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Process Summary

w
* Develop a process to provide employee feedback, create core competencies, and redesign the
performance management process.
J
N
¢ Obtain historical understanding of talent management.
e Interview outside companies & internal talent.
J
* Map the existing talent management process.
¢ Develop visual representations of results.
: ~
¢ Increase frequency of supervisor engagement.
e Update organizations with consistent competency levels.
e Implement a new process for providing talent feedback. )
. . ~
e Setup timeline for rolling out plan.
® Report Annual Performance Management Employee Survey
e Schedule Cl Team Quarterly Progress Review Meetings )
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Performance Management Trends

19608
wwl 19405 Led by GE, companies began
US military created merit- ~60% of US companies using splitting appraisals into
rating system to flag and appraisals to document and separate discussions about
dismiss poor performers allocate rewards accountability and growth.
Wil 19505
The Army devised forced Social psychologist Douglas
ranking to identify potential MeGregor argued for engaging
s employees in assessments and
goal setting
19905
MeKinsey's War for Talent study
19705 pointed to a shortage of capable

Inflation shot up, and organizations
felt pressure to award merit pay more
objectively, prioritizing accountability

19805

Jack Welch championed forced ranking
at GE to reward top performers,
accommodate those in the middle, and

get rid of these at the bottom

Human Capital Trends

executives and reinforced the
emphasis on assessing and rewarding
performance

2000
Organizations got flatter, incressing
the number of direct reports, making it
harder to invest time to develop
employees
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Improve
conversations
between employ

Demand for
moderate to highly
skilled workers

Decrease turnover

and managers

Majority of
companies are
redesigning/have
redesigned their
career management
strategy

Success in the digital

Increase employee
engagement

Need to
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Mon-routine interpersonsl

Skills for a Changing World — Brookings.edu 5/2016

Digital revolution is changing causing a higher demand
on moderate to highly skilled jobs.

In the digital economy, there is a growing need for
complex reasoning and creative thinking as well as
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Deloitte 2017 Human Capital Trends

= 88% of companies believe they need to redesign their
organization to succeed in the digital age

= 70% of c ies are or recently
their entire career management strategy

and

Officevibe 2014 Employee Feedback Statis!

14.9% lower turnover rates in companies that
implement regular employee feedback

40% of workers are actively disengaged when they get
little or no feedback

= 90% of companies that have designed performance
see direct imp in

69% of employees say they would work harder if they
felt their efforts were better recognized

= 83%see in quality of c
between employees and managers.
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Millennials in the Workforce

HOW OFTEN EMPLOYEES WANT FEEDBACK
FROM MANAGERS
Most millennials prefer monthly.

PERCENTAGE OF RESPONDENTS
60% - Millennials
Nan-Milfennials

40- ~

Almost

Weekly  Monthly Quarterly _ Annually
daily

PREFERRED FREQUENCY OF FEEDBACK

= Millennials grown up in instant access feedback cycle of the internet and social media. Emerald Insight psychology
study of college students from 1938 to 2007, showed millennials had more self-esteem but more anxiety than any
other generation. Hence the desire for constant feedback.

= Millennials seek an approachable manager who inspires and empowers them.

2015 TriNet Survey

= 62% of millennials felt “blindsided” by annual performance reviews,

= 74% frequently feel “in the dark about how managers and peers think they’re performing at work
= 47% feel that receiving a performance review makes them feel like they can’t do anything right

= 28% of millennials have reacted to a performance review by looking for a new job

Source: “Millennials want to be coached at work” Harvard Business Review and Trillet 2015
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External Company Survey

uYes mNo WN/A

70%
60%
50%
40%
30%
20%
10%

@

Fomal Review  Pesiodic Reviews  Tndividual Goals  Individual Goals Tied  Competency  Improvement Plans
10 Campany’s Development for Low Rated
Employess

Maost of the companies use formal and periodic reviews, individual goals, and competency development during the appraisal process
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Current State — Process Map
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‘Current Process is 3 once 3 year process started each December to January and typically completed by end of March
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Current State — Company Wide Survey Results: Factions

perience
Factions

X
g

Company wide survey response was high at approximately 70% (263 total responses) with a relatively even distribution between the years of

gy,
o

experience groupings (0-5: 31%, 6-15: 32%, 15+: 37%) and overall split between Individuals (47%) and Management (53%)
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Voice of the Customer — Performance Management Guiding Principles

Persanal KPIs/Goals
aligned with
Organizational Vision

Deliver ongoing
feedback

Increase
employee/manager
touchpoints.

Development
opportunities

Organizational Focus on

Values — Culture Development Streamlined process

Guiding principles VOC data from employees, managers and SLT 4
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New Process Milestone Calendar
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Core Competencies by Contribution Level

cember

Board Sets Bonus/Merit
Pool Approved by BOD

*January

*June

()rtthl

Bonus Distributed Gf Merit Effective i
) S Individual Mid-Senior Level First Level P TS Business Unit
Contributor Contributor Leader/Supervisor Leader
N r
Communicates Communicates Communicates G i Comr
Effectively Effectively Effectively Effectively Effectively
- r
Optimizes Work . Strategic
Protesscs Resourcefulness Instills Trust Develops Talent Mindset
Action Oriented Collaborates h'gz:?“g;s Plans and Aligns Builds Teams
Board Sets Bonus/Merit
Pool Approved by BOD
Interpersonal < Ensures
Collaborates Savvy Develops Talent Drives Results Accountability
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Competency Model

A study of the organization shows all roles fit within level definitions from the Korn Ferry Leadership Architect

Further, a common set of ¢ ies is blished for each ¢ ion level, which contains a wide range of jobs

C ibution level specific : a.) enables performance improvement; b.) establishes a link to

business strategy; and c.) develops career pathing

= Individual contributor
Individuals who perform predefined responsibilities or deal with technical/functional problems according to established
standards and processes with limited discretionary performance or decision-making authority.

= Mid-senior level individual contributor
Functional and/or technical experts given the authority to develop tools and processes or provide specialized skills; may
often serve as advisors or project leaders, though they have no direct reports to manage.

= First level leader or supervisor
Those in first-line management positions who have individual contributors reporting to them.

= Mid-level leader
Managers and directors who lead other managers within a business or corporate function, product line, or region.

= Business unit leader
Leaders with full responsibility for a P&L unit, a function, or managing multiple functions (e.g. general manager, managing
director).
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2018 Transition Year — Employee Development Plan Plans and Recommendations

— ﬂvmrs new? \ 2017 2018 2019 and Beyond
P £ E e — . N * Keep same rating system * Transition to new system =First full year using new
) *  List KPI's/Goals and form as 2016 202018 system
P rasonr
L ] *  Values/Competencies * Inform employees of * Focus on development «Including all
I } : I } 2018 performance + Quarterly touchpoints _enhallcements introduced
t_ management process
= : : « Development plans for manager/employee in 2018
e ——
E | « Leveling discussions
% * Quarterly updates continue to ensure
consistency across the
P What does this provide? Organzaton
[eevitror [ — * Future compensation
e , B . based on a variety of
+ (Clear link to business e e
strategy performance, current
salary index, and peer
. T __ * Focus on development amearizon
o
L * Introduce a software
* Tool for employees and solution to eliminate a

managers to use during
quarterly conversations

/

paper form and
streamline the process
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Summary

Development

Opportunities

* Performance

* Development

Performance
Management

Company
Vision

Timely

Feedback * Internal

Promotions

* Retention

Clear
Goals/KPIs &
Competencies

Introducing a consistent performance management system will help position for the future
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