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Function Strategy &
Mission

Function Talent
Philosophy

One HR Talent Philosophy

Multiple Career
Paths,

Core
Competencies

Assessment
Tools/ Core
Competencies
— Leadership
Attributes

Job Families
| Roles,
SJCs

CareerPlan & Development

Development Model
Profile (70-20-10)

Skills Management Infrastructure

Qutcomes

Focused
Investments
for Talent
Development

Employee
Engagement
&
Performance

Capable
Workforce
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Engage and Motivate Accelerate Inspire through

* Develop & deploy * |dentification and » Promote solutions * |dentify systems and
career development prioritization of for increased self- metrics that inform
solutions that program awareness and talent
enables candid nominations for situational reviews/discussions
development those with capability understanding, at various levels in
discussions in for exceptional changing behavior, the organization
conjunction with an performance achieving goals « Simplify tools and
employee’s career * Promote and e Build culture of solutions
aspirations leverage coaching coaching and « Drive consistency in

* Actively develop and Sr Exec personal tools across the
Boeing-branded Mentoring Program accountability enterprise
leaders opportunities

Empower & Deploy new generation of leaders
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Leadership Development Pro

rams

Nomination Programs

Buﬂdmg Leaders

Accelerated Programs
- Transition to Management (TTM)
- Accelerating Leadership Effectiveness (ALE)

Leaders Taking Fllght
Leaders in Flight
\ Leaders atFull Throttle &

First Level

Functional Excellence Programs

Transition Transition Mid-Lovel Director - Operations and Quality (AIMS)
Programs e Transition _ Transition - Finance (DFFE)
- Engineering (ELP)
Accelerated g _ - - Globalization
Programs Intensive development for high-potential leaders — Human Resources (HRFE)

- Information Technology (ITFE)

- Program Management (PMW)

- Strategy & Bus. Case (SBCW)

- Supplier Management (SMU)

Note: Others to be added in the future

Building
Capabilities

» Leadership for sustained growth & longevity Transition Programs Currently Available — not part
Advanced + Demand-driven courses addressing skill needs of LD Nomination Process

el . Focused seniorleader development experiences [ — — - .
Transition Programs anticipated to be available 3Q

2014 —not part of LD Nomination Process

Inside-Out-Coaching Workshop currently available.
Other Advanced Programs anticipated to be
available 2015 —not part of LD Nomination Process

Functional Role of the leader in functional excellence
Excellence maturi
Take leadership development to the next level
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I Human Resources

Linear Centered Spiral Transitory
upward increased expertise different positions different positions
promotions in a specific field with closely linked with no connectivity

ties of knowledge,
skills & abilities
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m—— Revised TM Grid
E Stong | Versasle Development Profile Subj
ubject Matter Expert Strong Talent
Contributor | Performer e o j Xt g Top Talent
Solid Soid Future Regulari Placement. Consistently exceeds Placement Consistently exceeds Placement. Consistently exceeds
Cortributor Leaser 4 gularly with potential for
arexceeds | jielyio remain at current level ifat top increased responsibility goals;is viewed as a natural leader / leadsr of
Toncem | Dwweiop | Feaph To -] expectations change
Watch ManageriD:001825585 w o 17 s
- e T e T Exceeas | Development Enhance skils and abilities in Continue Accelerate
Espno - Espino. np . CuITent position; stretch with new and Increasing levels of responsibilty, explore prepare for farger fales; increase breacth and
E;‘::‘:f»—mumdesmpmn skill of employee é;.;m.. is the short descripton skil of employee oo is the al of the " - jes for growih dephof experionces
- Intern-Mar rs the description skill of employee - Influence s the short descrption skill of employee - isthe of the
Espno & oy = = = ;
.Tnm.sua the description skill of employee - IAfluencin is the Shor JeSCrpton skill of empioyes e isthe of e Solid Contributor Solid Performer Emerging Talent
ESU‘;:;“_E the description skill of employee s::m the short description skill of empioy b the of the o GDHSISt.MIv
o P Eme Skl of ey < s et = yee z = goal o Placement Performs to expectations; has Placement: Perormsto expediations and Placement: Performs to expectations but is
= expgcw‘bns potentialto upgrade skills in current level. makes valuable contributions to boflom ling: | viewed as capable of larger fmore
on 15 the Gescrpton unlikelyto advance to next level has capability for growth contributions and further advancement
Spportuntes for E
- Emmsm&smmmmm@\ - Techmical Impact i the desonpton of oppomunties 5
o 8
e Knowiedge ks the descripion of D Fechrical Knowledge is the descrigtion of ‘T Evidenceof |, qiooment Consider for bigger job at Consider to Provide stretch
strength for. @  IMProving | cyprentlevel develop stretch goals increase scope ensure visibility and exposure for continued
- Business Lisen is the deseription of strength | - Technical Liaison is the deseription of o
for empioyee. cpporuntes of smp
Busness Problem Sclving is the description of - Technical Problem Solving is the description of Cone: Develdp Penple to Watch
cpportuntyy
e “""‘"""' - Inconsistent [ piacement Hot performingup to Placement. Currently performing below Placement. Has recenly taken on more
Baccras & Saios Tatreia! Asetiiaet . e cara mpas expectations and uniikely 1o advance unti expectations but has potental to Improve challenging assignments: pertormance at level
3 Senor Technical Archiect? i the caraer sspatc performance is improved in current position | performance andto advance s not yet proven; has potental{o exceed
Unproven expectations and continued gr
i/
Adminsirative Impactis the Action name of the employee Esl s the o the emp. Not Started ol fhattcadio D o Regussiaggmors ime and
e aps | underperformance; coachto improve veneto refocus on 10 achieve
Aanagement Abity s the incomplete Acton name of the empl s of the emp Not Started gap performance; reassess job fit: consider exit critical objectives; continue to coach and potentialin mr!ent pnsmnn
s the incomplete B em - o e emp ' Progress strategy providefocused development
= the Action name of e empioyes Exp. = the personal Gevelopment gos of the emp. On Fioa
Managument AbIRY 8 e Acion name of e Eipro - o) Compng Nextlevel (up or across) not evident Ability to grow to next level (up or across) Ability to grow 2+ levels
Page 1of 1 BOEING PROPRIETARY 28-Nov-13 Potential for Advancement
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Targeted Outcome

New Experiences

Learning from New Experiences
(Assignments)

Scope (complexity) Change - first time project
leadership

Significant People Demands - cross-functional team
leadership

Influencing without Authority - negotiating with
internal & external parties

Cross Moves- team & project leadership rotations

Scale (size)- overall projects team leadership or
program leadership (Chair)

Projects/Corporate Committees — finding solutions
and implementing new ideas, processes or events

Start-Ups- heading a team to create new program
systems, operations/guidelines (international)

Heavy Strategic Demands- working on capstone
projects with high leadership visibility (briefings)
Line to Staff Switch- visible role as part of
Leadership Council or Special Project Lead

Fix-it/Turnarounds- Special assignment to solve
problem or address people issues

Assessment

Learning from Others
(Coaching/Mentoring)

Formal Mentoring — Reverse
Mentoring & Peer-to-Peer

Assessment Feedback &
Coaching (LA360, Performance)

Leaders Teaching Leaders

Executive Speakers, Panel
Discussions

Exposure to Boeing sites,
products, and services

Corporate Sponsored Events
Leadership Exchanges

Job Shadowing

Career Development Discussions

Candid Conversations

Coaching

I Human Resources

Self-Reflection

Learning through
Courses & Materials

Leadership Development
Courses

Conferences/Seminars
Boeing Leadership Meetings
Research & Self Study
Business Simulations
Learning Together Program

External training/consultants
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