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9 Talent Management Strategy

Career paths
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How can we unlock the potential of our SUecession Management What talents do we need

talents? Gareer Pathing to be an innovation leader?

Assessment & Development Centers

How can we attract them to Bayer
el through a compelling Employer
I —— Brand and a state-of-the art

Academy recruiting approach?

Bayer Academy
Community

How can we secure a strong leadership
pipeline for current and future needs?

Exit Management

eLearning
Backbone

Coaching

Mentoring How can we best engage and

How can we enable our employees
360° Feedback motivate our employees?

to acquire the competencies and
skills they need to be successful
in their roles — today and in the future?
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Why
careerpathing



Overview Careerpathing

Definition
// Various positions an employee moves on one by one /- Showing opportunities
/' The employee may move vertically, laterally or cross / Increase employee motivation, performance

functionally to move to a different type of job role / Building the talent pipeline

el MOVEIS I|n[<_ed t_o SELEL cond|t|ons_; SEn & // Foster cross-functional/-organizational moves
experience, qualifications, tasks and requirements
/| Foster strategic workforce planning to meet

/" Along the career path you should build up a organizational needs

competency set for target position

/ Career paths do not specify fixed steps, they must be / Strengthen employer image and retention

individually designed

/A career perspective is ho guarantee that the desired
goal will be achieved
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= Trends

Market forces drive trends in career path models

Market Forces Resulting Trends

/ Increasing speed of product development

// Holistic view of skill development instead of

/' New entrants and increasing market silo career paths

volatility

/" Frequent changes of org. structure : "
d J J // Need to satisfy age-group specific and

/- Switch from centralized to decentralized individual development demands

decision making

/ Increasing percentage of white collar
workers / high-skilled project workers // Focus on next steps, no predictable and

/ “War for talents” long-term planning possible

// Highly diverse workforce regarding
development vision (i.e. Babyboomer vs.
GenY)

/ Digitalization

/' Employee-owned careers instead of HR /
manager-driven careers, greater use of
existing talents than external recruitment

// Increasing focus on IT-based tools to enable
dynamic, employee-focused environment
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Traditional

Tenure track

/ Ladder oriented

career

development

according to
employee’s
tenure and

acquired titles

Path into key role

/" Development of
critical employee

skills and

competencies
according to the

company’s

strategic needs

Comprehensive

career architecture

/" Foster employee
development into
particular key
roles

Designing careers around positions

Functional Leader

Functional Leader

Functional Leader

Project Manager

Consultant

Project Manager

Project Lead

Business Analyst

Lead Consultant

Senior Associate

Junior Business
Analyst

Senior Technical
Consultant

Junior Associate

Business
Associate

Junior Technical
Consultant

/Il Career paths /// Trends and overview @Bayer




B

A
BAYER

E

R

Overview
Types

g8,

Agile

Job mosaic

/- Employee
navigates own
career path by
focusing on
possible next
development
steps according

across units,
regions and

Skill badges

/- Job roles require
specific skill-sets

/- Employees’
acquired skills
are awarded
digital badges,

to a mosaic logic enabling them to

create individual
career paths

Designing careers around experiences

Asplration: Functional Leader

Key Experiences
Profit margin Preparation Leading key
calculation of project risk customer
assessment relationship
Opportunities for Gaining Them
= New s Operational = Commercial
business or audit role role
development = Supervisor = Mentoring by
role training commercial
= Finance and leader
economics
modules
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New approaches needed

Career path model - Benefits for the employee

‘ Transparency and fairness about career development

‘ Provides / increases perspectives about the different areas of development

‘ Increases the visibility of sideways in order build diverse careers

Fosters job rotation

Allows to take charge of own professional development

‘ Increases the employee’s market value
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Consequences

Next steps

Organizational level Tools

/' Change Organization & Culture
(build/implement an agile
organization)

// Create strength and talent
oriented personnel planning and
development

/ Offer equal opportunities for the
various career reforms
(management, expert and project
careers)

/' Create stronger link to
competencies, skills and
experiences

/- Offer "Flexicurity" (flexibility and
security)
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/ Editing existing job descriptions

/" Link between Development
Dialogue, Global Internal Job
Board and Talent Review (POC)

/Using existing instruments,
enabling managers to use them

i

i

i

Increase motivation for
lateral/horizontal moves

Involve more managers as "talent
scouts"; accordingly, new demands
on managers; must be empowered

Implement cross-divisional,
transparent talent pool to break
down silos; promote cross-divisional
changes

Determine critical competencies /
skills for jobs; employees “skillset /
skillportfolio”



Thank you!



