity. limited to whole numbers.




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE — MONITORING WITH DATA ‘

X Ayala

Data Specifications

The Upper Specification Limit is the maximum
acceptable value for a particular metric or
performance indicator.

» Setting Standards: Defining the maximum
acceptable level of performance for a metric.
* Monitoring Performance: Comparing actual

R , performance against the USL to identify deviations.
- 2 . Identifying Issues: Quickly spottipg.outliers and
| anomalies that exceed the upper limit.
N / N\ « Continuous Improvement: Using USL to drive
ongoing performance enhancement.

« Quality Control and Risk Management:

10 N
i \ Managing and mitigating risks associated with
ﬁ;% LW performance deviations.

Frequency

T — * Feedback and Goal Alignment: Communicating
IR e el S the USL to align individual and team goals with
USL organizational standards.

(Upper Specification Limit)




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE

X Ayala

“Developing" - increasing the capacity to perform through training, giving assignments that introduce new
skills or higher level of responsibility, improving work processes, or other methods.

Development efforts can encourage and strengthen good performance and help employees keep up with
changes in the workplace.

I8

1. Conduct Skills Assessment

ACTIVITIES

» Identify individual and team skill gaps through assessments and performance evaluations.

* Input plans in the Individual Development Plan of the employee for continuous support

L * Enroll employees on programs addressing identified skill gaps, ensuring relevance and effectiveness.
2. Targeted Training Initiatives Pioy Prog d 9ep J

* You may maximize LinkedIn Learning as our platform to learn about diverse topics.

Provide assignments that introduce new skills or higher responsibilities to encourage continuous

3. Assign Experiential Tasks learning and growth.

» Identify and improve work processes, eliminating inefficiencies and leveraging technology for

s SITCE S L ela. AT enhanced productivity. You may use the Capacity Calculator if bandwidth is the challenge.

* Implement a robust feedback system within your team to provide constructive input, enabling
5. Establish Regular Feedback individuals to refine their skills and enhance performance.
Mechanism and Loop » Establish a feedback loop to share Lessons Learned with relevant stakeholders, teams, and decision-
makers involved in similar projects or activities.




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE

N
ASSESSING “Assessing” means evaluating employee against the elements and standards in an employee's performance

plan, summarizing that performance, and assigning a rating / value of record.

ASSESSING

é.

STEPS ACTIVITIES

« Summarize the work accomplished during the previous year relative to the goals that were set
and agreed upon at the beginning of the performance period.

* Include capturing the key results, accomplishments and possible reasons for shortfalls for each of
the objectives.

» Itis ideal to have a formal mid-year assessment to plan if goals need to be adjusted for any
unforeseen circumstances or risk mitigation.

1. Gather Performance Data

» Dig deeper into the root causes of challenges and failures to identify underlying issues and

2. Analyze Root Causes contributing factors.

» Document challenges and root causes encountered during the year to enhance future

3. Capture Lessons Learnt L . .
performance by leveraging insights gained from past experiences.

» Integrate the identified lessons into existing processes, policies, or procedures to prevent the

4. Streamline Work Processes : - .
recurrence of issues and to enhance future decision-making.



PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE - ASSESSING

Value and Non-Value Adding Activities

Whether an activity is value adding to your goals depends on how the stakeholders sees it

What is it?

Value Adding Activities

Activities core to the product or
service or process that the
stakeholders want

Necessary but
Non- Value Adding

Activities that do not add value
from stakeholder’s perspective
but is required by the business

Non-Value Adding

Activities that do not add value
from stakeholder’s perspective
and is not willing to pay for/
engage with

How to see it?

Is the Product or Service or
Process Transformed by this
activity?

Does it add a feature, function
or form to the product or
service that the customer is
willing to pay for?

Does this activity:

1. Reduce Identified Risk?

2. Comply with some
regulation?

3. Comply with some internal
control?

4.  Does anything bad happen
if we remove this step?

1. Does this activity create a
known type of waste?

2. s the customer willing to
pay for it / stakeholder
willing to engage with it

3. Isitare-work or corrective
action?

Action Mode

Increase the Quality of activities
related to your goals

Try to separate this activity from
your main goals so that your
goals are not impacted by the
time it consumes

Reduce and ultimately eliminate
it

X Ayala
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PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE - ASSESSING

X Ayala
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PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE - ASSESSING

Two Schools of Thought about Process Analysis

Process Step

As-Is Approach <>

Process Step

Process Step

Process Step

Find out what needs to be
Map the As-Is Process changed / Improved on Map the To-Be Process Implement the Changes

Process Step

oHolle

Process Step Process Step

Clean Slate Approach
“What Good Looks Like”

e

Map the Should Be Process Map the As-Is Process
(Ignore the As-Is)

Process Step Process Step

oHolle
J (1L

Create a Transition Plan
from As-Is to Should Be
and implement

Gather the
Requirements




PERFORMANCE MANAGEMENT SYSTEM

PERFORMANCE MANAGEMENT CYCLE

)X(Ayala

“Rewarding" refers to the process of recognizing and compensating employees for their contributions,

achievements, and overall performance. Rewards can take various forms, including financial incentives, non-
REWARDING
REWARDI NG monetary recognition, career development opportunities, and other benefits. The goal is to motivate and retain

high-performing employees, align their efforts with organizational objectives, and reinforce a positive and

performance-driven culture.
<

STEPS ACTIVITIES

+ Identify employees who have consistently exceeded expectations and demonstrated
exceptional performance during the evaluation period.

1. Identify High Performers

» No one size fits all approach. Tailor rewards to individual preferences and needs. Some
2. Choose Appropriate Rewards employees may value financial incentives, while others may prefer opportunities for career
growth or work-life balance.

* Provide timely recognition and rewards to employees. Delays in acknowledging and rewarding

= A7 (ke exceptional performance can diminish the impact of the incentive.

i’égggz":ﬁous FRETELGE » Accompany rewards with constructive performance feedback. Highlight specific achievements

and behaviors that led to the reward, reinforcing desired behaviors.

* P - Praise the Positive
* E - Empathize
« P -Plan How to Level Up

5. Normalize PEP Talks in
Performance Dialogues
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PROMOTION GUIDELINES




PERFORMANCE MANAGEMENT SYSTEM

PROMOTION

X Ayala

Promotion General Guidelines:

« A promotion is a career opportunity for an employee involving additional roles & responsibilities, higher competency, proficiency and/or skill set, and a larger
sphere of influence. It refers to the upward movement of employees within the company for a new higher job role, tasks, and responsibilities.

» Employees are promoted when they have successfully taken on a wider scope of responsibility and have demonstrated their ability to perform at the next
career level.

* Promotions shall happen once a year only during appraisals. (April announcement and retro January)
» Any employee nominated for promotion during appraisal shall be mandatorily evaluated on the criteria below.
* In case of one or more recommendation at the same position, employee with a higher qualification shall always be considered.

CRITERIA DESCRIPTION
* Two (2) years in the role; last date of promotion is no less than two (2) years. Two (2) years in a position/level is not an automatic trigger

for promotion.

* Performance ratings in the past show an increasing/improving trend i.e., Performance history of at least 3 out of 5 (Fully Meets
Performance Standards/ Meets Expectations).

History » Has contributed to the increased productivity of his/her department, or project.

* No rating of Needs Improvement for the past two (2) years. The employee should not be currently enrolled in the Performance
Improvement Program (PIP).

* No disciplinary record in the last two (2) years, no on-going incidents, case within the company.

* Next role aligned to the AC Standard Career Level Expectations (i.e. Leading through Functional Performance, Leading through Others,
Orchestrating Operational Excellence, Shaping Organizational Direction, Defining Enterprise Vision)

Next.que U Job Content and Scale (breadth and depth)
Description .
U Job Complexity
U Autonomy and Scope
* Demonstrated competencies for the next level via:
Competency O Assumption of an expanded job scope
Level O Improvement in the Core and Leadership Proficiency level

O Solid performance in the expanded job scope




PERFORMANCE MANAGEMENT SYSTEM

PROMOTION — CHOOSING FUNCTIONAL REPRESENTATIVES (FR)

)X(Ayala

Selecting appropriate functional representatives for promotion deliberations is crucial for ensuring a well-rounded and informed evaluation process. Here are some
considerations to guide you in choosing functional representatives:

No. Group/Unit Pop # of FR
Corporate Strategy
1 and Business 13 1
Development
Corporate
2 Governance 30 2
D .
3 ata An:l.ytlcs and 6 1
i
4 Public Affairs 13 1
Sustainability and
> Risk L 1
Corporate
6 Resources 38 2
7 Finance 40 2

1. Seniority and Experience: Opt for representatives with a level of seniority and experience that reflects a deep
understanding or exposure to the most of the functional domains in the organization. Their years of experience should
contribute to a comprehensive evaluation.

2. Objectivity and Impartiality: Ensure that functional representatives can maintain objectivity and impartiality
throughout the evaluation process. Individuals who can assess candidates based on merit, performance, and potential
without personal bias are ideal.

3. Leadership Qualities: Look for representatives who exhibit strong leadership qualities within their functional area. Their
ability to assess leadership potential in others is valuable for identifying candidates ready for higher roles.

4. Communication Skills: Choose representatives with effective communication skills. They should be able to articulate
their observations and evaluations clearly during deliberations and provide constructive feedback.

5. Understanding of Organizational Goals: Select representatives who have a clear understanding of the broader
organizational goals and how the functional area contributes to achieving those goals. This ensures alignment with the
company's overall strategy.

6. Team Collaboration Experience: Individuals who have experience collaborating with other functional areas and
fostering cross-functional teamwork can provide insights into how well a candidate may integrate into a higher role that
requires collaboration.

7. Past Involvement in Talent Management Initiatives: Consider representatives who have been involved in talent
development initiatives or have a track record of nurturing and developing individuals within their functional teams.

8. Advocacy to Company Values and Diversity and Inclusion: Ensure that the chosen representatives embody and
promote the company's values. Their commitment to ethical conduct and adherence to organizational principles
contribute to a fair and just evaluation process. Encourage representation from diverse backgrounds and perspectives to
foster inclusivity in the promotion process. This helps in mitigating biases and promoting a fair evaluation of candidates.



PERFORMANCE MANAGEMENT SYSTEM

X aval
PROMOTION —FUNCTIONAL REPRESENTATIVES (FR) ROLES yala

In the context of promotion deliberations, functional representatives play pivotal roles as evaluators, contributing unique perspectives and insights to ensure a
comprehensive and fair assessment of candidates. The critical roles of functional representatives in this process include:

1. Subject Matter Expertise: Utilizing their in-depth knowledge of the specific functions or departments, functional representatives provide valuable insights into the
technical and operational competencies required for success in higher roles.

2. Performance Evaluation: Assessing the candidate's performance against key performance indicators (KPIs) and objectives within their functional area, ensuring
alignment with organizational goals and standards.

3. Competency Evaluation: Evaluating the candidate's competencies, skills, and proficiency in the functional domain, providing a nuanced understanding of how well
the individual meets the technical requirements of the higher role.

4. Cultural Fit and Collaboration: Examining the candidate's ability to collaborate and integrate within the organizational culture, assessing how well they contribute to
cross-functional teams and promote a collaborative working environment.

5. Leadership Potential: Identifying and evaluating leadership potential within the functional context, including the ability to inspire, guide, and lead teams effectively
toward achieving departmental objectives.

6. Strategic Alignment: Ensuring that the candidate's career aspirations and development goals align with the strategic objectives of both their functional area and the
broader organization.

7. Feedback Provision: Offering constructive feedback on the candidate's strengths, areas for improvement, and potential developmental opportunities, contributing to
the individual's growth and readiness for the higher role.

8. Risk Assessment: Assessing any potential risks or challenges associated with promoting the candidate, including how well they can handle increased responsibilities
and adapt to changes within the functional context.

9. Advocacy for Diversity and Inclusion: Promoting diversity and inclusion by considering candidates from underrepresented groups within their functional area,
contributing to a more inclusive and equitable promotion process.

10. Collaboration with HR: Collaborating with SHR to ensure that the promotion process aligns with organizational policies, procedures, and legal requirements.




PERFORMANCE MANAGEMENT SYSTEM '
PROMOTION

)X( Ayala

10 Step Promotion Process > Annual Cycle - Announcement on April; Retroactive January 1 of the year

IS/ Unit Head Group Head SHR - Talent Management

: . 5. Review 6. Present
oGz llion 12 eligibility and Promotion
consolidate Recommendation
written feedback Summary and
Form and : Talent from the 5 secure a | of
‘ der his/h ] pproval o
nominate 5 di teerarﬁ/ ol Management OerZZCShfgrr?:;E nominated CHRO to proceed
evaluators. ' (TM) evaluators of IS to L1 deliberations
& Group Heads stage.

1. Accomplish
the Promotion
Nomination

3. Endorse the
recommendation
forms to SHR -

nominated
Functional
Representatives

2. Review,
approve or deny
the nominations

deliberation.

L4 Board NomComm L3 Holdings Mancom L2 Group Heads L1 Functional Reps

(Managing Director and Up) (Sr. Staff up to Sr. Managing Director) ~ (Sr. Staff up to Managing Director) (Sr. Staff up to Manager)

7. Provide critical
incidents as case for
promotion during
deliberation day. Inputs

8. Approve or Deny
Promotions based on
level, feedback and

10. Approve or 9. Approve or
Deny Promotions Deny Promotions

\

Promotion

based on level, based on level, ted
feedback and feedback and presented cases. will be recorded as data

Announcement presented cases. presented cases. Inputs will be recorded as data for next level

for next level endorsement. endorsement.
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PROMOTION DELIBERATION & APPROVAL MATRIX ‘ )K Ayala
* Functional Representatives (FR) - composed of selected one-downs of the Group Heads. The number of representatives per
group is determined based on the headcount of the groups; Convenes and deliberates for Levels 2-5
* Group Heads — Heads of Departments; Nominates FRs; Approves FR's recommendations for Levels 2-5
* Promotion Board
* Holdings ManCom - Promotions Board composed of the Holdings Management Committee (ManCom).
» Corporate Governance & Nomination Committee — Composed of Selected Board Members

Promotion Board

L2
13 L4

Group Heads o
P Holdings ManCom Corp Gg;/n?ml\ilt(:(r;matlon

X

L1

Promotion to Functional
Representatives

Level 2 - 5

(Sr. Staff up to Manager)

Level 6 - 8

(Sr. Manager to Executive Director)

Level 9

(Managing Director)

Level 10

X X X <
X< CKL

v
v X
d v
v v

(Senior Managing Director)
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PERFORMANCE
IMPROVEMENT PLAN (PIP)




SUCCESSION MANAGEMENT

PERFORMANCE IMPROVEMENT PLAN (PIP) ‘

X

A Performance Improvement Plan (PIP) is a document that helps employees understand their skills, identifies gaps,
and sets clear expectations for job roles.

Each PIP is unique to the needs of an employee. It identifies and lists gaps as well as the action steps that will lead
directly to improvements aligned with job roles and expectations. This is not a one-size-fits-all approach and should
be created with input from managers/ immediate supervisors, the employees themselves, and HR.

BENEFITS OF PIP:

Growth Mindset Culture: PIPs support a culture of continuous learning and improvement.

Skill-Performance Alignment: Identify gaps between employee skills, performance, and job roles.

v
v
v" Clear Path for Improvement: Provide employees a clear path to enhance work quality, set goals, and meet growth targets.
v' Positive Culture Promotion: Prevent negative connotations by using PIPs proactively for improvement, not just for failures.
v

Employee Empowerment: Employees embrace PIPs when part of a culture empowering them to take control of their
improvement.

<\

Productivity and Happiness: Recognizing employee value and setting clear expectations enhances productivity and employee
happiness.

\

Purpose-Driven Work: Supports purpose-driven work, community building, and deeper relationships.

v Turnaround Opportunity: Effectively implemented PIPs offer an opportunity to turn around performance issues through
targeted action plans.



SUCCESSION MANAGEMENT

PERFORMANCE IMPROVEMENT PLAN (PIP)

WHEN TO IMPLEMENT A PIP?

v Addressing Poor Performance: Addressing poor
performance is a common managerial challenge,
requiring a plan of action for improvement.

v' Employee's performance is affecting
colleagues' performance and attitudes.

v' Employee's performance significantly
changed or consistently missed targets.

v Addressing Employee’s Lack of Role Clarity: A
PIP is valuable when an employee lacks clarity
about their job or expectations, or when
additional support can enhance their contribution.

v Targeting Improvements: The focus of a PIP is to
pinpoint areas for improvement while recognizing
and reinforcing areas where the employee excels.

X Ayala

WHEN TO AVOID A PIP?

Misuse as Termination Tool: If PIPs are perceived as tools for
termination, it creates fear and hinders genuine performance
improvement.

Personal Issues Between Employees and Managers: PIPs are
not remedies for personal issues; effective collaboration requires
mutual respect between managers and employees.

Personality Misalignments: PIPs can address misalignments by
facilitating transitions, but may not be suitable for broader
organizational shifts.

Competency Misalignment with Organizational Changes: PIPs
may not benefit employees when competencies are misaligned
with new job requirements due to organizational shifts.

Serious Incidents: Avoid using PIPs for serious incidents like
theft, violence, or gross insubordination; other measures are more
appropriate.
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PERFORMANCE IMPROVEMENT PLAN (PIP)

WHAT TO EXPECT IN A PIP?

Time and Effort:
PIPs ideally last 12
weeks, providing
time for training,
mentorship, and
corrective actions.
Early completion is
possible if goals
are achieved
sooner.

Documentation &
Customization:
Not one-size-fits-
all; each PIP is
individually
designed with
specific outcomes,
requiring effort for
effectiveness.
Everything should
be documented.

Workflow
Distraction: While
PIPs may disrupt
regular workflow,
long-term gains in
productivity from
performance
correction and role
alignment can be
significant.

Uncomfortable
Conversations:
HR's role is crucial
in setting clear
positive
expectations for
PIPs and providing
tools for
uncomfortable
performance
conversations.

Negative
Perception: PIPs
may be perceived

negatively,
potentially seen as

a precursor to
termination.
Framing PIPs
within a culture of
self-improvement
influences




SUCCESSION MANAGEMENT

PERFORMANCE IMPROVEMENT PLAN (PIP)

).

Implementation of Performance Improvement Plan is designed to help employees performing “Below Expectations”/
“Some Deficiencies” / “Deficient” to get back on track by improving their performance up to the expected level

HIGH LEVEL PERFORMANCE IMPROVEMENT PLAN PROCESS

(NOTIFICATION\ (" ) 4 ) ~ ™
PIP Letter & 30 DAYS 26‘?;3/\\!5 4 90 DAYS N 4 N
ide: 15t Review "¢ Review 3rd Review
Agf::j:‘ént Close monitor Improved Meet expectations? FINAL ACTION
& Documentation performance performance? Yes — Check DECISION
\ Template ) kActual vs target) YI\TCS)‘ iiir:/}(s);/eRiTlf \ Cor:(;s’gencg )
k - ) k o - vise RIS ) k ) k )
Apr May Jun July Aug Sep

Sample Timeline Only
(PIP can happen any time of the year.)




SUCCESSION MANAGEMENT

PERFORMANCE IMPROVEMENT PLAN (PIP)
PIP Template: First Check-In (Within last week of the first 30 days)

DECIR A DR =,

X Ayala

o 0
J
M
N (i
-
£
)
m
m
-

PIP Discussion Acknowledged by:

Signature of Employee Signature of Direct Manager/'Supervisor

OBSERVATIONS, PREVIOUS DISCUSSIONS, OR COACHING CONDUCTED

e S man Sra e S0 0 T marins, Jinnnenniany condaciad ivndd e amadavas, A obaniaions vl soaodis dakor s monihs,

IMPROVEMENT GOALS, ACTIVITIES, AND TARGETS

Abrenatinnen For 8300 2003 oFf S, Bt o dRoeo e mant oAb 30 connasnoning Sokilinr, magnear of srssann shank diata, andonsiackad oomolakion Saka,
Improvernent Goals Irnprovernent Activity Meazures of Success Start Date Projected Cornpletion Date




SUCCESSION MANAGEMENT '
PERFORMANCE IMPROVEMENT PLAN (PIP)
PIP Template: 30t and 60t Day Check-Ins (Within last weeks of the 30 and 60 days in PIP)

CHECKPOINT 2: 30th DAY PROGRESS REVIEW
‘ Signature of Direct Manager/Supervisor \

Dates covered:
heazures of Success Progress hotes

X Ayala

PIP Discussion Acknowledged by:

Signature of Employee

ESS CHECKPOINT
s T A T A A 21 TR man i 28 T ity
Improvernent Goals |provernent Activ

[SaJE = LPR] N )

THER MOTES (i.e., Agreements made during coaching sessions, etc.)

CHECKPOINT 3: 60th DAY PROGRESS REVIEW
Dates covered:

PIP Discussion Acknowledged by:
‘ Signature of Employes \ ‘ Signature of Direct Manager / Supervisor \
heazures of Success Progress hotes

1 SR AT PR s B A AT a0 St Aot
Improvernent Goals |provernent Activy

OTHER MOTES (i.e., Agreements made during coaching sessions, etc.)




SUCCESSION MANAGEMENT

PERFORMANCE IMPROVEMENT PLAN (PIP)
PIP Template: 90t Day and Final Recommendations (Within last week of the 90 days in PIP)

CHECKPOINT 4: 90th DAY PROGRESS REVIEW & RESULTS
Dates covered:

\¢

PIP Discussion Acknowledged by:

‘ Signature of Employee / Date \

AT DA A A Ao 2.2 dmonowamant Sinat S dedi

Signature of Direct Manager / Supenvisor / Date

Improvernent Goals

Improvernent Acti

heazures of Success

Progrezz hotes

3
]
al

OTHER NOTES

PIP RESULTS & FINAL RECOMMEMNDATIOMNS

O pass O ran O EXTEND

SIGNATORIES

) Signature of Employee / Date ) Signature of Manager / Date I } i Signature of Group Head / Date

X Ayala
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CAPABILITY DEVELOPMENT

CORE COMPETENCIES

X( Ayala

---------------- Head
Knowledge & Skills

PROBLEM
SOLVING &
DECISION MAKING

Entails analyzing
situations, identifying
solutions, and making
informed choices that
address challenges

TECHNICAL
KNOWLEDGE/
FUNCTIONAL EXPERTISE

Involves possessing
specialized skills and deep
understanding within a
specific domain, enabling
proficient problem-solving

BUSINESS
ACUMEN
Encompasses the
ability to comprehend
and interpret complex
business environments,
making informed
decisions that drive
strategic success.

Heart------------------l-
O O

EQ & Communication

LEADERSHIP STAKEHOLDER & and innovation. and C(':)ntl"ibUttl‘-’ to
Ability to guide, inspire, QUALITY FOCUS organizationa
and empower individuals Involves understanding H an d S advancement.

or teams towards diverse stakeholder needs, Delive ry

achieving shared goals expectations, and delivering

and driving exceptional results that align TEAMWORK INNOVATION & RESULTS
organizational excellence. with organizational goals and CHANGE MGT ORIENTATION

COMMUNICATION

uphold high standards.

Entails effectively transmitting and
receiving information through various
channels, ensuring clarity, active listening,
and engagement with audiences.

Ability to collaborate,
communicate, and
contribute effectively
within diverse
groups, fostering
synergy to achieve
shared objectives.

Involves driving creative
thinking, adapting to
evolving environments,
and leading successful
transitions that enhance
organizational progress.

Commitment to
achieving measurable
outcomes, setting and
exceeding goals, and
consistently delivering
value to drive

organizational success.

71



CAPABILITY DEVELOPMENT

LEADERSHIP COMPETENCIES

X Ayala

LONG-TERM O Displays foresight, anticipates factors and emerging trends that will affect business decisions. QO Communicates to stakeholders affected by changes and addresses their concerns and questions to
PERSPECTIVE and O Demonstrates the ability to understand the outcomes of a business decision and creates a clear and encourage buy-in and compliance.
VISIONING compelling desired state. ) ORGANIZATIONAL O Designs an organization and implements a structure appropriate to the business needs and strategies,
U Articulates value proposition for one’s unit that supports and aligns with company vision and strategy. CAPABILITY BUILDING when applicable. Puts the right people in the right roles in order to achieve desired results.
PLANNING O Formulates effective strategies consistent with the business that will support long-term and short-term a Identifies future competencies and expertise required by the organization and develops and pursues
learning and/or hiring plans accordingly.
goals. Q Insti f sh ility and fadil llaboration within and
1 Has strategic capacity to sift through a wide range of information to focus that organization on the critical Instills a sen?e °> shared accountability and common purpose and facilitates collaboration within an
priorities. across organizations.
O Establishes goals, sets priorities and allocates resources to activities that support these goals. PERFORMANCE Q Establishes high standards of performance, accountability, and teamwork to achieve desired results.
MANAGEMENT Q Empowers other; shows confidence in employees’ ability to be successful and delegates appropriate
INNOVATION and 3 Pushes breakthrough thinking by creating an environment conducive for idea generation where people can responsibility and authority.
GROWTH ORIENTATION experiment and take risks. O Fosters an environment where contributions are valued. Celebrates accomplishments and milestones of
O Challenges conventional ways of thinking to pursue new initiatives to support business growth. the members or team.
D Sets up the appropriate systems and structures to support innovation and creativity. PEOPLE DEVELOPMENT |0 Leverages on strengths and addresses areas of improvement of team members.
DECISION MAKING O Makes the best business decisions based on available information in a timely manner. O Provides members the opportunity to practice and develop leadership skills.
O Balances risk-taking versus risk aversion. O Mentors team members. N
O Anticipates possible scenarios and outcomes of business decisions and risks, Q Suppprts career development plans and qpportun1tue§ for teafn members. '
Q Consistently promotes and supports continuous learning and improvement and sharing of best practices
MARKET/INDUSTRY 3 Promotes brand leadership/value proposition to the market/industry. Takes action to enhance the throughout the organization.
KNOWLEDGE and company’s reputation among stakeholders. RESPECT FOR DIVERSITY |0 Promotes an environment that recognizes and harnesses diversity in expertise, competencies and
INFLUENCE 3 Embodies the company's values and is a respected representative of the company and his area of backgrounds.
expertise. i ) ) _ ) o QO unifies and resolves differences in ideas and opinions.
O Takes an active role in shapll_'lg the md_ustr\r_and,’or function using rl?arke‘t ll'ItE”I_gEI'ICE. ACCOUNTABILITY and O Takes responsibility for decisions, actions and results.
O isfully aware of current realities and situations where he can exercise leadership and formulates an TRANSPARENCY Q Ensures that the rationale behind decisions and actions is clear to everyone involved.
appropriate response to client and market needs. Q Delivers on commitments to stakeholders.
PARTNERSHIP BUILDING | Forges mutually beneficial business endeavours and relations that produce better solutions, through QO Balances the interests of the customer, team and organization and does what is best, as and when
and NETWORKING collaboration and consensus. appropriate.
O Provides strategic direction on partnerships that the organization should be pursuing. PROFESSIONALISM and |Q Creates a culture that fosters high standards of ethics by demonstrating personal credibility and practicing
SOCIAL RESPONSIBILITY | P ial ibility and contriby ion buildi ITERy CorpoteRe Vet
romotes social res po'-,'s' ' Ity ,a“ cog tributes to nation building. . O Has good work ethic, e.g. comes to meetings on time and prepares, meets deadlines, complies with code of
O Ensures that the organization is held in trust for a greater purpose, the good of society. Condaet et
a Fon sl::lers thedelxtemal im p“-u:tL of II;IUSII"IESS Hl?:.l\rllles and decisions on customers, market/industry, O Delivers on commitimantsto stakeholders:
Investors, media, government and communities. O Adheres to standards applicable to the practice of one’s profession.
LINE OF SIGHT/  Translates strategy as shared aspirations into specific goals and actions for his team. RESILIENCE Q stays focused on business priorities and delivers despite difficulties and changes in the operating
ALIGNMENT 3 1dentifies, mobilizes and influences key stakeholders to achieve these goals. environment.
1 Establishes clear decision rights to ensure that decisions are made with speed and accuracy based on the O Displays persistence and tenacity, when appropriate.
best available information. O Manages ambiguities, change and new information and adapts behaviour and work methods in response
to these.
RESOURCE O Manages resource tradeoffs and shifts resources as needed. - -
it source 5 s resour " i . COMMUNICATION and | Expresses ideas clearly, directly and completely.
MANAGEMENT and O Establishes priorities and assigns corresponding accountabilities to maximize business results. : 5 : 5 _ .
- i . . 3 INFLUENCE Q Disseminates important information when and where appropriate.
ACCOUNTABILITY 3 Institutionalizes and strengthens systems that allow others to achieve desired results and commitments. g 2
O Inspires others to achieve more than what is expected.
PROCESS DISCIPLINE 3 Ensures that activities are well-planned and correspond with project objectives. SELF-MASTERY 0 Recognizes and leverages one’s strengths and works on improving areas of weaknesses.
2 Monitors activities and makes sure that they are followed according to plan. O Continuously seeks feedback to know one’s self better.
O Measures the effectiveness of methods used and adjusts these as necessary. PASSION O Demonstrates enthusiasm and commitment for what he/she does and believes.
O Continuously improves process to eliminate waste and rework. O Creates excitement and inspires others to excel.
INTELLIGENT RISK- O Takes calculated risks and manages these effectively. MULTI-TASKING QO Handles multiple roles and responsibilities with the same high quality output.
TAKING 3 Ensures an environment of risk awareness at all levels.
3 Develops risk mitigation plans.
CHANGE MANAGEMENT | Recognizes and champions changes as needed, and effectively manages both the areas that remain stable
and those that are changing.
O Foresees the impact of changes, develops systems, and integrates these within organizational processes.




CAPABILITY DEVELOPMENT

COMPETENCY GAP ASSESSMENT — INDIVIDUAL REPORT

X Ayala

Using the Skills Framework, we will conduct an assessment to determine gaps and training needs. All employees will
undergo a self-assessment of their current skills. Furthermore, line managers will also be assessing their direct reports as a
form of calibration.

[ ILLUSTRATIVE ]

Line Manager Calibration W.I.P.

Manager Manager
Manager attends > Manager sends
o schedules time conducts Manager completes
calibration e ’ ’ . ) completed form to
N with Direct calibration the calibration form
briefing ) ) Talent team
discussion
H16 £

Please select the RAFM center you beiong tar

Rate and Billing - Wireless
Rate and Billing Specialist/Analyst
12345

Please sslact your Divisior:

Discrey

Prodc Acasames o o o o o
[ | o Aot fo) o o o o 10 |

Plezse selact your leval Revenue Quantification and Management 3 1 -2
n 1

i Tty s & Mot Case Management 4 1 3
B < 12

Risk Management 3 1 2
Please select the entity: 13

Application Systems 3 1 2
14

Data Science 3 1 -2

EECEN Fr
16 [




CAPABILITY DEVELOPMENT

COMPETENCY GAP ASSESSMENT — INDIVIDUAL REPORT

M - A

ILLUSTRATIVE
W.I.P.

HOW TO NAVIGATE THE FILE

There are 3 main components to the individual assessment report:
(1) Summary of Competency Proficiency
[2) Comparison of Self Assessment Rating and Line Manager Rating by Subcompetency
(3) Mapping of Readiness for RAFM roles based on Line Manager Assessment and Target Proficiency

SAMPLE ONLY

L ____;_-,.—:’j individua! whose resuits you want to view (All 3 filters must contain the
—— 1 same value, filters will turn RED if values are inconsistent)

Tabla. I: Camparmon o 48 kusaurars Ranng sad s Msasgss Raneg by ubromgananny

SRID CELLS INDICATE THAT EMPLOYEE MUMBERS AR INCONSETINT ACROAS THE 3 TABLES

Tobls §: Vappey of Rasdran For BATW roles basad on Les Mansger Sssarrert wrd Tape Profcescy per Lol

Dby of s gy g o e e ey

Readinen for RAFM Bode *
“Ther e 42 Daent'on S el S e Taohrias Compeirey dssesameryt Thevr 80 o A S s B corisaivin s
n # g A s ipe e e i i oy i e L i i

PRI A5 SR
Haad ol Reverae s snce
Flarcerese Sarswnce Team Lead
Plervarass Azru wncs Speecisin
Parvsrass Aznawnce ke
FEATTMECENG & (REONANCE

aed =
Haad ol Sosiegy & Complisrce Mansan

Table 2. Comparison of Self Assessment Rating
and Line Manager Rating by Subcompetency

Table 1. Summary of Competency
Proficiency

This tabie contains o clustered column chart
which shaws the graphic comparison of the
individual's self assessment rating compared to
the rating of his/her Line Monager ot o
subcompetency View.

This tabie lists the 20 Technical
Competencies ond categorizes them
bosed on the levels of proficiency af the
individual.

| e |

i A —— TEVELITG
: - I e Ty e Pyt pieet e O
H Saweger & Complisrcs Spacisle Dt Scipnce & Acda mnced Arusheicr Speciain
S g B Comphiancs Araden Tt St B A d S P
e e, | [P eniicr AP Tom Lo Syoeea et o Toms Lo
i Proaran Azne e & Meaneeres Soecals: Srvwtwra Suppen B Cowerires Speciaks
{ S R A [ N —— A
s Pt B Fipcmvabli Toam Lived Her el o Prodect Lilecyole Massgreen
PR _ P arimae & Frcevables Sprcsbn PERFORMNG. Produci Liwcyos Maragerans Team Lesd
P wrtma & Fcavables Snabver COMPETERT Prouct Lifscycls Maragerans Specasin
. R — Pederes RO et e
Firviring oo Bemartiey Tt Lavied DCILOFMG Harioad o T L,
. _ Firsirion il Bewmimsrirg Speaaisl DEVELOPHG Techvakogy Likzole Mol Tews Lesd PERFORMING
Forcureion el Retuiaim ey burv b DCVILIOPNG Ty |l Ml d Tgepagiyl TOMPLTINT
- [ e~ PTG
_________________________________________________________ e

Table 3. Mapping of Readiness for RAFM roles based on
Line Manager Assessment and Target Proficiency per Role

This toble lists all the future-stote roles within RAFM and
shows the readiness of the individua! to each unigue role.
The Line Manager's roting af the individual is compared to
the pre-defined Target Proficiency rating to determine
readiness.



CAPABILITY DEVELOPMENT

COMPETENCY GAP ASSESSMENT — INDIVIDUAL REPORT

M - A

Group/Function Competency Summary

Mature Competent Performing

28% 10%

14 otal
Revenue Assurance 6 18 11 5 40
Fraud Management 8 15 13 2 38
Partnering & Governance 20 6 9 5 40

Total 34 39 33 12 118

Team Competency Summary

4 - Specialist, 3 - Advanced, 2 - Intermediate, 1 - Beginner

Comparison of Self Assessment and LM Validation by Competency N =118

@ Ave. Self Rating @ Ave. LM Rating

Top 5 Bottom 6

Aveis > 1.7

Ave is <1.0

ILLUSTRATIVE
W.I.P.

Competency Assessment results will identify competency gaps at team and
group level.

Proficiency for Future Roles

Proficiency of Employees for Roles under PAG - Technology Lifecycle Management
Legend: Mature | Competent | Performing | Developing

Technology Lifecycle Management Team Lead 00.00%

Technology Lifecycle Management Specilist 20.00% 000%

Technology Lifeeyle Management Analyst |

Top 3 competencies based from Ave. Line Manager Assessment Bottom 3 competencies based from Ave. Line Manager Assessment

Rick Management and In.. _ Continuous Impravement _
Case Management _ Application Systems _
Audit and Assurance _ Program Management _
0 1 2 3 4 0 1 2 3 4

A Talent Dashboard will be made visible to the Functional Leaders.




CAPABILITY DEVELOPMENT

LEARNING & DEVELOPMENT PROGRAMS

For individualized, just-in-time learning

Digital Learning Tools

Linked ] Learning coursera ®percipio.

Based on defined career paths

External Programs

A few examples:

Advance Management Program (HBS)
Sustainability Leadership Program (WBCSD)
Asia-Oceania Mgt Seminar (Mitsubishi)

To address compliance requirements

Mandatory Programs

Annual Cybersecurity Program
Annual Code of Conduct &
Ethics

Data Privacy Training

Communication

‘ v X Ayala

F2F, Live Online or Hybrid Learning

Leadership

Ayala Leadership Acceleration Program (LEAP)

Teamwork

Psychological Safety
Emerging Ayala Group Leaders Program (EAGLE)

6 Critical Practices of Leadership *for new Ficlolish Selvlng) € [Presion WLy

leaders* Problem Solving (McKinsey Academy)

Coaching for Success

_ Business Acumen & Perspectives
Persuasion & Influence

Strategic Negotiations (Harvard Kennedy Sch.)

Financial Modeling
Executive Presence

Stakeholder & Quality Focus
Writing with Clarity & Insights o Y

Executive Presentation Skills

Leader Communications (INSEAD) Innovation & Change Management

Business Storytelling Innovation Learning Program

Difficult Conversations

Results Orientation

Radical Candor .
Project Management

Make Every Conversation Matter 76



CAPABILITY DEVELOPMENT

Group Programs Schedule

Ayala
LEAD Q U%iversity

EAGLE

Emerging Ayala Group Leaders Program

X Ayala

Program Description:

This program aims to develop skills that will enable leaders to achieve business goals by
proactively preparing for complicated, multi-faceted negotiations from a strategic perspective.
Immersed in a rich and focused learning experience that includes faculty presentation, case
studies, and interactive negotiation simulations.

Nomination Criteria:

An ideal nominee would be one who is a middle manager reporting to a senior executive; is in
charge of a functional / support work units; has been identified as a high-potential candidate and
who is on track to take on a more senior role; can commit to weekly scheduled live sessions and

participate in asynchronous learning activities.

Partner: Harvard Business Publishing




CAPABILITY DEVELOPMENT

Group Programs Schedule

Ayala
LEAD Q U%iversity

Strategic Negotiation

X Ayala

Program Description:

Program participants will enhance their effectiveness and confidence as negotiators. This will be
accomplished via short lecture segments that will introduce frameworks, principles and research-
based insights; interactive discussion; and, most of all, by preparing for and conducting
negotiations, debriefing their results, and exploring the factors that most contributed to successful
(and to unsuccessful) outcomes. There will also be an opportunity for Interactive discussion
around negotiation topics and issues of particular concern to participants, drawing on their own

experience.

Nomination Criteria:
An ideal nominee would be one who faces complex and challenging negotiations

Partner: Prof. Andy Zelleke, Senior Lecturer, Harvard Business School
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INDIVIDUAL
DEVELOPMENT PLAN




GPS >CAREER MANAGEMENT - ACCELERATORS

UNDERSTAND THE 70-20-10 LEARNING MODEL ‘

X Ayala

The 70-20-10 model of learning is a widely recognized framework that suggests a proportional division
of learning activities to enhance professional development.

As the 70/20/10 name implies, the learning model calls for 70 percent of development to consist of on-
the-job learning, supported by 20 percent coaching and mentoring, and 10 percent classroom training

Here's a sample breakdown:

et Exposure Education
Skill to develop (Job-based assignment) (Who wﬂlgc;‘u as;k to help (Form'# tra|:|ng &
(70%) and how?) self-study)
(20%) (10%)

1 Record self giving 1 Ask for manager's 1 Complete podcast
presentation, watch feedback about my series on Public
recording, make notes, meeting presentations Speaking
record presentation

Public speaking 2 Ask manager if | can present 2 Explicitly ask for feedback
a program update at the from participants after
next ManCom meeting every presentation | give

3 Ask HR if | can lead a new
hire training session




GPS >CAREER MANAGEMENT - ACCELERATORS

UNDERSTAND THE 70-20-10 LEARNING MODEL ‘

X Ayala

Remember! 70/20/10 plans should focus on development goals,
not role objectives

DEVELOPMENT GOALS ROLE OBJECTIVES
The skills an individual should develop;, may be specific to The objectives an individual should accomplish for their role—
current role (i.e., performance) or in support of a future Le., the work they will perform to demonstrate particular skills
leadership role (ie., potential) and capabllities
Examples
e Increase understanding and use of data in decision making e Identify highest priority opportunities to improve program
to manage program area more effectively quality and effectiveness and implement plan to address
"« Improve relationship-building skills and effectiveness in e Gain support from city officials for the program’s new
representing the organization to external stakeholders initiative

e Establish relationships with two new major funders

e Become a more effective supervisor by providing more e |dentify and develop a potential successor for the program
consistent coaching and feedback to direct reports area

A



GPS >CAREER MANAGEMENT - ACCELERATORS

CREATING YOUR INDIVIDUAL DEVELOPMENT PLAN

(> Identify a critical skill
you or your direct
report needs to
develop

—

2

R

» Experience 70% - Come-up with a job-
based projects or assignments that will
build this skill.

» Exposure 20% - Come-up with a way
you can leverage mentors and
managers to better develop this skill

» Education 10% - Come-up with a formal
book, conference, or other formal
training experience that might support

\ 4

V.

Incorporating the concept of 70-20-10 model of learning in creating your Individual Development Plan.

X Ayala

/>Share your plan with
your direct report or
manager for execution
& monitoring of
completion

kthe development of this skill /

—

3

\




GPS >CAREER MANAGEMENT - ACCELERATORS
INDIVIDUAL DEVELOPMENT PLAN

Individual Development Plan Template

X Ayala

Employee Information

Date:

Name;

Job Title:

Career Level:
Department:
Immediate Supervisor:

Career Goals

Aspired Future Role
(=9 years timeline)

Current Role

Sample Aspired Future Role (Long-term)

Sample Entry-Level / Current Role

Development Plan for Current Role (1-3 years)

Development Areals

Sample Current Role Development Area 1

Sample Current Role Development Area 2

Sample Current Role Development Area 3

Development Objectives

Sample Current Role Development Objectives - 1

Sample Current Role Development Objectives - 2

Sample Current Role Development Objectives - 3

Development Type

70% Experience (OJT/
Immersion/ Projects/
Secondment)

20% Exposure (Coaching/
Mentoring/ Netwarking/
Conferences)

10% Education (Training
Courses/ Workshops/
Books)

Development Details/ Action ltems /
Milestones

Com;;:;,%e: Date Status
Not Started
Mot Started
Not Started
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CAREER PATHING




CAREER PATHING
DEFINING OUR CAREER PATHS

X Ayala

ILLUSTRATIVE
W.I.P.

. .
Job Architecture and Skills Taxonomy Career Paths Career Profile
T — Career Profile: VP - Finance
LEADERSHIP BEHAVIORS External Manufacturing Internal Manufacturing Facilkies, Utlities and Career Moves . e ——
t Merck; spplicable o all roles across the organization Equipment Management Out of External Manufacturing® s
Demonstrate Ethicsd. [, liscipined  Actwith Courage ) ROLE s -
EET Dirive Resuls o e - BuidTaknt  Foster Colisboration “ M5 M5 From P2, P3, P4, M1, M2and M3 to: OVERVIEW e o
1' = Supply Chain Management* M
+ Science Tech & Commercialization Technical knowiedge.shillsand kifies thtareappicabl o this role
“ P8 M4 P& M4 . :'_'05“'@""9"‘ + Busness amen
. S - . » Finance
Business & Financial Wiorking across _ . 5 Productive . . esauning Fnance Azumen
Acumen Boundaries Strategic Thinking Project Management Commnication Problem Salving f Emggmﬂﬂ R P — =
2 2 P p— Mastery
+ Opsrationsl Decsonsing B
CORE GS COMPETENCIES Ps M3 = s T e—
Technical knowiedge, shillzandabilifiez that are applicable foevery role supporting Global Senvicez + Business Famnaing
i ; ik f— Risk, Compiiznce & Relstion=hip
Business Insight Thinking : Change Enablement Type of Career Move To Functon/Group
Sy 2 * (includes P5, M1, M4 and M5) ;C(’“S;ISBLE CAREER
- Pa M2 P4 M2
m 1
SUB-FUNCTIONAL T COMPETENCIES I External Manufacturing) will be validated as other R
functicftal Canaernmags: ate devsfopadde an e S LAk =
- - . - . exhaustive list of possible career moves, but rather .
Account SGWI*’D!"‘N:I'! IT Architecture BUE"E“”";G"""H' |ﬂfﬂ"“ah_°5& P3 M1 P3 M1 represent the most common and highest priority Finance Organzion
Management Management Analy! et Ma t Analysis career moves based on current and future business CAREER
. " = - . = priorities. If a move is not represented, it does not ACCELERATORS
Strategy Development Bervice Definifon & Architecture Vision & Strategy D &Emnﬂﬁm& ITGovemance &Risk . . iyt mean that the move is nat passible.
Frogram Flanning & Architecture Design  Req. Traceability & _ ) T Security & ldeni . P2 P2
Fortiolo Wanzg Exscution & Realzation Validation SRR ==y Career Moves Key: . . .
o ) Architzcture - _ jon Testing Information “Training courses oran-job actvies o hefp an indivical prepare for and be effective inthe role
g = 8 Vertical progression Across Operations Pathwa: RECOMMENDED Il
. 5 Req. Gathering & § prog rdior sub-funcion Y DEVELOPMENT B
Metrics & Reporting s ies Innavation & Agilty P1 P1 — a . RESOURCES iectve s aguson
Out of Operations .
Supplier Management v leadrs ithin2nd s France

Using the Talent Planning outcomes, we will gain alignment of foundational career elements that will be critical for a holistic
mobility ecosystem in the future. Employee can have access to tools for exploring diverse opportunities and gain clarity on
skills needed for Elevate, Expand and Enrich career growth

88



CAREER PATHING
DEFINING OUR CAREER PROFILES

X Ayala

We will interview employees that have made successful career moves and reflect them in our career path designs.

Career Move Previous Next Position Why did you make this career How did your previous position What have you gained from

Position move? qualify or help you in your next making this career move?
position?

E.g., Lateral E.g., Research E.g., Sales
Analyst Executive

[Value] [Example]

[Value] [Example]

[Value] [Example]

[Value] [Example]

[Value] [Example]




CAREER PATHING
DEFINING OUR CAREER PROFILES

N

We will articulate each critical roles to a Persona for transparency of sample career tracks.

ILLUSTRATIVE
W.I.P.

FUTURE-READY =10z R0 I1{=(e 0] ¢

A day in the busy life of
BUSINESS BertAblaza, a Board Director
BACKGROU N D Morning coffee while reviewing daily
news on RSS feed, Twitter and

*Bert was the APAC CEO for Citibank @) --+=+ mobile notifications: to stayin

until 2015 when he retired. He also I ::::':V:’[::db::\';::f;;"‘;‘::cs LD
: . Meet with his mentee, James
serves on the board of C-trip China D g
and OCBC bank founder whom he is mentoring, to ~ ===== .
discuss his partnership ideas
*Prior to joining Citibank, he started his I PR ——
Bert Ablaza careerat Bain consulting in mergers £ ... the SEA fintech neuork who meets
IndependentDirectoratXYZ and acquisitions. up monthly to exchange ideas
Lunch with Jerry Ho, a venture
«After his retirement, he has been an capitalist in HK who visits Manila
investorand mentorto start-upsin the ?gh:"::" to d'ri:t'ﬁs; l’s“_t:;:at' R -@
- . . . . 1 1€ 0| 0 es | -lecl "
SEAregion, with particularinterest in it S;f:al golf galr:watthe ogunf:lry f:ub
. R — R with an ex-colleague and a frien
Age: 65 years old Indonesia and the Philippines, his -
Residesin: Manila, frequent home country. e to know the regulators are
- looking to grant digital bank
travels to Singapore and West . ) . - ;
gap «He is an avid reader, and is intent on o licenses to foreign players
coast . Accepted the invitation to be a
continued personal growth and sees panel speaker at the 2020 Fintech
Marital Status: Married with 2 Kids| nis current stage not as retirement but Festival - ‘SuperApps reinventing ===+~ ()
Education: Engineering Honors creating greaterimpactto his daily lives of the mass’ Makes a late call to his buddy who
. dings now lives in San Francisco and is an
with Wharton MBA surroundings. active investor of start-ups, to seek
. ______ his inputs on the Silicon valley trip
da that Bert is planning for the
XYZ board
Prepares materials for his lecture on I

‘financial capital markets’ for
Singapore Management University ===« -.
(virtual & live classes) '




GPS >CAREER MANAGEMENT - ROLES
CREATING CAREER TRACKS

M - A

Career Path Template

Back to Introduction Cgfnegl':t";“ ,

Career Pathing Template

Instructions: Date:
- Fill in details of the Aspired Future Role you are designing a Career Path for. (Think long-term, in =9 years timeling) .Tl;'t')"‘?i-lle'
- Identify your Entry-Level {Current role) and Connector Roles (in 1-3 years fimeline each connecﬂng role) by order of their seniority level Career Level:
F'mwde a brief description of each connecting role and add two or three main skills/ es the role provides which are required to be successful in destination roles. Review the Department: .
15, Linkedin profiles, fransferable skills, |n1erv|ews) for entenng this information. Immediate Supervisor:

you did , job ipti
- Update the illustrative example highlighted in red based on your functional context.
Instructions:

- = -The template will automatically populate the destination and enfry-lavel roles based on the |nput5 pm\rlded on Ihe previous tab, 'Role Organization Template'
Career Path Design Information - Select connecting roles from the drop-down lists in the blue cells, and
- Provided below is a template for creafing career path. Add/edit the roles as per your function's 51luclure and requirement.

Aspired Future Role (=9 years Iimeline}| Sample Aspired Future Role {Long-term) |

‘Sample Aspired Future Role (Long-term) |1

v

Entry-Level | Current Role | Sample Entry-Level {Current Role) |

- Select Connecting Role - - Select Connecting Role Dropdown --

Connecting Role Organization Template

=9 Years Timeline
onn.ecﬂr_lg Roes Brief Description of Connecting Roles Skills/Experiences Required to Gain [— [—
{1-3 years timeline each role)
Sample Connecting Role 1 Sample Connecting Role 1 Description Sample Connecting Role 1 Skills and Experiences Required to Gain
Sample ing Role 5

Sample Connecting Role 2 Sample Connecting Role 2 Description Sample Connecting Role 2 Skills and Experiences Required to Gain
Sample Connecting Role 3 Sample Connecting Role 3 Description Sample Connecting Role 3 Skills and Experiences Required to Gain 1-9 Years Timeline
Sample Connecting Role 4 Sample Connecting Role 4 Description Sample Connecting Role 4 Skills and Experiences Required to Gain |

Access Link of
Career Pathing Tool



https://ayalacorp.sharepoint.com/:f:/r/sites/ACTalentManagementToolsTemplates/Shared%20Documents/General/For%20All%20Employees?csf=1&web=1&e=xEXzEf
https://ayalacorp.sharepoint.com/:f:/r/sites/ACTalentManagementToolsTemplates/Shared%20Documents/General/For%20All%20Employees?csf=1&web=1&e=xEXzEf
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TALENT PROFILE




GPS >CAREER MANAGEMENT — ROLES
TALENT PROFILE TEMPLATE

)X(Ayala

Talent Profiling

Profile XXX-XXXXX

X Ayala

Insert your Corporate
Picture 2x2

Current Position: | |

Level: | |

Area of Assighment :

Educational Attainment

Qualification Institution Year Graduated Awards Access |_| N k Of Ta | e nt

Profile Template :

Job Information

AG Joining Date : Age
Total AG Tenure : Years until Retirement
I current AG Company W Regular Retirement
W other AG Companies : L] Special Program

Employment / Promotion History
Position Title Company Start Date End Date



https://ayalacorp.sharepoint.com/:f:/r/sites/ACTalentManagementToolsTemplates/Shared%20Documents/General/For%20All%20Employees?csf=1&web=1&e=xEXzEf
https://ayalacorp.sharepoint.com/:f:/r/sites/ACTalentManagementToolsTemplates/Shared%20Documents/General/For%20All%20Employees?csf=1&web=1&e=xEXzEf

RECAP

TALENT MANAGEMENT TOOLS @ 9 @

Kim Manager HR

© - ©0

Career Goals and Individual Development Plan

+ Talent Mobility Compass Performance Management
+ Career Management Framework

 Individual Development Plan & Talent Profile * Performance Mgt System

+ Career Pathing Tool + Coaching for Performance Guide

« Career Conversation GUIDE

@ e 9 9 @ @ 9 | |
Leadership Alignment & Csrli('fi”cal&Rgle Idinthicaltiqn, Talent Classification, Career Capability Development Programs
Talent Planning Lab Ills & Capacity Analysis Pathing & Conversations
i o + EDUCATION: Workshops; Leadership (LEAP)
* Talent Management Framework » Critical Role Identification « Career Management Framework + EXPOSURE: Mentoring Program (MAP)
+ SWOT AnaIySIS & InSIthS * Skills Analy_SIS & Talent Plan ¢« Talent Classification Tool e EXPERIENCE: Secondment Program (MOVES);
 Strategy and Roadmap * FTE/ Capacity Calculator « Career Conversation GUIDE Taskforce Program (LTE) v v
A A + ENVIRONMENT: LinkedIn Learning; Coursera

! !

@ @ Talent Profiling &

Growth Path System & Talent Pool Assessment and Succession Planning
Talent Acquisition Performance Management Guide

+ Succession Planning Tool

* Strategic Workforce Plan + Talent Classification Matrix * Turnover / Transition Plan

* Manpower Request Form + Career Management Framework
94
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CAREER LEVEL EXPECTATIONS
AND COMPETENCIES

APPENDIX
MATRICES
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PERFORMANCE MANAGEMENT SYSTEM
CAREER LEVEL EXPECTATION MATRIX (1/2) - MANAGEMENT / LEADERSHIP TRACK

ROLE
DESCRIPTION

N/A

SENIOR STAFF

Provides supervision to
individual contributors
(ICs), primarily in terms
of work output and
ability to meet team/role
objectives. Acts as advisor
to unit or sub-units and
may become actively
involved, as required, to
meet schedules and
resolve problems.

SPECIALIST /
ANALYST

Manages, perhaps
through other Team
Leads, the
coordination of the
activities of a section
or department with
responsibility for
results. May have staff
reporting to them
depending on team
size/need.

ASSOCIATE / SENIOR
ANALYST

Manages the work and
teams of two or more
departments. Oversees costs,
strategies, and staffing. May
have staff reporting to them
depending on team
size/need.

MANAGER

Leads a broad functional
area through several
department leads within the
group. Has overall control of
planning, staffing,
budgeting, managing
expense priorities, and
recommending and
implementing changes to
methods.

SENIOR MANAGER

Leads one or more
functional areas, product
groups or service areas
through managers and
leads who have overall
responsibility for the
successful operation of
those assigned areas.

ASSOCIATE DIRECTOR

Leads a complete functional
area through multiple levels of
management within the group.
Has overall control of planning,

staffing, budgeting, and
approving changes to strategies
and practices. Manages a team
of directors and/or high-level
individual contributors.

EXECUTIVE DIRECTOR

Leads more than one functional
area or product group through
vice president level executive
leaders who have overall
operational responsibility for their
assigned functions, geographic
regions, and businesses.

X Ayala

MANAGING / SR. MANAGING
DIRECTOR

Leads more than one functional area
or product group through C-Suite level
executive leaders across the group who
have overall operational responsibility

for their assigned functions,
geographic regions, and businesses.

JOB
COMPLEXITY

N/A

Works on issues within a
defined team/ procedural
framework. Exercises
judgment within defined
procedures to determine
appropriate action.

Works on issues of
diverse scope and
familiar with current
business trends.
Follows processes and
operational
frameworks to solve
problems.

Works on issues of diverse
scope and familiar with
current business trends.

Follows processes and
operational frameworks to
solve problems. Acts as
advisor to reports to meet
goals and resolve problems.

Develops and administers

goals, schedules, and
performance requirements;
may have budget
responsibilities.

Works on issues that require
in-depth knowledge of
organizational objectives.
Establishes and assures
adherence to budgets,
schedules, work plans, and
performance expectations.

Works on complex issues
that require an in-depth
knowledge of the
company. Participates in
company creation of
methods, techniques,
and evaluation criteria
for projects, programs,
and people. Ensures
budgets and schedules
meet company
requirements.

Consistently works with
abstract ideas or situations
across functional areas of the
business. Through assessment
of intangible variables,
identtifies, and evaluates
fundamental issues, providing
strategy and direction for major
functional areas. Requires in-
depth knowledge of the
functional area, business
strategies, and the company’s
goals.

Develops strategic plans to ensure
achievement of objectives across
one or more functional areas.
Requires an in-depth knowledge of
the company, competitive
environment, technology and
products, and economic or social
implications of company activities.
Participates in development of
company strategies, priorities, and
evaluation criteria for projects,
programs, and people. Approves
budgets and plans.

Consistently works with abstract ideas
or situations across functional areas of
the business. Through assessment of
intangible variables, identifies and
evaluates core issues, providing
strategy and direction for major
functional areas. Requires in-depth
knowledge of the function, business
strategies, and the company’s goals as
well as external factors affecting
governance of company activities.

AUTONOMY
& SCOPE

N/A

Receives defined
objectives and processes
by which to meet goals.

Provides direction to
employees according to
established policies and
management guidance.

Management reviews

work to measure meeting
of objectives.

Receives objectives
and determines how
to use resources to
meet goals. Provides
guidance to reports in
alignment with team
frameworks.
Recommends changes
to frameworks and
establishes procedures
that dffect immediate
organization(s).

Establishes operational
objectives and work plans
and assigns work to the
appropriate reports. Senior
management reviews
objectives to determine
success. Involved in
developing, modifying and
executing work that affect
immediate operations and
may also have company-
wide effect.

Participates with other
senior managers to establish
strategic plans and
objectives. Makes final
decisions on administrative
or operational matters and
ensures effective
achievement of objectives.

Develops company
and/or organizational
policies and oversees
their implementation.
Detailed knowledge of
company allows for
innovative concepts and
promoting new ideas.
Provides direction to
senior managers in
various areas, groups,
and/or operations.

Sets vision, direction, and
resource allocation for a
significant organization or
business unit. Responsible for
multiple functions, products,
departments, and/or
geographies. Develops and
implements strategic plans and
objectives for the organization
in alignment with company
strategy; oversees direction and
approves administrative,
operational, and budgetary
decisions to ensure
achievement of objectives.

Sets vision and direction through
resource allocation decisions for
multiple significant organizations
or business units where each is
typically led by an executive.
Develops corporate and/or
organizational strategies and
authorizes their implementation.
Provides vision and direction to
senior managers in various groups,
andj/or operations.

Develops company-wide vision and the
strategy to achieve highest company
priorities.

LEADERSHIP

Guides individual goal-
setting aligned to team
objectives.

Manages hiring and
performance of direct
reports. Develops a
high-functioning and
successful team.

Leads team goal-setting and
defines deliverables and
timelines. Responsible for
hiring and overall
performance of direct and
skip-level reports.

Coaches and mentors
others, including employees
who do not directly report to
them. Responsible for hiring

senior talent and reducing
the occurrence of single
sources of knowledge within
the team.

Drives and supports
talent and succession
planning within
department.

Makes strategic decisions for
hiring, departure, growth, and
compensation in close
partnership with the HR Team.

Shapes a people-first culture that
exemplifies kindness, promotes
helpfulness, and assumes positive
intent. Builds a strong leadership
pipeline with a future focus.
Inspires teams to work toward a
shared vision and common goals

Shapes a people-first culture that
exemplifies kindness, promotes
helpfulness, and assumes positive
intent. Holds senior leadership
accountable to living out the company
culture defined by its identity traits and
operating principles. Inspires business
units to work toward a shared vision
and common goals.




PERFORMANCE MANAGEMENT SYSTEM

CAREER LEVEL EXPECTATION MATRIX (1/2) — INDIVIDUAL CONTRIBUTOR / EXPERT TRACK

Acquires job skills and

SENIOR STAFF

Learns to use

SPECIALIST /
ANALYST

Developing
professional expertise,

ASSOCIATE / SENIOR
ANALYST

A seasoned, experienced
professional with a full

MANAGER

Having wide-ranging
experience, uses
professional concepts

SENIOR MANAGER

Having broad expertise or
specialized knowledge,
uses skills to contribute to

ASSOCIATE
DIRECTOR

As an expert in the
field, uses professional

EXECUTIVE DIRECTOR

A distinguished technical
professional who guides a

).

MANAGING / SR.
MANAGING DIRECTOR

Top individual contributor
technical position in the

ROLE learns company policies prof i\SSlO[?eZ[ tce o;;ep ts. applies company understanding of area of and company development of company concepts in developing P ea;z:;;i 7Cnd/ or O;g;:i%tf: :“x}i‘s)eb::g s
DESCRIPTION and procedures to PP policies and specialization; resolves a objectives to resolve objectives and principles resolution to critical ; g . xp
: procedures to solve . . : . . . . ; functional/product impact equivalent to that
complete routine tasks. y rocedures to resolve wide range of issues in complex issues in and to achieve goals in issues and broad o N X
P routine problems. P g P g roadmap; viewed as an of a C-Suite Leaders; a
P ’ a variety of issues. creative ways. creative and effective creative and effective design matters. P C . L
expert in their field. known expert in their field.
ways. ways.
V)/nogszzgep sr?f[eerzzsf d%::fes sc'sz ;O:r[zr;;?l; Works on complex Works on significant and Generally oversees creative
calls upon mZ ltiple developed 55 nse of how to issues where analysis unique issues where research or advanced
Works on problems of knownp ractices Z’ nd o [vep roblems when in of situations or data analysis of situations or Works on issues that development in areas such
limited sc 5 e Follows roce dﬁ res to solve un Ifnown territo requires an in-depth data requires an directly impact current as new technologies,
Works on assianments standard r’; c.tices and P roblems. Exercises Demonstrates o%/.d evaluation of variable evaluation of intangibles. and future business product innovation, Oversees applied research
gnme P Pr L . . 900 factors. Exercises Exercises independent success. Creates formal engineering materials, or or advanced engineering in
JOB that are routine in procedures to solve Jjudgment within judgment in selecting . ; . ; . : .
o . ; . judgment in selecting Jjudgment in methods, networks with key next-generation processes. the development of new
COMPLEXITY nature, requtring limited P roble_ms. Butl_ds sta_ble defined p rogedures methods a qd techmg ues methods, techniques techniques, and decision makers and (Some organizations only products, materials, or
Judgment. V‘:ﬁgﬂg l;elgl;uﬁz(ﬁs rezrc;(;vg r(;z;tl_c;s_ct;; fg;;giiﬂg?nsoz{;ﬁoezs and evaluation criteria evaluation criteria for serves as external allow individual processes.
roble rﬁ ~solvin roblem sy Buil dsy Networks Witz senior. for obtaining results. obtaining results. Creates spokesperson for the contributors at this level in
P 9. P ‘o duétive internal and external Networks with key formal networks organization. the engineering area, but
int Z nal/external personnel in own area of experts outside own involving coordination others allow it anywhere in
working relationships. expertise. area of expertise. among groups. the company.)
Requires little Directs and coordinates Directs and coordinates
oversight and activities necessary to activities necessary to
Normally receives . Normally receives . reviewed only for Acts independently to . . . complete major projects complete major projects,
oo . N . . N S . . E L ! S L ; S
detailed instructions on de tagggfézrfccgloﬁson general instructions mingg’;ﬁ% t;ff;gison technical integrity. determine methods and xer;tss; t\;vrzrdneié?:tude requiring a wide variety of requiring a wide variety of
AUTONOMY & all work. Requires all work. Requires on routine work, dav-to-dav work. Seeks Determines methods procedures on new or obiectives ang technical skills. Consults technical skills. Consults
SCOPE supervision over both w ervisio}r Ofer non- detailed instructions e)rlw eral in}s/ e tiéns on and procedures on special assignments. May a ro{7 ches to critical with and provides with and provides guidance
routine and non-routine P routine work on new projects or g new assianments new assignments and supervise the activities of PP assianments guidance to senior to senior management and
work. ’ assignments. 9 ’ may coordinate others. g ) management and a a number of departments
activities of other number of departments on on advanced technical
personnel. advanced technical issues. issues.
Influences others to Lead_s by example in ,
; modeling the company's
. . achieve team goals. . . Role model for the
Gives actionable Helps others to learn and operating principles and \ . . )
. . Coaches and mentors X . . company's operating Champions the company's L ..
Works with clearly feedback that drives grow. Creates an - identity traits and holds L . h . S Sets an inspiring vision and
N hods and H me influence in improvement nvironment t rt others within ther ntable for principles and identity operating principles and trateaic direction that
LEADERSHIP defined methods an as some influence i improvement. environment to support a immediate and peer others accountable fo traits. Builds identity traits and holds strategic direction that's
tasks that are described planning and timelines. Coaches and mentors successful team. Coaches teams. Supports a doing the same. Commur.u' ty across leaders accountable to inline with company
in detail less experienced team and mentors others within - 2upp

members.

an immediate team.

culture that is positive,
inclusive, and
engaging.

Delegates effectively and
empowers others to
execute tasks with
accountability.

functional and product
lines.

demonstrate them.

mission.




PERFORMANCE MANAGEMENT SYSTEM

CORE COMPETENCY MATRIX (1/3)

implementation.

MANAGING / SR.
SPECIALIST ASSOCIATE / SENIOR EXECUTIVE
STAFF SENIOR STAFF / / MANAGER SENIOR MANAGER ASSOCIATE DIRECTOR MANAGING
ANALYST ANALYST DIRECTOR
DIRECTOR
. . L. Lead by example, motivate others Lead by example, motlva}‘e qthers . . Foster an environment FOSter an envire onr_nent
Execute instructions Execute instructions, policies, to embody the company's vision to embody the company's vision, ) Foster an mc{uszve valuing contributions valuing contnbl{tfons,
collaboratively, Collaboratively execute anq programs values, and principles with evident Avalues, and p rincip les with environment vg[umg others take responsibility for accept responsibility for
- . : collaboratively, embody the . . evident ownership of work, take contributions, take group successes and
Implement policies, embody company instructions, embody company's vision and values, ownership of work, take risks and risks and implement ideas within responsibility for grou, group successes and failures, participate in
multitask, manage vision, multitask company values, nf ultﬁ‘ask for expected ! implement ideas within established arameters 5 ssume responsibilit suf cesses ar{ d fai?uresp failures, participate in settin clo’r)n anp vision
time efficiently, seek effectively, manage multitask for outcomes, outcomes manap o time parameters, assume responsibility 7or coachinl and assis ti/i o thersy articipate in settin ! setting company vision valu e’; an dp ri}r; ciples !
self-development, time, identify self- manage time effectively, effectiv’e[ ; degrii tify for coaching and assisting others, active{][ ook learm‘g ! co rr? an !; ision and vaél]ues and values, motivate and mo tival:e an dpins if o ti;e
consider team development identify self-development onpo rtunilz‘i/les for self- actively seek learning opport 3/,, ities estab [igh mogvatl“; the oraaniza tionl inspire the organization organization thFrj ouah
LEADERSHIP impact, ensure opportunities, opportunities, de ‘Z 70 ment. understand opportunities, establish challenging chﬁ [[Jlen in e:rformance throuch em oweimen ¢ rick- through empowerment, ersr]7 owerment rislg—
resource efficiency, understand understand capabilities, pment, : performance standards, align team ging p /gh empowe 9 risk-taking, innovation, empc ot
U L . ; : own capabilities, consider ! standards, align team or taking, innovation, selfless . taking, innovation, selfless
and maintain capabilities, consider consider team impact, ; or department strategy with the . ! . selfless service, and / f
" . . team impact, use resources . department strategy with the service, and continuous R . service, and continuous
accountability for team impact, use use resources efficiently, efficiently within budget and company's vision, values, company's vision, values learning, and provide overall continuous learning, and learning, and provide
work within resources efficiently, and accept . ywi g principles, and business goals, and company A’ . arning, P . provide overall direction 9. and p
standard guidelines and maintain accountability within time constraints, and accept make decisions that directly principles, ang’ Abusmess g ga[s, dtrecttqn and authority for a and authority over a overal! direction ang’
. accountability within videlines accountability for work influence unit/team activities and make decisions that directly major segment of the malor seament ensurin authority over a major
aety g ' completion within standard . ) - influence unit/team activities, organization aligned with yor seg ‘ng segment ensuring
guidelines.. i income, customer relationships, . . . ; organization talent aligns 2 .
guidelines. ; income, customer relationships, business strategy. ; . organization talent aligns
and company operations. . with business strategy. : .
and company operations. with business strategy.
Leverage expertise across
Explain processes, functional areas for
Identify and address Identify customer procedures, or act}ons to ) ) Evaluate and approve Evaluqte qnd approve custqmer Levgrage expertise across effectu(e customer issue Lead organizational
customers with Identify and address basic . . service improvements using functional areas for effective resolution, empower and . .
customer needs needs through . improvements to customer service . ) . commitment to diverse
. S appropriate facts, customer needs through ; ) personal experience, problem-solving and meeting hold others accountable P
through attentive listening and S L and relationships based on . ) . . P customer needs, maintain
C2 o L recommend changes for listening and questioning, . . communicate effectively with unique customer needs, for satisfying customers, . T
listening, use questioning, utilize . . o . > personal experience and expertise. A . P focus on identifying and
improved service levels, utilize customer information . . . customers, prioritize their empower and hold others model positive customer . "
feedback to enhance feedback for work . . Communicate effectively with . . . . . . supporting opportunities
STAKEHOLDER e support business and feedback for effective S c interests in problem-solving accountable for customer relations behaviors with .
work processes, activities, processes, I o customers, prioritize their interests . . . . P, P s for all customers, consider
; initiatives through work activities, promote ; . efforts, foster a high-quality, satisfaction, model positive flexibility and sensitivity to L
and QUALITY respond promptly to or services, respond P in problem-solving efforts, foster a : . X . . customer perspective in
customer contact, satisfaction and loyalty, ! X X value-added service attitude, customer relations behaviors diverse needs, develop ; .
FOCUS concerns, and promptly to : high-quality, value-added service . e strategic decisions,
. develop effective respond promptly to . . encourage customer feedback with flexibility, develop new processes for group . .
efficiently correct customer needs, and ) . attitude, encourage the collection . \ . ; . address issues with a
; - relationships, learn customer needs and collection, and enhance others processes for group dynamics dynamics focusing on .
service gaps for efficiently address L of customer feedback, and enhance . . long-term perspective,
. about customer concerns, and efficiently . ability to meet and exceed focusing on complete complete customer !
customer service gaps to . . . . others' ability to meet customer . . . . and champion programs
N . ! . requirements, and align address service gaps in a R . customer needs through customer satisfaction, and satisfaction, and
satisfaction and promote satisfaction . ) ; needs through coaching, guidance, . . . ; . . . for excellent customer
loyalty. and loyalty with the company's timely manner. and feedback coaching, guidance, and implement business strategies implement business and community service.
’ ’ business direction for ’ feedback. aligned with customer needs. strategies considering ’
stakeholder satisfaction. customer needs and
requirements.
. Demonstrate . . Integrate and leverage
Show understanding . . . . Demonstrate comprehensive . . Apply a business .
of company policies knowledge of Exercise prudence in Demonstrate understanding Demonstrate comprehensive knowledge of the group's Apply a business perspective erspective to drive knowledge of functional
pany p ! company policies, using company resources of company policies, knowledge of the group's N 9 group to drive bottom-line results, perspect areas, resources, and
procedures, . . businesses, products, services, - bottom-line results, . . .
roducts anl d procedures, products, for stakeholder value, procedures, products, businesses, products, services, marketl“ d namicls and ’ evaluate opportunities or evaluate o ortunitie; or industry practices, drive
BUSINESS sef vices. s hlo wease and services, exhibit provide information and services, and customers, market dynamics, and competition compe titioi: in deva; lopin threats to the company and threats taig appropriate the business with a global
ACUMEN/ functiomlz | expertise knowledge of own resources to support line display working knowledge in developing programs, strategies, o pr ams. strategies ,; n g take appropriate action, and actionl and r’; ,r)‘n o’;e an perspective by moving
and activel f u or; functional area and management, and of own functional area and and initiatives. Apply personal in,i) tia?ives (’] ! ing e’rsonal promote an environment envilr onmg nt where ideas and expertise across
PERSPECTIVE s tratév PP its impact, actively understand how team or its impact on the business, knowledge, experience, and knowledae le Xp 5 r}i/e ngep expertise where employees understand emplovees understand the locations and markets,
im lemengtg tion support individual efforts impact and actively support expertise along with new business and in?e ’m t,i)n newlbu s,?ness . the overall business strategy ov,; ra}l/l business strate and think strategically to
prem department/team in the overall business department/team in strategy information/concepts in the . grating ; and its relation to team or . . 9y anticipate emerging
within the . . ; information/concepts in the o and its relation to team or .
strategy strategy. implementation. functional area. ; individual goals. o trends for future business
department/team. functional area. individual goals.

growth.




PERFORMANCE MANAGEMENT SYSTEM

CORE COMPETENCY MATRIX (2/3)

TECHNICAL
KNOWLEDGE/
FUNCTIONAL

EXPERTISE

Demonstrate basic
functional
knowledge, gather
data for analysis,
adhere to defined
policies, and actively
acquire and apply
new technical
knowledge in the
specific functional
area.

SENIOR STAFF

Demonstrate basic
knowledge in a specific
function, gather data for
analysis and decision-
making, work following
defined policies and
procedures, network for
new technical knowledge,
and apply acquired
concepts to the functional
area.

SPECIALIST /
ANALYST

Exercise discretion in
independent work, apply
knowledge and
analytical skills to
modify processes for
objectives, and seek new
knowledge in the
functional area to
innovate methods or
systems.

ASSOCIATE /
SENIOR ANALYST

Demonstrate basic
knowledge in a specific
function, gather
relevant data for
analysis and decision-
making, work following
defined policies and
procedures or under
direct supervision, and
actively acquire and
apply new technical
knowledge in the
functional area.

MANAGER

Show mastery in the
primary discipline, lead
technical problem-
solving with insight
from developed skills
and experience, and
make impactful
technical contributions
for business
enhancement.

SENIOR MANAGER

Demonstrate mastery in
the primary discipline to
enhance competitive
advantage, provide
leadership in technical
problem-solving through
a highly developed skill,
knowledge, and
experience base, and
make significant technical
contributions positively
impacting the business.

ASSOCIATE
DIRECTOR

Demonstrate a broad
understanding of the
functional area and
proactively share it with
others, acquire
knowledge in areas
related to but outside of
the own functional area,
and leverage that
knowledge to support
business unit objectives.

EXECUTIVE
DIRECTOR

Demonstrate broad
understanding of the
functional area,
proactively share it with
others, acquire
knowledge in related
areas, and leverage that
knowledge to support
business unit objectives.
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MANAGING / SR.
MANAGING
DIRECTOR

Demonstrate a broad
understanding of the
functional area,
proactively share it with
others, acquire
knowledge in areas
related to but outside
own functional area,
and leverage that
knowledge to support
business unit objectives.

COMMUNICATION

Offer regular
feedback, actively
listen to others'
viewpoints, actively
contribute in group
discussions, and
articulate ideas
effectively both
verbally and in
writing.

Offer regular feedback,
actively listen to others'
viewpoints, actively
contribute in group
discussions, and articulate
ideas effectively both
verbally and in writing
using appropriate
language.

Deliver concise
presentations, articulate
benefits or compare
alternatives clearly,
demonstrate influence
and persuasion skills,
compose
technical/management
reports, and actively seek
feedback on conveyed
ideas and concepts.

Offer regular feedback
on work activities,
actively listen to others'
viewpoints, participate
and contribute actively
in group discussions,
and articulate ideas
effectively both
verbally and in writing
using appropriate
language.

Deliver formal
presentations within
expertise, lead
discussions for a
productive exchange of
ideas, exhibit sensitivity
to verbal and nonverbal
cues, and identify and
address real issues and
concerns.

Deliver formal
presentations within
expertise, lead discussions
for productive idea
exchange, exhibit
sensitivity to verbal and
nonverbal cues, and
identify and address real
issues and concerns.

Deliver formal
presentations on
complex issues, employ
communication and
negotiation skills to
resolve complex or
sensitive issues within
and outside the
organization, and foster
an environment of
active listening and two-
way communication.

Deliver formal
presentations on
complex issues, employ
communication and
negotiation skills to
resolve complex or
sensitive issues
internally and externally,
and promote an
environment of active
listening and two-way
communication.

Present broad/complex
business issues to the
highest level of
audience, promote the
Company's goals and
achievements internally
and externally, and
develop a high-level
network to influence
major decisions dffecting

the Company.

TEAMWORK

Comprehend role
and group goals,
actively participate in
organizational
teams, contribute to
team goals through
cooperation, take
responsibility for
team members,
communicate work
status, and support
team decisions.

Understand role and work
group goals in relation to
the organization,
participate as committed
team members, contribute
to team goals through
cooperation, take
responsibility for team
members, keep the team
informed of work status,

and support team decisions.

Understand one's role,
work group goals, and
their connection to the
organization. Actively
participate as committed
team members, often
taking a leadership role,
contribute to team goals
through cooperation and
responsibility, accept
guidance, keep the team
informed, and support
team decisions.

Comprehend one's role
and work group goals
in relation to the
organization, actively
participate as a
committed team
member, contribute to
team goals through
cooperation and
responsibility for other
team members, keep
the team informed of
work status, and
support team decisions.

Foster a collaborative
environment based on
trust and respect,
engage with other
teams for cross-team
efforts, create
opportunities for
individual growth within
the team while pursuing
collective goals, utilize
past experiences to
resolve conflicts, and
model commitment to
team approaches and
decisions.

Foster a team-oriented
environment with trust
and respect, collaborate
with other teams for
overall company success,
create growth
opportunities for team
members while pursuing
team and company goals,
use past experiences to
resolve team conflicts,
and model commitment
to team approaches and
decisions.

Enable effective use of
multi-functional or
multi-organizational
teams, articulate their
purpose and value, align
goals and objectives by
formulating a common
strategic direction,
create an environment
for team effectiveness,
and develop a strategy
to instill a sense of
shared accountability,
common purpose, and
joint mission across all
levels of the
organization.

Enable effective use of
multi-functional or
multi-organizational
teams, articulate their
purpose and value, align
goals and objectives
with a common strategic
direction, create and
support an environment
for team effectiveness,
and develop a strategy
to instill a sense of
shared accountability,
common purpose, and
joint mission across all
levels of the
organization.

Provide opportunities for
the effective use of
multi-organizational
teams, articulate their
purpose and value, align
the goals and objectives
by championing a
common strategic
direction, and create an
environment for team
effectiveness with shared
accountability
throughout the
organization.




PERFORMANCE MANAGEMENT SYSTEM
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X Ayala

MANAGING / SR.
ASSOCIATE / SENIOR ASSOCIATE EXECUTIVE
SENIOR STAFF SPECIALIST / ANALYST ANALYST MANAGER SENIOR MANAGER DIRECTOR DIRECTOR MANAGING
DIRECTOR
o Encourage a
Demonstrate a positive Promote a pioneerin ioneering spirit b
Demonstrate a positive attitude toward change, spirit b en‘g oura ing P romo ting c!r) eativc}?/ Champion change
Embrace change with a attitude toward change, Initiate and follow through willingly adapt to new fr cati ‘3; alterna ttgvesg P al ternz tives Champion change through innovative Champion change by
positive attitude, willingly adapt to new change or innovation processes, contribute N ; . A ! efforts by innovating initiatives in one's innovating within one's
‘ " . X . X and innovation, innovative ideas, and o ,
contribute improvement processes, contribute efforts by challenging the improvement ideas, . . . ; within one's group to group to add value to group to add value to
INNOVATION id d . ; . identify challenges appropriate risks,
ideas, adapt to new improvement ideas, learn status quo, taking learn and apply new and develop solutions identify potential add value to the the company, the company,
and CHANGE approaches and and apply new approaches necessary risks, approaches and using ex f rtise and cha lleny e,Z develo company, integrate building on and integrating diverse
MANAGEMENT technologies, and take and technologies, and take participating in activities technologies, and take 9 sup ort ! suitab lega ll:ema tivfs ideas to generate new integrating diverse ideas, and creating
responsibility for responsibility for enhancing for innovative ideas, and responsibility for ppor . . alternative solutions ideas to create alternative solutions
. . . . . organizational using expertise, and . ;
enhancing work own work processes while adopting a mindset of enhancing own work A . beyond standard alternative solutions beyond standard
Lo ; . . initiatives in response support organizational
processes. eliminating unnecessary continuous improvement. processes while : A . approaches. beyond standard approaches.
R to the changing initiatives for adapting
work. eliminating unnecessary . . ; approaches.
work business environment. to the chqngmg
’ business environment.
Create synergies by
Plan and organize work orchestrating
for timely completion Demonstrate project Demonstrate project resources and Orchestrate resources Establishes a results-
Effectively plan and . Demonstrate within established time management skills, management skills in organizing activities and organize driven environment
. ] Plan and organize work for . " ; . . - . e . : .
organize work for timely timely completion with resourcefulness and frames and quality utilize networking for leading projects, utilize to complete projects, activities for project aligned with corporate
and quality completion, nety compretion w persistence to achieve standards, exhibit assistance in networking for motivate others for completion, motivate values, encourages
AT quality, exhibit flexibility for - A . o . . . . . ; : ; .
show flexibility in tasks varied tasks and high-aualit objectives, adapt to flexibility in performing achieving business assistance in achieving timely project others to meet project learning from mistakes,
RESULTS for high-quality results, gh-qua’tty multiple demands and tasks for high-quality objectives, promote business objectives, completion, assert deadlines, assert institutionalizes
o results, accept responsibility o, . . ; . . . A
ORIENTATION take responsibility for for outcomes and decisions shifting priorities, and results, accept an action-oriented promote an action- influence to meet influence to exceed systems recognizing
outcomes and decisions, and demonstrate a bias for’ actively participate in ad responsibility for atmosphere with a oriented atmosphere goals and achieve goals, and achievements, and
and exhibit a bias for action and commitment to hoc projects to ensure the outcomes and decisions sense of urgency, and conveying urgency, results beyond implement/enhance defines and
action and commitment high performance accomplishment of made, and demonstrate work to overcome and work to overcome requirements, and programs recognizing communicates business
to high performance. gn p ’ company/team goals. a bias for action and obstacles in goal obstacles in goal implement/enhance the achievement of strategies and success
commitment to high achievement. achievement. programs recognizing desired results. measures.
levels of performance. achievement of
desired results.
Navigate ambiguity with Contributes at the
Timely resolution of unclear or incomplete Resolve routine problems Identify complex highest level to
routine problems using Resolve routine problems information, make timely using established Identify complex problems, Make decisions across Make decisions across decisions on the
established practices, timely using established Jjudgment calls for practices, analyze problems and propose conceptualize functional areas with functional areas with Company's strategic
PROBLEM analyzing issues practices, analyze problems workable solutions, problems by breaking proactive solutions, proactive solutions, long-term impact on long-term impact on direction, evaluates
SOLVING and methodically, by breaking them into simple consider risks, benefits, them into simple tasks, encourage peers/team encourage peers/team the organization, the organization, broader implications on
DECISION maintaining composure tasks, handle work pressures and adverse consequences handle work pressures members to take risks members to take risks anticipate potential anticipate potential the community,
under work pressures, with composure, and when problem-solving, with composure, and within parameters, within parameters, problems and problems and industry, and country,
MAKING and collaborating with collaborate with others to and exercise prudence, collaborate with others and assist in ensuring and assist in ensuring consequences, and consequences, and and fosters an
others for problem- seek assistance in problem- foresight, and time to seek assistance in effective decision effective develop contingency develop contingency environment valuing
solving and decision- solving and decision-making. management in resource problem-solving and implementation. implementation of plans. plans. analytical thinking and
making. utilization for decision- decision-making. decisions. innovative problem-
making. solving.




PERFORMANCE MANAGEMENT SYSTEM
LEADERSHIP COMPETENCY MATRIX (1/8)

LONG-TERM
PERSPECTIVE
and VISIONING

Demonstrates basic
understanding of
business outcomes.
Follows established
guidelines and
procedures without a
long-term
perspective.
Aligns work with
immediate goals.

SENIOR STAFF

Identifies factors
influencing business
decisions.
Begins to articulate a
vision for the team or
unit.

Aligns work with
broader company
goals.

SPECIALIST /
ANALYST

Understands
business outcomes
and factors
influencing
decisions.
Articulates a vision
for the team or unit
within the functional
area.

Aligns work with
company vision and
strategy.

ASSOCIATE / SENIOR
ANALYST

Demonstrates
understanding of
business outcomes and
emerging trends.
Clearly articulates a
vision for the team or
unit.

Aligns work with
company vision and
strategy.

MANAGER

Anticipates factors and
emerging trends affecting
business decisions.
Creates a clear and
compelling vision for the
team or department.
Aligns team goals with
company vision and
strategy.

SENIOR MANAGER

Displays foresight in
anticipating business
trends.
Articulates a vision that
aligns with company
strategy.
Ensures team goals
contribute to the long-
term success of the
company.

ASSOCIATE
DIRECTOR

Anticipates external
factors impacting
business decisions.

Creates and
communicates a
compelling vision for a
major segment.
Aligns team objectives
with company vision and
strategic goals.

EXECUTIVE
DIRECTOR

Demonstrates
foresight in
understanding
industry trends.
Articulates a
compelling vision for a
significant portion of
the organization.
Ensures team goals
contribute significantly
to the company's
long-term success.

X Ayala

MANAGING / SR.
MANAGING
DIRECTOR

Anticipates and shapes
industry trends and
factors.

Crafts and communicates
a visionary outlook for the
entire organization.
Aligns all facets of the
organization with a
strategic, long-term
perspective.

Follows established
procedures without

Begins to understand

Participates in
strategic discussions

Formulates strategies
consistent with

Actively participates in

Formulates and
communicates

Drives strategic planning
for a major segment or

Shapes and
communicates
strategic direction for

Formulates and
communicates the overall
strategic direction for the

involvement in the importance .Of for the functional immediate business strategic planning for the . department. a significant portion of ! .
. : long-term planning. departmental strategies. . H entire organization.
strategic planning. Contributes to area. needs. department. Establishes both short- Establishes the organization. Sets comprehensive short-
Focuses on discussions on short- Contributes to the Develops short-term Establishes short-term and term and lona-term qoals comprehensive short- Sets both short-term torm an dp lona-term goals
PLANNING immediate tasks with torm aoals formulation of goals for the team or some long-term goals for for thegteam g term and long-term and visionary long- for the cgm an g
limited consideration Follows egta b li.s hed short-term goals. unit. the team. Allocates resou}ces goals. term goals. Allocates resﬁ uch'/é <
for long-term goals. riorities for dail Aligns work with Allocates resources Allocates resources to strateaically based on Allocates resources Allocates resources strateaically across the
Executes tasks based P tasks 4 departmental based on immediate support defined goals. g rior{ties effectively to support strategically to align oraan iga tiorJJ/ for optimal
on given priorities. ’ priorities. priorities. P ) strategic priorities. with organizational g results P
priorities. '
. Ac.knowledg es the Actively seeks. and . . Creates an environment Drives innovation Champions breakthrough
Follows established importance of supports new ideas Initiates and supports Actively encourages and . S -
. . . o . . : ; . . that fosters a culture of Champions throughout a thinking across the entire
processes without innovation but not within the functional innovative solutions supports innovative innovation within the breakthrouah thinking at significant portion of oraanization
actively seeking actively involved in area. within immediate work thinking within the team. department o major dg artmentga y gthe orda nP ization Pursues % ew initia t;ives to
innovative solutions. fostering it. Contributes to the scope. Takes calculated risks and aep ) Y P ° 0rg : .
INNOVATION L . S . : . Actively challenges level. Actively challenges support overall business
Limited involvement Expresses openness to creation of an Participates in experiments with new conventional thinking for Pursues new initiatives to conventional thinkin rowth
and GROWTH in experimenting new ideas but environment experiments and takes approaches. new initiatives Y support business arowth ot an oraaniza tiona? Eg‘a blishes
ORIENTATION with new ideas. primarily follows conducive to calculated risks. Establishes systems and Sets up compre heﬁsive I:Ps F;a blishes s truf tures ’ lge vel comprehensive systems
Adbheres to existing established procedures. experimentation. Begins to set up structures to support P P ’ . P Y
that encourage and Sets up company-wide and structures to foster

systems and
structures.

Adbheres to existing
systems with limited
experimentation.

Supports innovation
within the existing
systems.

structures that support
innovation.

innovation within the
team.

systems to encourage
creativity and
experimentation.

reward innovation.

systems and structures
to support innovation.

innovation throughout the
company.
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SENIOR STAFF

SPECIALIST /
ANALYST

ASSOCIATE / SENIOR
ANALYST

MANAGER

SENIOR MANAGER

Makes decisions

ASSOCIATE
DIRECTOR

Makes decisions for a

EXECUTIVE
DIRECTOR

Makes decisions
impacting multiple

X Ayala

MANAGING / SR.
MANAGING
DIRECTOR

Makes decisions at an

witzzkae s[i:;ilesz;osrg) e Makes decisions within Makes informed Makes decisions for the impacting a significant major departmental organizational level.
of work P their functional area. decisions within the Makes decisions impacting team or department. P orti% no fg the y se fn ent departments. g Balances risks '
Follows esta b lished Balances risks and functional area. immediate work scope. Balances risks and ‘L; roanization Ba lag ces ri.s ks Balances risks strategically for the
DECISION rocedures without follows established Balances risks and Demonstrates a balanced actively explores Ba?ances ris k.s strategically for the strategically for the en tirge o r}r; an
procedures wi procedures. explores alternatives. approach to risk. alternatives. . gieay entire organization. . pany.
MAKING taking significant Anticipates outcomes Anticipates possible Anticipates outcomes Anticipates outcomes strategically for the department Anticipates outcomes Anticipates outcomes
risks. Lo but within a limited outcomes within the within the team's context. at a departmental g anization. Anific[p ates‘ou.t comes across various across (.7”
Generally reactive in context scope of specialization level Anticipates outcomes at within a significant organizational organizational
decision-making. ’ P P ’ ' an organizational level. organizational context. gcon toxts functions.
Promotes the
Promotes the Promotes the Promotes the . company’s brand Promcftes the
company’s brand company'’s brand company's brand Promotes the company’s Promotes the . across multiple companys brqnd at
Promotes the within their functional within the Promotes the company'’s within the team or brand at an company's brand within departments an organizational
company’s brand area specialization brand within immediate department organizational level. a significant Re Pr esents th.e level.
MARKET within immediate Re resen.ts the Ri resents thé responsibilities. Re ’: csents ti;e Represents the company departmental segment. comp any in hiah- Represents the
/ work scope. com ’; v within the co,rJn anv as a Represents the company cg mpany in in strategic Represents the rofil. ep in ;; St fo les company in key
INDUSTRY Represents the im,r)ne(;/i ate work specia lisF; inythe field. within the team's context. mana eriz ! C(}J/ acities organizational contexts. company in influential P Embodies co r}r/; an ' industry leadership
KNOWLEDGE company within a context Em bodies company Embodies company values Em bScJ) dies co rF))q any Embodies company industry roles. values across vé) rl'OL)l/ s positions.
and limited context. Embodies cor.n an values within,:‘hey within the team. values at thi Y values at an Embodies company organizational Embodies company
Demonstrates  company . Demonstrates organizational level. values at a significant g values at the highest
INFLUENCE ) values within their functional area. . departmental level. ; o contexts. R
awareness of basic scope of work Actively follows and understanding of broader Utilizes market Proactively shapes organizational level. Demonstrates dee organizational level.
industry trends. Shows b‘; sic awaréness res ongs to industr industry trends. intelligence for team industry trends using Takes an active role in awareness and P Exercises significant
of industry dynamics P trends Y Zecisions market intelligence. shaping industry trends. influence in the influence in shaping
v ay ’ ’ ’ industry. industry trends.
Builds partnerships Establishes partnerships Builds partnerships Fosters collaborations Builds partnerships Fosters collaborations ,;‘Jtrgssoiog‘;?;;gzgf
Wi,tjhz'n the P within i nf mediate P within the team or across multiple teams or within a significant across multiple lge vel
L Collaborates across S A department. departments. departmental segment. departments. o ) )
Collaborates within specialization. responsibilities. " . - . o~ . " . Initiates high-profile
; diate t departments for Initiat llaborati Initiat llaborati Initiates collaborations Initiates collaborations Initiates collaborations Initiates collaborations llaborati ith
PARTNERSHIP tmmedlate team or common goals. niiates cotlaborations nitiates codaborations with external with external with external entities at with influential cotiaborations wt
department. . . with external entities. with external teams or A ; . R external entities.
BUILDING and ¥ ; . Initiates partnerships P . departments. organizations. an influential level. external organizations. . ;
Participates in basic - . . Provides input on units. : . . . . ) . . Provides strategic
PRI within their functional . . L . Provides strategic Provides strategic Provides strategic Provides strategic L
NETWORKING team initiatives. strategic partnerships Provides input on strategic S L . S P direction on
area. within the artnerships within the direction on direction on partnerships direction on direction on artnerships at the
S P P partnerships within the within the organizational partnerships within the partnerships within the P ps at t
specialization. team. L A highest organizational
segment. significant segment. organization. level

department.
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SENIOR STAFF

SPECIALIST /
ANALYST

ASSOCIATE / SENIOR

ANALYST

Integrates social

MANAGER

Integrates social

SENIOR MANAGER

Fosters social
responsibility across

ASSOCIATE
DIRECTOR

Leads social
responsibility efforts
within a significant

EXECUTIVE
DIRECTOR

Drives social
responsibility across

X Ayala

MANAGING / SR.
MANAGING
DIRECTOR

Sets the tone for social
responsibility at an

LINE OF SIGHT/
ALIGNMENT

Understands team
goals and how they
contribute to
broader objectives.
Follows
instructions and
executes tasks
aligned with team
objectives.

Collaboratively sets
goals with the team.
Communicates team

goals effectively to

team members.
Seeks alignment with
team objectives in
day-to-day tasks.

Translates broader
organizational goals
into specific objectives
for the team.
Identifies key
stakeholders and works
towards alignment
with team goals.
Establishes decision
rights within the team.

Aligns team goals with
broader organizational
strategy.
Mobilizes and influences
team members toward
achieving shared
objectives.
Establishes decision rights
within the immediate
team.

organizational strategy
into actionable goals
for the department.
Mobilizes and
influences team
members and key
stakeholders toward
departmental
objectives.
Establishes decision
rights within the
department.

Aligns departmental
goals with broader
organizational strategy.
Mobilizes and
influences multiple
teams and key
stakeholders toward
shared objectives.
Establishes decision
rights within multiple
departments.

organizational
strategy into specific
goals for a significant
segment.
Mobilizes and
influences multiple
departments and key
stakeholders.
Establishes decision
rights within a
significant
departmental
segment.

Aligns organizational
strategy with specific
goals for multiple
departments.
Mobilizes and influences
organizational segments
and key stakeholders.
Establishes decision
rights within significant
organizational segments.

Adheres to ethical Demonstrates Integrates social responsibility into responsibility into the . .
conduct and . A . . ‘ A multiple teams or departmental multiple departments. R
adherence to ethical responsibility into their immediate responsibilities. team or department. o ! ) organizational level.
follows company T - . . : departments. segment. Initiates high-profile P .
S standards. specialization. Participates in cross- Drives social . . ) ; ; e Drives impactful social
policies. . ; . o . . e, . Drives social Drives social social responsibility o .
SOCIAL . Participates in social Initiates and functional social responsibility projects o : o . . responsibility projects.
Understands basic L . . T e responsibility projects at responsibility projects projects at an .
RESPONSIBILITY ; responsibility participates in responsibility initiatives. within the department. 2 . ! P Advocates for social
corporate social L L . . . . an organizational level. at an influential level. organizational level. o
L initiatives within their departmental social Advocates for social Advocates for social : ; . responsibility at the
responsibility ; o . o L N s Advocates for social Advocates for social Advocates for social . A
S functional area. responsibility projects. responsibility within the responsibility within P o P highest organizational
initiatives. responsibility within the responsibility within responsibility within the
team. the department. R 4 . level.
organizational segment. the significant organization.
segment.
Translat
Translates ansiates

Translates organizational
strategy into specific
goals for the entire
organization.
Mobilizes and influences
organizational segments
and key stakeholders at
the highest level.
Establishes decision
rights at the highest
organizational level.

RESOURCE
MANAGEMENT
and
ACCOUNTABILITY

Manages
individual tasks
efficiently within
given resources.

Follows
instructions and
completes tasks

with
accountability.

Collaboratively
manages tasks,
considering available
resources.
Understands the
importance of
resource allocation
for task completion.
Takes accountability
for assigned tasks
and outcomes.

Manages resources
within the functional
area effectively.
Establishes priorities for
tasks and projects.
Holds oneself and the
team accountable for
results.

Manages resources within
the team to achieve
objectives.

Sets priorities for the
team's tasks and projects.
Holds the team
accountable for delivering
results.

Manages departmental
resources to optimize
business outcomes.
Establishes priorities for
departmental tasks and
projects.

Holds the department
accountable for
achieving results.

Manages resources
across multiple
departments.
Sets priorities for
organizational tasks
and projects.
Holds multiple
departments

accountable for results.

Manages resources
within a significant
organizational
segment.
Establishes priorities
for a significant
segment's tasks and
projects.
Holds a significant
segment accountable
for achieving results.

Manages organizational
resources to optimize
overall outcomes.
Sets priorities for
organizational tasks and
projects.

Holds the organization
accountable for
achieving results.

Manages all
organizational resources
at the highest level.
Sets overarching
priorities for the entire
organization.
Holds the entire
organization accountable
for achieving strategic
results.
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Follows established
processes and
guidelines for tasks.
Completes

SENIOR STAFF

Collaboratively follows
and contributes to
established processes.
Monitors and ensures

SPECIALIST /

ANALYST

Establishes and
follows processes
within the
functional area.
Monitors and
adjusts activities to

ASSOCIATE / SENIOR
ANALYST

Manages team activities
within established
processes.
Ensures alignment of

MANAGER

Establishes and
manages
departmental
processes.

SENIOR MANAGER

Manages cross-functional
processes within the
organization.
Ensures alignment of

ASSOCIATE
DIRECTOR

Establishes and
oversees processes
within a significant

organizational

segment.
Monitors and

EXECUTIVE
DIRECTOR

Manages
organizational
processes to achieve
overall objectives.
Ensures all activities
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MANAGING / SR.
MANAGING
DIRECTOR

Establishes and
oversees all
organizational
processes.
Ensures alignment of

PROCESS activities according | tasks align with project align with project tasks with project Monitors and ensures activities with ; S . ; all activities with
. Co S s P adjusts activities to align with L
DISCIPLINE to given plans. objectives. goals. objectives. departmental activities organizational goals. : . 2 strategic objectives.
- ; . o o . ) o . align with segment organizational goals. . .
Adheres to Participates in process Actively Identtifies opportunities align with objectives. Leads and champions oals Leads strateaic Drives continuous
standard improvement participates in for process Actively leads process organization-wide process _goas. . g improvement across
! ; . . Drives process process improvement .
procedures. discussions. process enhancements. improvement efforts. improvements. . o the entire
. improvements for tnitiatives. .
improvement organization.
SR the segment.
tnitiatives.
Proactively Oversees risks within Ensures intelligent
. s R Manages . . ”
. identifies and . a significant g, . risk-taking aligns
Follows established . ; . . Identifies and . L organizational risks . ?
S Collaboratively assesses risks Manages risks within the ) s Manages cross-functional organizational ; with strategic
guidelines and . o e , S manages risks within ! Py strategically. S
identifies and assesses within the team's activities. risks within the segment. . P objectives.
procedures. ; . . . . the department. R Drives organization- .
. risks. functional area. Actively participates in . organization. Develops and A Leads enterprise-
Executes tasks with - L o . . Leads risk assessment P . . ; wide risk S
INTELLIGENT o . Participates in risk Participates in risk assessment and e Leads organization-wide implements risk wide risk
minimal deviation. e . ; P PR and mitigation efforts. ; e management
RISK-TAKING . mitigation discussions. developing risk mitigation. risk assessments. mitigation S management efforts.
Limited ; o . Encourages calculated . . initiatives.
. L Implements risk mitigation plans. Takes calculated risks to p ; Promotes calculated risk- strategies. . . Embeds a culture of
involvement in risk e . ; S risks to achieve ; Establishes risk- . ; . )
mitigation strategies. Takes calculated achieve team objectives. taking at all levels. Promotes a culture intelligent risk-taking
assessment. ; S departmental goals. . ; . awareness culture
risks within the of intelligent risk- . throughout the
> . across all functions. L
defined scope. taking. organization.
Oversees changes orsgip ;Z ti’gfr '
Guides others Manages departmental within a significant Drives organization- g .
Manages team . . . 2 . response to industry-
Adapts to changes . through changes L . transitions during Manages cross-functional organizational wide change .
. . Adapts to changes in 2. transitions during e . S, wide changes.
in assigned tasks. T within the changes. transitions during changes. segment. initiatives. . :
. . responsibilities. . changes. . Drives strategic
Requires guidance o . functional area. - . Leads change strategy Drives change strategy for Develops and Leads change T
. Participates in change . Participates in change o P . . change initiatives.
CHANGE during changes. . ; Contributes to within the department. organizational segments. implements change | strategy for the entire
7 discussions. : strategy development. . . L Embeds a culture of
MANAGEMENT Limited change planning. Ensures team Ensures alignment and strategies. organization. .
. . Implements changes Ensures team . . : continuous
involvement in L Implements and . . alignment with compliance across Addresses Fosters a culture of .
. within own scope. compliance with o ; o improvement and
change planning. supports changes changes organizational functions. stakeholder adaptability and adaptability
effectively. changes. concerns and innovation. throughout the

encourages buy-in.

organization.
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ORGANIZATION
AL CAPABILITY

Follows
organizational
structure and roles.
Adapts to assigned
tasks and roles.
Limited

SENIOR STAFF

Collaborates within

own functional area.

Adapts to changes
in roles and
responsibilities.
Participates in

SPECIALIST /
ANALYST

Shapes team
structure within the
functional area.
Identifies and
develops required
competencies.

ASSOCIATE / SENIOR
ANALYST

Manages team
structures for optimal
performance.
Identtifies future
competencies for the

MANAGER

Shapes departmental
structures and roles.
Identifies competencies
needed within the
department.

SENIOR MANAGER

Shapes cross-functional
team structures.
Identifies competencies
needed across functions.

ASSOCIATE
DIRECTOR

Designs structures
within a significant
organizational
segment.
Identtifies and develops
competencies for the

EXECUTIVE
DIRECTOR

Designs organization-
wide structures and
roles.
Identifies and
develops
organization-wide

X Ayala

MANAGING / SR.
MANAGING
DIRECTOR

Shapes industry-
leading organizational
structures.
Identtifies and develops
industry-leading
competencies.

BUILDING . . ; . Supports team. - . Fosters collaboration segment. competencies. Establishes
involvement in discussions on R L Facilitates collaboration . . ;
o . organizational Collaborates within and o across departments. Promotes collaboration Fosters collaboration collaboration
organizational organizational . within the department. e, L
. collaboration across teams. within and across across the initiatives across the
planning. needs. R S .
tnitiatives. segments. organization. industry.
. . Sets organization-
. - Sets performance Estab[lshes.p erformance Sets high standards for Sets performance Establlshes‘ . wide performance Sets industry-leading
Follows established Collaborates within o expectations for the performance criteria
. standards within the departmental standards for cross- S standards. performance
performance own functional area. ; team. . for a significant .
functional area. performance. functional teams. by Delegates authority standards.
standards. Adapts to changes Empowers team ; organizational .
; Delegates . Delegates authority for Delegates for effective Delegates
Adapts to delegated in roles and o members with . N segment. A o
PERFORMANCE A responsibilities based effective team responsibilities across organizational responsibilities across
tasks and responsibilities. . delegated . Empowers leaders ;
MANAGEMENT e . on expertise. e management. functions. L management. the industry.
responsibilities. Recognizes and responsibilities. . within the segment. .
; . Acknowledges and Fosters an environment Celebrates cross- Fosters an Celebrates industry-
Contributes to team appreciates team Celebrates team L ; Celebrates segment . . ; .
L values team . valuing individual and functional . environment valuing wide accomplishments
goals. contributions. . milestones and L . milestones and A .
accomplishments. team contributions. accomplishments. contributions at the and milestones.
successes. successes. -
organizational level.
Provides leadership Provides leadership Leverages strengths
Adapts to own role . . . . o Leverages strengths o .
. Collaborates with Provides leadership Identifies and develops opportunities across o opportunities at an and addresses skill
requirements. Leverages team " . . across a significant o
2 L team members. 4 opportunities for team team members functions. T organizational level. gaps across the
Participates in skill o members' strengths. organizational :
Identtifies personal . members. strengths. Supports career Supports career industry.
development Identifies and . segment.
PEOPLE o areas for . Supports career Addresses skill gaps development across . development Mentors leaders at an
opportunities. . addresses skill gaps. s Addresses skill gaps R . .
DEVELOPMENT . improvement. S development plans. within the team. teams. o organization-wide. industry level.
Learns from daily Mentors junior team . . . within the segment. . .
Shares knowledge Encourages continuous Mentors and guides Promotes continuous o Promotes continuous Promotes continuous
tasks and ; members. : ; R Mentors leaders within . o
and best practices. learning. team members. learning organization- learning across the learning industry-

responsibilities.

wide.

the segment.

organization.

wide.
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RESPECT FOR
DIVERSITY

Acknowledges
individual
differences.
Respects diverse
perspectives.
Encourages
collaboration
among team
members.

SENIOR STAFF

Actively promotes
diversity awareness.
Facilitates
discussions on
diverse viewpoints.
Encourages
inclusivity within
the team.

SPECIALIST /
ANALYST

Promotes diversity in
expertise.
Addresses and
resolves differences
in opinions.
Cultivates an
inclusive team
culture.

ASSOCIATE /
SENIOR ANALYST

Actively promotes
diversity.
Resolves conflicts
arising from diverse
ideas.
Fosters a
collaborative and
inclusive team
environment.

MANAGER

Advocates for diversity
in leadership.
Proactively resolves
conflicts within the
team.

Ensures an inclusive
team culture.

SENIOR MANAGER

Promotes diversity
awareness across
functions.
Resolves conflicts arising
from diverse
perspectives.
Cultivates inclusivity
organization-wide.

ASSOCIATE
DIRECTOR

Advocates for
diversity in
leadership roles.
Addresses and
resolves conflicts at a
segment level.
Fosters an inclusive
culture within the
segment.

EXECUTIVE
DIRECTOR

Promotes diversity
awareness at an
organizational level.
Resolves conflicts
arising from diverse
viewpoints.
Cultivates inclusivity
organization-wide.

X Ayala

MANAGING / SR.
MANAGING DIRECTOR

Advocates for diversity in
leadership across the
industry.
Addresses and resolves
conflicts at an industry
level.

Fosters an inclusive
culture industry-wide.

ACCOUNTABILITY
and
TRANSPARENCY

Takes
responsibility for
assigned tasks.
Provides clear
explanations for
decisions.
Delivers on
individual
commitments.

Takes ownership of
collaborative tasks.
Ensures
transparency in
decision-making.
Delivers on
commitments to the
team.

Takes responsibility
for specialized tasks.
Ensures transparency

in specialized
decisions.
Delivers on
commitments to the
functional area.

Takes ownership of
team responsibilities.
Ensures transparency

within the team.
Delivers on
commitments within
the team's scope.

Takes responsibility for
the team's
performance.
Ensures transparency
in team decisions.
Delivers on
commitments to the
department.

Takes ownership of
departmental
responsibilities.
Ensures transparency
within the department.
Delivers on
commitments to the
organization.

Takes responsibility
for segment-level
initiatives.
Ensures transparency
within the segment.
Delivers on
commitments at the
segment level.

Takes ownership of
organizational
initiatives.
Ensures transparency
within the
organization.
Delivers on
commitments at an
organizational level.

Takes responsibility for
industry-level initiatives.
Ensures transparency
within the industry.
Delivers on commitments
at an industry-wide level.

PROFESSIONALISM
and
INTEGRITY

Demonstrates
personal integrity
in daily tasks.
Adbheres to basic
professional
standards.
Commits to
ethical conduct in
assigned work.

Fosters ethical
behavior within
collaborative efforts.
Adheres to
professional
standards relevant
to their role.
Upholds integrity in
collaborative tasks.

Cultivates an ethical
culture within the
specialized domain.
Adbheres to relevant
professional
standards.
Demonstrates
integrity in
specialized work.

Contributes to a
culture of ethics
within the team.
Adheres to team-
specific professional
standards.
Demonstrates
integrity in team
collaborations.

Promotes ethical
behavior within the
department.
Adheres to managerial
and professional
standards.
Demonstrates integrity
in departmental
decisions.

Nurtures an ethical
culture within the
organization.
Adheres to
organizational and
professional standards.
Upholds integrity in

organizational decisions.

Establishes ethical
standards within the
segment.
Adheres to segment-
specific professional
standards.
Demonstrates
integrity in segment-
level decisions.

Instills an ethical
culture within the
organization.
Adbheres to
organizational and
industry-specific
standards.
Upholds integrity in
organizational and
industry decisions.

Champions ethics within
the industry.
Adheres to industry-
specific professional
standards.
Demonstrates integrity in
industry-level decisions.
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Maintains focus on

SENIOR STAFF

SPECIALIST /
ANALYST

Maintains focus on

ASSOCIATE / SENIOR
ANALYST

MANAGER

SENIOR MANAGER

ASSOCIATE
DIRECTOR

EXECUTIVE
DIRECTOR

X Ayala

MANAGING / SR.
MANAGING
DIRECTOR

. . Stays focused on specialized Stays focused on team Maintains focus on Maintains focus on Stays f ocuse d on
assigned tasks despite . ; . organizational s
challenaes broader business business priorities. and departmental departmental and Stays focused on segment-level riorities Maintains focus on
ges. priorities. Persists in priorities. team goals. organizational priorities. priorities. P g industry-level priorities.
Demonstrates . . . . . . O o . . . o L Displays persistence 2o S
: . . Displays persistence overcoming Displays persistence in Persists in achieving Displays persistence in Persists in achieving . N Persists in achieving
persistence in routine . o : . > ; S R . in organizational . o
RESILIENCE activities in achieving team challenges in their achieving team managerial objectives. organizational initiatives. segment-level endeavors industry-level objectives.
; goals. expertise. objectives. Adapts to changes in Adapts to changes in objectives. o Adapts to changes
Adapts to minor . S . Adapts to changes in o h ;
. Adapts to changes in Adapts to changes Adapts to changes departmental organizational strategies. Adapts to changes A within the industry.
changes in work ; . A L organizational
! work processes. in specialized within the team. processes. within the segment. .
environment. strategies.
tasks.
Clearly communicates Clearly
Expresses ideas clearly eary Expresses Clearly communicates Communicates ideas Clearly communicates . communicates ideas Communicates ideas
s . . ideas to a broader T ; . o ; Expresses ideas clearly ;
within the immediate . specialized ideas ideas within the team clearly within the ideas across s across clearly across industry
audience. R within the segment. A
team. ; . clearly to peers. and department. department. organizational levels. . organizational levels.
. Disseminates ; ; . . ; . ? . . Shares important . . .
ares importan . . . ares crucia isseminates critica isseminates isseminates crucia . . - evels. isseminates crucia
COMMUNICA . . oy important information | . . . . . s . . . . . o information within the . . . . . o
TION and information within the within the information within information within the important information information within the seament Disseminates critical information within the
team. the specialization. team. to the team. organization. €9 ) information within industry.
INFLUENCE . department. ; . . . Inspires segment S L
Inspires colleagues to ; Inspires colleagues Inspires team members Inspires team members Inspires team members to the organization. Inspires industry
. Inspires team . . . . A members to surpass .
meet basic to excel in their to surpass regular to exceed managerial excel in organizational ; Inspires members to surpass
. members to exceed A . . expectations. HES ;
expectations. . specialized roles. expectations. expectations. goals. organizational expectations.
standard expectations.
members to excel.
. Identtifies and . Identifies and .
Recognizes and . . Recognizes and . Recognizes and
Acknowledges e maximizes Acknowledges and Recognizes and - L maximizes .
leverages individual o . . Identifies and maximizes leverages segment- L leverages industry-
personal strengths and specialized utilizes team-related leverages managerial . organizational
strengths. leadership strengths. related strengths. related strengths.
weaknesses. ; strengths. strengths. strengths. . 7 strengths. 7
. . Actively works on . i . . Actively addresses Works on refining . . Works on refining
Works on improving . . Invests in targeted Works on refining Focuses on improving ; o Invests in addressing A
SELF- o ; improving o Lo S leadership weaknesses. weaknesses within the . weaknesses within the
basic job-related skills. skill improvement. individual weaknesses. leadership skills. . organizational :
MASTERY weaknesses. . Proactively seeks segment. industry.
Shows openness to Actively seeks Welcomes feedback for Seeks feedback to : weaknesses.
Seeks feedback to . feedback for continuous Welcomes feedback for . Welcomes feedback for
feedback for self- feedback for personal and team enhance managerial Proactively seeks .
; enhance performance . . growth. personal and segment personal and industry
improvement. continuous development. effectiveness. feedback for
and self-awareness. growth development. development.

continuous growth.
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PASSION

Demonstrates
enthusiasm for
assigned tasks.
Commits to
completing
responsibilities with
dedication.
Motivates others
within the team to
achieve basic goals.

SENIOR STAFF

Displays enthusiasm
for the broader
team's objectives.
Commits to team
goals with visible
dedication.
Inspires team
members to excel in
their roles.

SPECIALIST /
ANALYST

Demonstrates
passion for
specialized projects
or tasks.
Commits to achieving
excellence in
specialized areas.
Inspires colleagues
within the
specialization.

ASSOCIATE /

SENIOR
ANALYST

Displays
enthusiasm for
team objectives.

Commits to team
goals with visible
dedication.
Motivates team
members to excel
in their roles.

MANAGER

Demonstrates passion for
departmental goals.
Commits to achieving
excellence within the
department.
Inspires team members
to exceed managerial
expectations.

SENIOR MANAGER

Displays enthusiasm for
organizational objectives.
Commits to
organizational goals with
visible dedication.
Inspires team members to
excel in organizational
goals.

ASSOCIATE
DIRECTOR

Demonstrates passion
for segment objectives.
Commits to achieving
excellence within the
segment.
Motivates segment
members to surpass
expectations.

EXECUTIVE
DIRECTOR

Displays
enthusiasm for
organizational

objectives.
Commits to
organizational
goals with visible
dedication.

Inspires
organizational

members to excel.

X Ayala

MANAGING / SR.
MANAGING DIRECTOR

industry.

MULTI-
TASKING

Manages basic tasks
effectively.
Demonstrates the
ability to handle
multiple
responsibilities
simultaneously.
Maintains quality
output across various
responsibilities.

Takes on more
complex tasks
concurrently.
Balances various
responsibilities with
consistent quality.
Efficiently handles
increased workload.

Manages specialized
tasks concurrently.
Maintains a high
standard of output
across diverse
responsibilities.
Demonstrates
efficiency in handling
complex roles.

Handles multiple
responsibilities
with increased

complexity.
Ensures quality
output across
various roles.
Efficiently
manages tasks
that require
specific expertise.

Manages multiple team
responsibilities
effectively.
Balances leadership and
operational tasks
seamlessly.
Ensures quality output in
both managerial and
operational roles.

Takes on strategic and
operational roles
simultaneously.
Balances complex
responsibilities with
consistent high quality.
Demonstrates efficiency
in handling diverse
managerial tasks.

Manages a segment
with multiple and
varied responsibilities.
Ensures quality output
across diverse roles
within the segment.
Efficiently handles
responsibilities that
impact the segment's
success.

Handles
organizational
tasks with a broad
scope.
Balances strategic
and operational
responsibilities
effectively.
Maintains
consistent high-
quality output
across diverse
roles.

tasks with a

industry.

Demonstrates passion for
industry-wide objectives.
Commits to achieving
excellence within the

Inspires industry members
to surpass expectations.

Manages industry-related

comprehensive approach.
Balances strategic and
operational responsibilities
at the industry level.
Ensures quality output
that positively impacts the
organization within the




X Ayala

THANK YOU
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