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Why We Have a
Finance Architecture

Envision a company that does not have a
general ledger, a budget process, a cost
accounting system, and a capital allocation
process that are tied together

Not easy to envision — right?

Your finance architecture enables the entire
organization to work with and talk about
financial matters in a consistent way




Talent Architecture Requirements

= You need an enduring people architecture enabling the
entire organization to work with and talk about people
matters in a consistent way

= The architecture needs to set common standards for
both performance and potential, differentiated by layer

= And the architecture must be simple enough allowing
leaders/specialists at every level to quickly grasp what it
means to perform and be effective at their level
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The Pipeline Models

The Pipeline models offers first principles for mapping and building a leadership / specialist frameworks that
secures a sustainable competitive advantage through people. It helps you:

* Map key leadership / specialist layers/roles across the organization
» Create a Leadership / Specialist Portrait for each of the key leadership layers/roles

» Define the critical transitions in terms of work values, time application and skills faced when moving
from one role to another
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The Leadership &
Specialist Portraits

« By clearly defining “The job to be done” for
each key leadership/specialist role, you
create transparency about what is expected
of them in the organization, and you support
them in recognizing how they add unique
value to the organization in their specific role.

» This role clarity is key to effective business
execution, enabling a leader-led
development culture and supporting leaders
and specialists operating at the right level.

— [EALPI
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Leader of Others

WORK VALUES

Achieving results through others
Success of direct reports and unit
Self as leader

TIME APPLICATION

Annual planning (budget, projects)
Making time available for direct reports
Managerial work

SKILLS

* Job design « Communicating and
» Selecting climate setting

+ Delegating * Building the team

« Coaching + Building psychological
« Giving feedback safety

Performance management

LEADING OTHERS: The job to be done

The work

Set direction

Required activities
« Clearly define the roles and pricrties of direct reparts
« Create 3 ciear understanding of how direct reports’ indivioual business objectives contribute 1o ovaral

business goals

» Engage direct reports In establighing personal busingss objectves
» Credie aﬂearlnﬂerstm:l’rgurm direct I'EFﬂ'tE-' mmm‘ﬁ creaie walle for our cusiomers

Empower direct
reports

« Enable direct reports io deal effectively with thalr responsilities
« Dalegate necessary authorty 1o anabie dinect reports o achieve thair INdVIduEl bUSINESS objectives
» Support direct reports In thelr work without taiing dirsct ownership of fieir spaciic work

« Halp direct reparts get access to the paoole, Information, and resources they need to delver on their

business objecives

Develop direct
reports

« Set specific devalopment nbjecives for dinect reports
« Provide recurring fact-based feedback

« Halp direct reparts fo get better & thelr job

« ConEnuously Include coaching as part of thelr leadership style

Inspire great

» Feaguiany Intiats check-n CONVETESEONS 30 SLDPaIt Te diraet repodts In Melr work
= Frequently review work progress and performance of direct reports

B - Conduct factbased assessments while being mindful of blases
- Raspond In 3 imely manner to Indvidual performance challenges and do nat let perfrmance chalenges
escalate
Select team « Select qualified feam membess who coniribuie wel o overal f2am performance
— » Take proper and fimely aciion on direct rports who consistentty Tail short of fufliing their role
- Select team members who hoid potential to develap I other roles
« Seiect team members In 3 way that ensunes 3 vansty of diferent perspectives and EXpanances
Build the team = Cregle an ervironmeant where leamwork and collaboraiion are valued

- [Builld a high level of engagement and a sense of belanging
» Credie an open and TUstng ervironment that encourages paopils o 5paak up

= Ensure hat team membars understand how they collectfvely contnbute to the overall 123m EUCCess

Integrate upwards
and sideways

= Keep the direct manager Informed about progress

- Share anficipated cbetacles In due coumse

» Coordrate work Wi reevant colleagues proactely

» Proactvely sallt Input from relevant collsagues on thalr fE3m memmbers perfonrEnce




Leader of Leaders

WORK VALUES

* Achieving results through leaders
» Success in value chain

* Ambiguity

* Values based leadership

TIME APPLICATION

* Long-term (2-3 years) operational planning

* Resource allocation

» Providing input upwards for strategy planning
» Managing boundaries between teams

* Managing interfaces to peer organizations

SKILLS

* Organizational design
» Selecting leaders

» Managing stakeholders
* Developing leaders

LEADING LEADERS: The job to be done

The work

Translate strategy
into operating
plans

Required activities
» Allgn activities 3cross your organization with the overal Dusiness sTabagy and cusiomer expectations
- Support direct reports In Bringing the Dusness srategy and company purpose to e, making |

meaninghul for ak

+ ASEIQR WOrK ang eiegata NECEEEAY decislon-making authorty to drect raports
» Take pwnership of organizational change Inttiatives

Inspire great
performance of
leaders

* Hold direct reports accountable for their perfmance as leaders
* Hold direct reports accountable for thelr personal business objeciives
* Inciude conversations about leadership performancs In ongoing check-in conversations

» Respond In 3 imaly manner to Indvidual performance challenges and do not let performance chaliengas
escalate

Develop leaders

+ Take 3 sTuciured approach fo support your leaders becoming betier leaders
+ Feguiary coach and enabie your direct reports on thelr leadership capablifies
« Support direct reports In deveioping helr functional expertise

« Sef clear and specific development objeciives Tor your direct reporis

Select leaders » Selecis leam mmmmnnmmﬂnmmmamﬂammmmmPEm
« Select direct reports for tomormow — not [ust today
« Take proper and fimely aciion on direct r=poris wha conslstenty Tl short of fulflling thelr leadership roie
« Sclect leaters based on a comioination of leadership and functional potential
Build the « Allgn organizational capablities win both the cument and long-i=m needs of the business
Drganiza‘linn « Buld an mlﬂimm:repmsa'rtEam{ym‘ment Eﬂﬂmmmﬁpﬂmﬂﬁ

= Malmtain rellable success0N plans
= Murture an innovation mineset In your onganization

Lead across the
organization

» Take 3 hollstic approach In driving valug across Me organization

« Break down sllos and faciiake 3 free fiow of Informason and |deas acnoss eams

« Stimulate collaboration acmss the value chain

« Put the goais of Tie company before the Intenest of your own organization or business objectives
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Knowledge Expert EILPI | KNOWLEDGE EXPERT

Organizational depth and breadth

Certain depth of knowledge and insight into the organization

* Dw % depth of knowledge 10 delver e required results

+ Easily identifies underlying issues and patiems in complex situations

* Demonstrates a clear understanding of how own job contributes 10 the overall business success

* Is a person that you would recommend 10 colleagues as 8 go-10 person within the domain of expertise

WO R K VAL U E s + Azkrowledges how coleagues depend on their domain of expertse and their delivoraties

» Self as specialist

° Result orientation

Delivering results through personal expertise

» Proactively find better ways of doing things

* Proactively contritutes to defining own personal business objectives
» Breaks down business peoblems and issues into practical sclutions
+ Gamers, analyzes and apples relevant business data 1o cptimaze performance

TIME APPLICATION + Demanstrates a clear understanding of what high performance looks Ike in own role

» Effectively priceitizes own work in order 10 get the b done

» Represent own domain of expertise

 Build own professional brand Communication

Porsonal excellence and guidance of peers

+ Demonstrates curiosty in an open and respectiul style

+ Clearly comveys information and ideas to colleagues in an engaging and motvating way
SKILLS = Identifies the root causes of daly challenges and suggests relevant solscns

* Proactively gudes and inspires coleagues and stakaholders in relation 1o own domasn of axpertise
- Set own objectives et .

» Continuous improvement
« Structured problem solving

Representing the domain of expertise

= Proactively spplies ble knowiedge 10 secure cor imgrovement

* Seeks relevant nformation withn the crganizason

* Makes relevant colleagues aware of own domain of experise within the organizaton
* Constructively @ s and challenges existng

+ Demonstrates good undesstanding of how own domain of expartise can contribute 10 a good extermal customer
“perience




[Pl KNOWLEDGE LEADER

Knowledge Leader Z It

Organizational depth and breadth

Significant depth of knowledge and broad understanding of the organization

» Demonstrates deep and broad knowiedge within own domain of sxpertse

+ Takes the entre value chain into consideration, |.e. balances own needs vs. organizational needs
* Is recognized as a leading capacity within own damain of expertise

» Tokes cross-functional concerns info consideration in decision making

WORK VALU ES » Focuses on extemal customer needs and preferences

| ‘,—

2-3 years’ planning

Result orientation

Delivering results through colleagues

+ Drives results through colleagues and indirect reports in a motivating and engaging way
+ Sets the direction and creates purpose in respect of own domain of experise
Build relationships « Aligns own deliverables with relevant stakeholders in the value chain

* Is able to delver on business objectives whaere no formal mandate has been given

* Effectively balances short-temm and long-term results

TIME APPLICATION

* Lead own domain of expertise
o Stakeholder management Influence without authority
° Communicate upward and sideways + Demonstrates an abilty 10 effectively mpact decisions without having any formal decision power

* Recognizes resistance 1o change and finds engaging ways to overcome such resistance

» Builds strong relationships with stakeholders and decision makers

+ Seeks views and suggestons ¥om other stakeholders before taking action

+ Adopts a coaching style rather than a telling style when interacting with colleagues and stakeholders

Communication

SKILLS

L]

* Influence Leading the domain of expertise

* Loads the development of own doman of expertise and pasitions it for the future

* Drives innovation 1o cof asly concepts, p and technoiogy

* Successfully leads internal knowledge communtes

* Aligns own innovation initiatives with other iniSatives across the value chain

* Acts with the extemal customer in mind when developing own domain of expertise
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