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Career Band Descriptions

Support (S)

Core focus is performing administrative,
production, operational, or technical tasks
in support of the business.

Emphasis on completing tasks or activities
supporting implementation of procedures

Hay requine decision-rmaking but with
limited financial implications to the
company

Professional (P)

Core focus is performing work that requires
application of expertise in professional
or technical areas.

Typically for individual contributors who do
not have direct reports. Creative or
innavative responsibilities requiring
atdvanced decision-making skills

Generally requires a university degree or its
equivalent in educalion and experience

Works independently; typically has flexibility
and authority over daily wark priorities

May provide work direction to other
employees: lacks authority to discipling or
reward

Professional Career Rand - Job Level Detailed Definitions
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Management (M)

Core focws is achieving results through others,

including setting direction, deploying resources,

and managing team members, contractors, or
third-party individuals fior & sublfunction,

operations of & subfunction, andfor & corporate

program.

Below executive mgrmit. and responsible for
managing pesple + performance eveluations
and pay reviews

May also be responsible for hireffire decisions

Goal achievement is often measured by the
performance of direct reports; in

some instances a manager may be responsibbe
tor & functional area and not have people
reporting to them
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Executive Career Band - Job Level Detailed Definitions

M5 Director (L9)
Department accountability for Business Unit

Works to set direction for function in coordination with senior
leaders. Provides leaderzhip and direction through managers,
senior managers and senior professionals or

complex/strategic programs. Accountable for the performance
and results of function. Executes businass plans and contributes
to the development of functional strategy.

M6 Vice President (L10)
Depariment accountability enterprise reporfing to functional leader
Functional accountability, single Business Unit

Develops and executas, strategy, vision and direction for function at Businass Unit
level. Frovides leadership and direction through directors, senior managers

and/or managers, or complex/strategic programs. Has primary accountability for the
performance of one or more significant functions within business wunit.

Has impact on business results within own area and influences and impacts multiple
divisions or sub-functions/functions.

E1 Vice President (L11)
Enterprise level functional accountability
Subsidiary or Business Unit Chief level accountability

Develops and executes strategic plan for own areas and influsnces
company strategy at enterprise level or 2t subsidiary or Business Unit chief
executive level. Frovides leaderzhip through directors and senior managers
leading functions. Has primary accountability for the financial performance
of business unit or significant segment of 3 group that typically includes
multiple functions. Has significant impact on organizational or business
performance

Knowledge &
Skill

Recognized as an expert in their field and as advisor within
the organization. Has in-depth expertize in own discipline and
broad knowledge of other disciplines. Applies broad industry
knowledge to drive performance.

Applies in-depth knowledge of how own area of responsibility integrates with other
businesses across the company and how the company differentiates itself from
COMmpetitors to create Ccompetitive advantage. Monitors industry trends.

Applies in-depth knowledge of the economic, commercial and political
izsues that impact company 2nd industry performance to drive business
growth. Anticipates industry trends.

lob
Complexity &
Problem
Solving

Collaboration
& Interaction

Discretion &
Impact

Works on complex issues where problems are not clearly defined,
there is an absence of data, or and where fundamental principles
do not fully apply. Translates business unit strategy into functional
plans and guides execution. Participates in corporate
development of methods, technigues and evaluation criteria for
projects, programs, and people. Problem solves with a longer-
term view. Applies strategic thinking when selecting

methods, techniques and evalustion criteria for obtaining result.

Interacts with and influences senior management, executives,
and/or major customers and negotiates matters of significance to
the organization. Reconciles multiple stakeholder views to drive
business results. Advises on complex matters, Influences
functional area goals and participates in discussions with leaders
across organization to impact decisions.

Participates with senior management to establish strategic plans
and objectives. Directs the development of new processes and
programs andfor improvements. Makes decisions on
implementation 2nd ensures operational effectiveness, Effectively
cascades functional strategy and contributes to development of
organizational policies. Impact of decisions will result in critical
delays in schedule and/or business unit operations and may
jeopardize gverall businass activities.

Directs the rezolution of highly complex or unusual business problems by applying
advanced critical and/or enterprize thinking, potentially in the absence of all data and
facts. Evaluates key business and organizational challenges and directs the
development of new or innovative solutions. Monitors direction and approves
objectives and broad processes for area. ldentifies and evalustes fundamental iszues or
problems through assessment of intangible variables and provides direction for
resolution.

Interacts with and influences internal and external executive level management,
requiring negotiation of critical matters. Influences policymaking and strategy based on
communication strategies and persuasion zkills. Partners with executive leadership
team for the function to provide cohesive direction towards company goals. Advises
on complex matters.

Establishes and develops broader company strategy and translates into multi functional
objectives. Directs and approves plans to develop processes and programs, adapts and
reallocates resources based on changing business needs. Manages budget plans based
on business needs and manages expenditures during the year; establishes contracts
within own area of responsibility. Guided by organization functional strategy, has broad
impact on the functional or business unit results. Erroneous decisions will affect the
company's bong-term Success.

Directs the development of new or innovative solutions that

optimize organizational and business performance. Approves objectives
and broad processes for area; ensures implementation to meet goals.
Approaches problems or issues from a broader perspective taking the
overzll business into consideration with direction and/or resolution.
Manages change and develops risk mitigation plans.

Has established partnerships across the business and is a final decision
maker on strategic goals for area. Ensures strategic objectives are met and
facilitates trade-offs across multiple functions. Recognized as an influential
leader and is sought out to advise on cross business initiatives and
approaches.

Evaluates key business and organizational challenges and directs

the development of new or innovative solutions. Monitors direction and
approves objectives and broad processes for area.

Identifies and evaluates fundamental issues or problems through
aszeszment of intangible vanables and provides direction for resolution.
Consolidates budget plans for area/s and presents final budget proposal;
manages budget throughout year, resllocating based on changing business
needs, approves contracts for own 2rea of responsibility. Sets strategy that
has a broad impact on business results.

Management
& Supervision

Directs the activities of 2 functional arez or multiple integrated
departments through lower management, Leads team|s) to
develop new methods and solve complex matters.

Leads activities of one or more functionzal areas, divisions, product groups and services
through leaders who have overzall responsibility for the successful operation of aszigned
areas. Overseas team|s) to develop new methods and solve company-wide

matters. Manages and integrates diverse disciplines, leads team members who have
diverse skill sets and/or different clients. Determines appropriate staffing levels and
org structure.

Has leadership responsibility across a business unit or significant segment
of a group that typically includes multiple functions. Leads through leaders
and devotes more time to planning and coordinating functions than day-
to-day operational management.




Employee Facing Leveling Guides

|il.l"a Family: <MName>

Career Role Guide Design Tips

* Top 5-7 Core Responsibilities specific to the role

Describes observable actions within these areas of responsibility
and how they scale/grow by level vs. concepts “Accurately
applies policies vs. knowledgeable about policies”

Performance agnostic

Does not restate company values or principles
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respongiziliny Human Eescurces Business Parners [(HRBPS) work with management 19 build organitational capability and increase the organizational health of the gepartment, business, of arganization, They pravide
leadership in the implementation, development, and execution of human resources (HR) related polickes, programs, and guidelines; organizational design; company culture and employee development. They
apply knowledge of the business and underitanding of butiness objectives 1o succesitully influence and partner with other groups around the company (legal, finanoe, recruiting, LED, MR Operations, &b ) 1o
advocate for business needs Thery consult with employess and managers 1o adaress rgol causes of ofganizational issues and address employes relations isswees with a systematic approach. They coadh
managers of all levels to increase their capability a5 managers and as leaders. HRBPs participate in company-wide initiatives and programs while meeting the needs of their businesses. Key skills and abilities of
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HREPs include coaching, consulting, facilitation, influencing, communication, process development, analysis, associate/employee engagement, risk evaluation, empathy, problem solving, and high judgment and
the ability to use data to make dedisions

HR Genseralist | HE Generalist 1

Aol graager 11, M Garsealigt

HE Generalist I
Ulgmager 111, I Gareralisg

Principal, M= Generalist
5. Wysuger, HIE Ganeraling
Sr. Manager, Ops Department HE
Principal HE Business Partner
5. Manager Human Resources

Job Famiy

Sample Responsibilities

HR Genevalist
HR Busiress Partner

HR Generalist
HR Buddness Pasiner

Sr. HR Basiness Partner
HR BManager

Business Tithe
TExamgles)

* Company Culture Steward

Organizational Development and Design
Organizational Health

Workforce Planning and Talent Acquisition
Talent Management and Development

HR Operations

General Scope
Progression

Care Retponsibilitien

COMPANY CLLTURE

STEWARD

» Inbegration of
Company viluéd

& hodel and cosch on
beackerLhip Debawiod s

Directed work and exscuthon
Prowides support to managers in
single team chent groug
Bay provide £rods ong suppon for
fursctional respossibility
Wik product and deciions impact
Nt @ ol 04 departmem

Idenbdy/manage projects imdependently
Prowides wupport to senior leaders and
managers in team'client proup in a single
business funttion of department
Weork prosduct and dechiions impact chent
team, depaitment, oF fursttion

Operates with significant autononmy and discretion
DHrecthy support s mu itiphs wenion eaders
May support multiple busingises and/or regions
Work product and deciiions have brosd impact sonass
budiness, department]s), regicn, or globe

Develops and influsnces rew strategy
Sety direction for team
Directly supports multipke directors and/for VPs
My proide tuppa to clients regionally or globally
Work produtt nd deciasons have significan impasct
BErosd Busineds, department(i], regen, o ghabe

[The content belcw describes he core ¢ iligigs differentiate acrerss th it assuenes responsibility bullds, so only expectations that are giflerent a1 the next level are described]

& Understands Company culture,
Company values; can identify
behaviors that reflect ithe
Company valwes
Demorsirates values and
principhe a4 thdy nGErect with
employess and managers

Pl 5, PIOEranTg,

whil pelcis 1R uppert thi clignt
proup cultsre for department of
BSHTELS

= Applies understanding of Company values

wihen consulting with employees and
managers |Le.: performance
imgrivement, casching pland, team
meetng, employee development and
promotions]

Initiates and supports client proup or
department {or muitiple departmments to
desselop the culture for that department or
Eeuginggs

= Mdentify trends, busld strategies and practices that
ensure adoption of Compary values across business or
department

= Role models Company values and coaches employees,
managers and other junice HE professionals

& Helps on-board e leaders and ranaper by wing
CompaTy valugs

= Dvives aligrment with Company™s culfure and values in
PR with chen] groug, departments, lunclicn of
Brudingdd wnil 16 Whipe bnd cloie gagn i 1he fulture in
b Grganidation

+ Develops new programs that ersures adogtion of
Compasy values, across the business, department,
ouganiration, and aCross groups

+ Coaches senior lesdership to integraie Compasry values
N0 crganization culbure

& Halps on-board sansss leaders By uting Compasry values

+ Propttively snticipating gaps in alignment with
Compasy’s culture and values, and business operationa
EeChanHmS in cienl groug, department[i], lunction oF
Budingdd Unit oF businesd keaderihip




Peer Submitted Framework
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2025 General Salary Ranges

General Job Titles Salary range Option Award

Entry level - Associate/Specialist/Coordinator
BY FOUNDERS CIRCLE CAPITAL

Staff - |

$45 000 - $100,000
$60,000 - $140,000
$60,000 - $170,000
$70,000 - $190,000

1,500
2,000
2,300
2,500
5,000
5,500
7,000

$100,000 - $230,000
$125,000 - $240,000
$130,000 - $250,000
$150.000 - $275,000 |Starts at 8,000

$190,000 - $325,000 |Starts at 15,000

Salary range

Operations

Salary range

Business Development

Salary range

Option Award
1,500
2,000
2,300
2,500
3,000
3,500
7000
8.000

Option Award
1,500
2,000
2,300
2500
3,000
3,500
7.000
8,000

Option Award
1,500
2,000
2300
2500
3,000
3,500
7,000
8,000
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Option Award
1,500
2,000
2,300
2,500
3,000
3,500
7,000
8,000




Peer Submitted Framework

SVP |Sr Vice President
Business P |Vice President
Leadership MG | Sr Director
M5 |Director
Sr Manager
Management & M3 |Manager
Professional M2 | Sr Supervisor
M

HI

P/ Distinguished

PG Principal

Management
H
N

Professional

P3 Career
Supervisor Specialiat
84 |Highly Skilled

S3 |[Senior
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Overview of Our Leveling Framework

We've established a set of 8 standard job levels to create consistency in how we
structure our organization across teams. We refer to this as our “job leveling
framework."”

All teams use the leveling framework to identify what career progression looks like
for every role that exists on that team. We do this by aligning each title to the
appropriate job level based on the knowledge, scope of ownership, and
performance standards required for the role. This mapping of roles and
responsibilities is used by leadership to manage and develop their teams, but it
can also be used by employees to take an active role in their career growth.

Aside from identifying job groups and specific titles, our progression framework
also differentiates between management and non-management positions by
separating levels into two different tracks: Individual Contributor and People
Manager.

Here's what our standard job leveling framework looks like:




Level Individual Contributor People Manager

=
R =
N = R
RN IR

Excerpts from Employee-Facing Leveling Documents

Keep in mind that some tiles may include a Standard
and Senior designation within the same Level (i.e.
Director and Senior Director are both considered to be
Level 6). In these cases, the Senior designation means
that the individual is fundamentally doing the same job
but with more experience and autonomy than at the
Director Level. Additionally, some titles may vary slightly
between job groups but all titles across the organization
will map back to our standard job levels.

Forexample:

A Recruiting Manager and a Senior Brand Designer may
both be an IC Level 3. This means they both show the
leadership, impact, influence, and autonomy of any
other Level 3team member at Truepic. However, these
are the titles that are most relevant for their job function
and in relation to the typical career progression for
someone in those roles.



Individual Contributors and People Managers

As team members progress through the leveling framework, titles and their

associated level of seniority will increase along with the relative impact of their

role. Some people grow theirimpact by building on their individual knowledge and technical skills.
These team members are known as “individual contributors” and will have no org chart responsibilities
associated with their role. Others may choose to grow their impact by sharing their expertise to amplify

and deepen the impact of a team that they manage. We call these team members “people
managers.” [t's important to note that there are opportunities to grow along either path, so the
choice generally comes down to personal preference. Individual contributors will

gain progressive responsibility and autonomy, working in consultative capacity as

subject matter experts and leading through influence. People managers have the

ability to act as force multipliers and support their teams to reach their full

potential. However, people management isn’t the right path for everyone noris it

the only option for career advancement. Regardless of whether someone is an individual contributor or a
people manager, roles increase in seniority by increasing their leadership, impact, influence, anad
autonomy.



Individual Contributor

Coordinatar

People Manager

Commercial IC

Enterprise IC

CS Associate

People Manager

Specialist

Commercial CSM

hanager

Senior Commercial CSM Enterprise CSM

Senior Manager

Lead,

Senior Enterprise CSM

Team Lead

Manager, People Ops

Director of (Specialization)

Manager, Customer Success

Cirector, People Ops

Director, Customer Success

WP | EVF Paapla

VP, Customer Success

Chief People Officer

Chief Customer Officer

Individual Contributor

Coordinator

People Manager

Individual Contributor

Associate

People Manager

Specialist

hManager

senor Manager

Talent Acoquisition Lead

Junior

Standard

Senior

Engineering Lead

Mamnager, Talent Acquisition

Staff

Engineering Manager

Hrector, Talent Aoquisitian

Principal

Director [/ Senior Director

WP Talent Acquisiton

VP | EVP of Engineering

Chief Technology Officer
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Leadership Framework v1.1
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Peer Submitted Framework

People Manager Competencies (Summary)

Reference: KornFerry 38 Global Competency Framework

“Career Stream” and Job Level

Personal Leadership

C-Suite

Category Competency

Senior Vice President Leads by Example [1] Upholds Values and Leadership &

Operating Principles

Vice President 1. Functional | Vice President 2: Departmental

Displays Emotional Intelligence [2] Self Awareness
Situational Adaptability

Senior Director

People Leadership

Director

Builds & develops high performing Attracts Talent

talent and teams [3] Develops Talent
Drives Engagement

IC: Principal | M: Senior Manager

Drives Impact & Results Through Directs Work

Others [4] Ensures Accountability
Drives Results

Plans & Aligns
Collaborates

IC: Staff, Lead, Sr. Program Manager | M: Manager

IC: Sr. Specidalist, Sr. Analyst, Program Manager | “Senior” M: Team Lead

Understands the Business [5] Business Insight
Financial Acumen
Decision Quality

Specialist, Analyst | “Intermediate”

Supports Systems Transformation [6] | Drives Vision & Purpose
Leads Change

Cultivates Innovation

Coordinator, Clerk, Analyst | “Junior”

E E E E E INDIVIDUAL CONTRIBUTOR




Peer Submitted Framework

People Managers Extended Leadership Team (ELT) §-Team

People managers focus on tactical activities and exscution within their specified sub-department. Director level peaple managers focus on strategic and operational activities within their specific sub-department(s) or business anea. WP level peophe managers hocuws on strategic planning, decision making and alignment sctivities within their department or business area.

Their accountability isin day-1o-day management af the planning, prioritising and/ar directing the responsibilities af within their sub-department. Their accountability is in oversesing the planning, prioritising andor directing the responsibilities af within their sub-department or business Their accountability isin oversesing the planning, prioritising and for directing the responsibilities of collaboratively acrass the
area. organisatian,

Team Lead Manager 5r. Manager Director Sr. Director Vice President 5r. Vice President

Your Bunitd, monoge, and develap o feom of ndividuo) ¥ouw fypically manage o Sub-dapartment thal inclrdes Fou typicolly kod o swb-depariment or Business area with direct Vo Eypicaily e iiple sub-cepariments or o ke ond/ar complex Fou hypicolly oversas o department, lorge sub-depariment, or longe Vs By s cversee o lovge and/or compier depariment ar businets
Contributors ond)or Teom Leads. riuftipe Pearns led by Monogers ond Tearm Leods. reparts at the Manager ond Sr. Manoger level business oraa, with divect réports at the S Manager and Directar level, and/or comyplar businass area, with direct raparts af the Director and cred, wilh direct reports af the Sanior Directar ond/ar VP level,
St ar e
Saniar Director fevel,

Personal - | 2 | TOU uSe our walues 3 f I u nad dec o 2 . | | and lead by example [1] — You vodel our values and le e ¥ ¥ou 5 lio r | | 0 i =% t ¢ = A ip & at
Lgadeﬁhip - B nit o T ce and elevate them a butiness. and g 3 ¥ o Eo ¥ y with our m
and values.

In additi

ur team and

People
Leadership | mplicat ! eate and maintain internal
rteam and w

keholders to ensure th SiNeLs ares

and the bra ¥ | -perrn future

[6].

t stakeholders and driv
ur d t |




