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Putting Talent Management into Perspective
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Why?

The Business Case for
Performance Management
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Performance Management Purpose

Achieve the short and
long term objectives of
the business
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The Business Case

“Companies that more closely aligned goals
across their organization enjoyed much
higher levels of financial success”

How Smart HCM Drives Financial Performance
Workforce Intelligence Institute & SuccessFactors, 2006

Employees understand the connection between their efforts and overall goals
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The Business Case

“Companies that increase employee
engagement see improvement in
operating margins.”

Towers Perrin
New Realities in Today’s Workforce 2007

Effective performance management is an engagement driver.
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The Business Case

Mobil

e Strategy Alignment Process
— 20% cost reduction
— Yield losses were reduced by 70%
— Revenue growth exceeded industry >2%

1994 1998
20% Understood ‘ Understanding
the Strategy exceeded 80%
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The Business Case

“...only 7206 of employees today fully
understand their company’s business
strategies and what’s expected of them
In order to help achieve company
goals.”

Robert S. Kaplan and David P. Norton
“The Strategy-Focused Organization,” Harvard Business School Press, 2001
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The Business Case

“Research shows that a full 37%6 of
employee activity Is not aligned with
overall business strategy .”

Harvard Business Review
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Performance Management Goals

Company Employee
e Linked to Strategy e Clear, objective goals
e Aligned to Objectives || Engaged

e Impact e Regular feedback
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Alignment

Business
Strategy
‘ | Annual
Plan
‘ I Functional
Objectives
‘ I Team
Objectives
| I Performance
Plans

~ CrossFunctional Alignment
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Strategic Talent Management

Business

Strategy
Organization Talent
Demand Supply

Talent Management
Plan
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Talent Management Link

Historical HR Processes

Talent Management Process

— _/
Y

Performance Management
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What Keys to Success

e A Process, Not a Transaction

e Two-Way

e Coaching vs. Counseling or Confrontation
e What & How
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What

Performance Management Process

Performance
Planning

Performance Coaching &
Review Feedback

i\ /

An on-going, regular, two-way process
Not a once-a-year transaction

v




Impact of Regular Discussions

% Conducting Multiple Reviews

63%0
Sjige]ple[slg Performers
2290
WEERGH Performers

“Conducting multiple performance reviews each year is a
characteristic of high performing organizations.”

Berggren & Fitz-enz, How Smart HCM Drives Financial Performance, 2006
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what - Performance Management Process

Performance
Planning

e Tied to Annual Business Objectives
 Timed with Business Planning Process

e Includes What & How
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Performance Components

Performance
Planning

What [+ How

Results

Behaviors/

SMART Goals :
Competencies



What SMART Goals

Specific =>Clear accountability, results, priority
Measurable =>»Expected impact, On track

Attainable =>Resources
Relevant  =2Linked to Company, Boss, & Team

Time-Based =2>Milestones and Target
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what - Performance Management Process

Coaching &
Feedback

e Reqgular

e Employee or Manager Initiated
e Update Objectives (What)

e Development Progress (How)
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what - Performance Management Process

Performance
Review

e Multiple Inputs

e Two-Way

e NO Surprises

e Separate from Rewards
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what - Performance Management Process

Performance
Planning
Performance Coaching &
Review Feedback
.
Counseling



Linking Pay to Performance

e |t's all about great conversations
— Especially to link pay to performance

e Requires application of judgment
— Not driven solely by the design, mechanical
— Requires a good history of discussions

e |ts all about signals
— Expectations
— Clear why?
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Variable Pay Perspective

e Design system to make change easier in a
“Built to Change” world
— Not pay for the job — changes too fast
— Increasing hunks of variable pay
— More flexible over time

— Requires collective behavior (teams) so
should have collective rewards

“A Glimpse of the Future”, Ed Lawler



Steps to Develop a Process

Build the
Business Case

—

Define the Define the
Process What & How

I_H

Train

V

Measure
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Executive/Non-HR Owner
Cross-Functional Team

User Input

Objectives, Measures, Value

Employee & Manager Training
— Coaching and Feedback Skills

Future-Oriented, Game-
Changer Competencies

The Perfect Form

Automate

25



The Perfect Form
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Steps to Develop a Process

Build the
Business Case

—

Define the Define the
Process What & How

I_H

Train

V

Measure
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Executive/Non-HR Owner
Cross-Functional Team

User Input

Objectives, Measures, Value

Employee & Manager Training
— Coaching and Feedback Skills

Future-Oriented, Game-
Changer Competencies

The Perfect Form

Automate
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EPM Technology

£3 SuccessFactors Wekromm DOt Optioms: - boant [hoa A

St s L dmers 1

Er |_|||.|I_L g Filog

Q-_'_l_":ul-rl Campany Inf

. I
SHUCCEL5 10N

Compansation Davelopment

Rewvlew Help B Training

Performance Plan for Marcus Q. Hoff H ¥ &8s B x|« a0

2 Houte Map

Use this sacdon to summarize the employees overall performance during the revdew parlod.

(reerall Form Rating: | 3.0 - Meets Expectations E‘
Caleadated Form Rating: 3.08/5.0

Overall Performance Rating Wiy

Sasmmiary Performance Goals 1.0 F5.0 00N

= (ROLEFTI = — Increase serdee revenus per account in Reglon 3.0 - Meats Expectations 0.0

_ Facilitate a Customer User Group Meeting in Region unrated 0.0

Develop Consistent Process for Lead Management 3.0 - Maats Bxpectations 30.0%
Attend Five Industry Conferences in my Region 3.0 - Meets Expectations 20,0%
Core Valuss 4.0 / 5.0 15.0% Total: -1.2 3.0
Competency and Behavior Raking Expected Rating Gap + *
sense of Urgency 3.0 - Mzets Expectations 4.2 '—'—'—_—'—'—'—' 1.2
Inteprity/Ethics 4,0 - Bxcends Expectations 3.0 ———— =t e «1.0
Teamwark 5.0 - Substantally Exceeds Expectations 3.0 e T, T 2.0
Jab tenches 251 5D 1505 Total: -4.4 <0.0
Competency and Behavior Rating Expected Rating Gap E
Communication 2.0 - Heeds Development 4.7 '_'___'_'_'_' 2.2
Customer Focus 3.0 - Meats Expectations 1.0 === L
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EPM Technology

_“Q‘ 2006 Goal Plan

Use this worksheet to add ar update the goals, To quickly add a new goal, click the &dd goal button, If you waould like guidance
click here for help.

[ L Cascade Selected.. ][ x Delete Selacted Mg Create a Mew Goal ][ i Copy Frorm My Other Goal Plan

[~/Employee Hierarchy
L John Baker (jbaker)

Find user: Sdvanced search

= David 2Zamora
. Martin Clerments __| L Gina Walker | . Ernest Wwhite __|
L Julie Wilson | L lennifer Woodard |
|-/Display Options

D.ﬁ.ligned p D.ﬁ.ligned Crown D.ﬁ.ler‘ts DLast Modified DGDaI Description Star‘t Date Due Date Status

Displaying 1-4 of 4 Goals

“ 21U Goal Name* Start Date Due Date Status Action

[] ~# 1.1 Increase Services Revenue per 01/01/ 2006 12/31/2006 on Track 4
bocount

[] ~# 1.2 Increase Referer!n::al:uilitv aof 01/01/2006 12/31/2006 on Track 4
Customer in my Terntary

[] ~» 1.3 Develop Consistent Process for 01/01/2006 12/31/2006A Postponed
Lead Management

[] ~& 1.4 attend Key Financial Services 01/01/2006 12/31/2006 Corpleted

Industry Conferences
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EPM Technology

Communication

O Improve

* could improve listening skills

* could improve writing quality

* could prepare better for presentations
* could share information more often

* disorganized, verbose writing

* presentations too technical

* reports sometimes inaccurate

* reports sometimes submitted late

* spoken ideas not clear

* uses jargon, confusing terminology

Positivity: — il +

Writing Assistant Coaching Advisor

** ) Meets

* oenerally good communicator

* generally listens well

* generally shares information with team
* good verbal communicator

* good writer

* makes good presentations

L]

*

select another competency...

L. Exceeds

delivers outstanding presentations
enthusiastic public speaker

excellent listener

excellent verbal communicator
outstanding writer

promotes candid and open atmosphere
reports always accurate, punctual
shares information with team

Marrative: ) ¥ou @ Marcus

Marcus is a good writer and speaker who communicates well with others. He listens attentively and keeps team members informed.

Place Text Close Window
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EPM Technology

Filter Summnnary

How

S Obicctive Distribution E®
Mumber of Emplovees by Mumber of Obiectives Skatus by Cetegary

#4558 abjectives J 403 public /55 private
shverage 3.1 ohjectives/employee

*hverage 5.2 ohjectives/emploves for employeess with obiechres Ennoatan g _
+143 arplavess have oboechves B —
+3/ emplovess have no objectives Irtarrl Buamasa Clipatvon o
g a0 Customar g
t = —
i3
2 e
u
B o t 14 20 an 40
E | Mumberof Cojactivas
E -
2 1o o Ahaad of Schodule an Schwdule Behind Schau e
1] | Il Il I Bl el Targel B Wil nol meet Taged

3456 T E I IZI3IE15161T 1818 2090 >80
Burmber of Dbyechives
B objective Due Range E &

Mumber of Objectives in Due Aange

| B mMumaer of Employees

B Ohjective Alignment Peciod to Period
Cvprdue |

Last Period ws. This Periad = 1 Wk [
I ¥Week - 1 Momth
1- 3 Morms j
1- & Manfhs
B - 12 Monlhs
=1 ¥ear

This Pericd
Loed Fariod |

(H] 6 1H] 6 100 10 20 30 40 S50 B0 TD OED SD
B0 v

o Asgned Unaignad
e A ﬁ 9 Murber of Dhectives

B objective Completion B
& Ohicctives Public/Private E®
completed, overdue, and Mot Tet Due
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EPM Technology

SuccessFactor [ ternet Explorer - |5] x|

J File Edit “iew Favorites Tools  Help | # |

@ S3Directory |¥[Options £ 1My Profile 'Suggestion Box  Er Logout ;I

.
>'< SUCCESSFACTORS
* “iHome L]'jM}.r Forms JyReports | yDashl

Filter Options Date Options

Summary Dashboards Dashboards: Elnint-les

Last updated Thursday, March 15, 2007 12:46:21 PM EDT .42t |

Filter Summary

B Form Status Grouped by Workflow B Average Overall Rating B Goal Status

0 employeels) have no forms . . I:I
[5] 1 Form Template(s) show all... Current Period Rating 3.21 . | —
13 formis’ /13 Emplovee(s) Financial — .
Previous Period Rating |:|2.55 Customer [ -
Internal Business ... :

23.1% B Average Overall Rating Learning and Gro... [ |
Distribution

Other
G0%
a a 10 15
Mumber of Goals b
7E 9% 0% =
3 Mot Started | On Track | |Behind [l Completed
B Fostpored 8 Cancelled
__ Manager Assessment (23.1%) 20% 1 1 1
_ Employee Signature (75 .9%)
Ej E_l E_! B Most Common Competencies
0% > .
1 2 3 a 5 Ratings of Mast Cormmon Competencies Fre
Ratings
Integrity/Ethics 7ot
Results Focus FG.t
f TA st
4| | »
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Assuring business success through people

Michael@mcassociatesinc.com

WWW.Mmcassociatesinc.com
412.952.9036
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