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WELCOME

Yancey Hall Ryan Twedell

Isobar Qualtrics
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/ Objectives

qualtrics

Today’s Objectives

1.Introduce Digital Talent Management, including the processes, methodologies and

technology
2.Learn how to develop a Digital Talent Management program

3. Understand how Digital Talent Management technology can be used to automate

the process - simplify and scale
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/ Definition

qualtrics™

What do we mean by Digital Talent Management?

Automating the employee lifecycle through digital tools and data-driven approaches to

enable proactive career management and development

Brand
Attraction

HR Functions
* Recruiting

Digital talent management
addresses all aspect of the

employee lifecycle. This focus *  Payrol
Employee Lifecycle will be on continuous *  Benefits
improvement of development * Time and Expense
and retention. . Peﬁgrmance Management
+ Training

e Labor Relations
*  Onboarding

Retention I Development '
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/ Back d .
ackgroun qua|trIC83“

Despite advances in technology, legacy ways of managing
talent persist

Largely manual, paper-based Limited, one-way feedback
methods of conducting reviews during a single point in time

Siloed systems with limited to
no connectivity and management

Mostly top-down evaluation
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/ Current State

qualtrics™

New digital technology, administrative models and workforce
conditions have changed how organizations manage and
cultivate talent

New digital tools enable HR to
manage the entire employee lifecycle

More stuff to learn, more
complexity

Remote work and preferences for self

Data-driven organizational
learning are changing employee management
behavior and expectations...employees
want both autonomy and feedback
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/ Value Proposition

qualtrics™

Given the size of the workforce and the complexity of mission
for the DoD, digital talent management is necessary for how
the force manages and develops talent

Organizations recognize the value in providing tailored, personalized feedback for employees. Now, for the first time, Digital Talent
Management, provides HR professionals with a powerful platform that enables personalized feedback at scale:

Scalable & Quicker Reduce administrative burden Personalized & Actionable Ability to be tailored and Aggregate insights for
feedback loops of multi-rater assessments development for employees customized by cohort overall performance
° [ J [ ] [ J [ ]
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/ Talent Development Gap

The Talent Development Gap

CURRENT EXPERIENCE

One size fits all development programs for
small number of employees

Can’t retain or develop talent at pace needed to
secure required skills and behaviors

No line of sight where employee development gaps
exist across the organization

iSObaI'/ Public Sector

GAP

qualtrics

DESIRED EXPERIENCE

Customize & accelerate development opportunities
for all levels of talent without additional overhead

Actionable development programs that empower
employees to quickly close talent gaps

Real-time visibility into development gaps,
success outcomes and business impact over time



/ Talent Development Gap

qualtrics

Skills gaps across all levels of talent

Senior Executives People Managers Individual Contributors

of leaders going into of new managers fail within of workers will have to
new roles fail’ the first 24 months of their update or replace their
new role? competencies by 20253

isob ar /Public Sector Source: 1) McKinsey Leadership Transitions, 2) CEB (now Gartner), 2018, 3) World Economic Forum, 2020



/ Soft Skill Development

Evolution from hard to soft skill development

Emphasis on transferable skills: social, emotional and advanced cognitive behaviors

@ Social and emotional skills @ Advanced cognitive skills @ Technological skills 2019
0 10 20 30 40 50
Leadership and managing others o—e
Critical thinking and decision making o—e
Project management o——e
Adaptability and continuous learning oO——e
Basic digital skills O————e
Interpersonal skills and empathy oO————e
Advanced data-analysis and mathematical skills @
Quantitative and statistical skills o———e
Complex information processing and interpretation a»
Advanced IT skills and programming o—+-e
0 10 20 30 40 50

% of respondents

ISOba I'/ Public Sector  Source: Building workforce skills at scale to thrive during—and after—the COVID-19 crisis, McKinsey 2021
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2020
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/ Program

qualtrics

Developing a digital talent management program requires both
technology and new approaches to career management

1.Set up the program Most digital talent management
programs include basic steps.

2.Develop & Validate your competencies Developing the competency
model and the review itself are

3. Develop & Implement the multi-rater reviews important predecessors.

4. Structure and Deliver results The Real Impact: tailored
feedback and recommended

5.Conduct coaching and follow-up actions, individualized coaching,

and follow-up. This is how true
development happens.

iSObaI'/ Public Sector 1



/ Getting Started

qualtrics

To get started, there are key questions and considerations
to be addressed around design and execution of the

program

—_

be created?

3. What technologies and tools do | need? For example, digital
review, employee portal, administrative portal.

What are the security considerations?

How many employees need reviews and what will be the
frequency and scheduling of the reviews?

6. What types of reports and visual dashboards do | need?
How will counseling and/or explanation of the review and
development be managed?

oA

~

iSObar/ Public Sector

Do you have a competency model?
2. Has an assessment/review been created or does one need to

Technical Considerations

Data security
System security
Automations
Scalability
Features
Integrations
Omni-channel
touchpoints
Reports
Notifications
Employee portals
Ease of Use
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/ Competencies

qualtrics

A competency model establishes the basis of how candidates
will be evaluated

Competency Definitions

iSObaI'/ Public Sector

1. Authority & Empowerment

You make quick, confident, and clear
decisions, even when faced with
limited information and empower
others to do the same.

2. Communication

You communicate clearly, openly, and
honestly, and encourage open
dialogue.

3. Respect

You treat everyone with respect
irrespective of who they are or the
situation in which you find yourselfin.

4. Training

You promote other people, AovVRv¥s
learning and development to help
them achieve their goals and fulfil
their potential.

5. Recognition
You recognize others' efforts and
share credit appropriately.

6. Performance & Accountability
You take accountability and maintain a
strong sense of focus on results,
driving tasks and projects to
completion.

7. Work Process

You continually improve the way work
gets done and drive process
efficiencies.

8. Innovation
You generate new ideas, try new
things, and challenge the status quo.

9. Managing Change
You adapt and act as a champion of
change.

10. Strategic Alignment

You focus on the future and take a
strategic perspective on issues and
challenges.

The competency model is a
framework for defining the
skills, knowledge and
behaviors for performance.

Competency models
may/should be customized to
align with organizational
values.
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/ Review

qualtrics

The Review is used to evaluate the employee against the

competencies

Designing the review can be a lengthy process,
especially if there are multiple cohorts or groups.

Questions should be validated.

Please evaluate yourself on the following items regarding
Learning and Growth:

Neither
strongly agree nor strongly
disagree Disagree disagree Agree agree

Actively seeks

feedback from
Gtners on et °
performance
Encourages others
o share st o
Admits mistakes
and treats setbacks o
as learnin;
pportunit
Seeks new
experiences and
challenging o

assignment to grow
and develop

iSObaI'/ Public Sector

Best Practices

Involve Industrial and Organizational (I/O)
psychologist to design and validate the
review

Leverage questions from a validated
library of competency items

Design logical survey flow

lterate and test the reviews

Customize reviews by cohort

Develop a master template

Use plain language

Incorporate feedback into the review
Limit the number of questions and overall
length

Involve managers and leaders to convey

importance of the program
14



/ Deliver Results

qualtrics™

Make sense of the results and turn feedback into action

Your Competency Summary

This page provides a high level view of your competency ratings (excluding self) ranked from
highest to lowest. Use this page to get a sense of how you were rated across all 10
competencies. It may be useful baseline information to help you identify themes emerging
from the feedback.

Respect

B »
o
o

Recognition

Managing Change

w
N
w

w
o
@

Innovation

w
@
=]

Strategic Alignment

%

Performance & Accountability

Training

w
N

Work Process

Communication

227

Authority & Empowerment
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Best Practices

Deliver feedback in a timely manner
Start with a simple summary to give a
holistic picture

Draw comparisons to historical or cohort
benchmarks

Present open-ended comments in context
of quantitative feedback

Bring an open mind — treat feedback as
opportunities to grow and develop
Focus on behaviors and turn feedback
into a development plan

Involve managers to maintain an ongoing
dialogue and collaborative approach

15



/ Coaching
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Follow up after the Review is critical for development of
talent...there are multiple options
Following the Review, an action plan is produced for the employee with
development actions
Self Directed Group Coaching Individual Coaching
«  The employee reviews the +  Group coaching sessions, either * Individual coaching sessions,
action plan and implements in-person or virtual, are typically either in-person or virtual, are
their own development plan an hour long and involve small typically an hour long
groups (5-8) *  Multiple sessions are typically
+  Multiple sessions are typically held held to monitor progress,
to monitor progress, typically over typically over an 18-month
an 18-month timeframe timeframe
* Includes a post session * Includes a post session
questionnaire questionnaire

iSObaI'/ Public Sector
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. Qualtrics
) EmployeeXM

360 Development

iSObaI'/ Public Sector



/ The Platform

Organizational EXM

Organizational culture
My manager interactions
Team collaboration
Organization diversity,
equity & inclusion

Individual EXM

My leadership development
My learning & growth
My overall well being

My pay, benefits, and financial security

iSObaI'/ Public Sector

Employee
Experience

EXM Foundation

Strategically understand key drivers and drive actions to
improve engagement and overall employee experience

Workplace EXM

Systems & technology experience
Workspace experience

Internal support experience

My health and safety

Transition EXM

My candidate experience
My onboarding experience
M&A activities
Organizational changes
My exit experience

qualtrics™
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/ The Platform

Accelerate

Extend development
programs to all levels of
talent without additional
overhead

iSObaI'/ Public Sector

Customize

Deliver the employee
and leadership
development experience

that best meets your
organization’s need

Empower

Enable individual
employees to accelerate
their careers, become
better leaders and drive
greater business impact

qualtrics

N

Impact

Identify development gaps
and track outcomes across
the organization with
unprecedented speed, ease
and confidence

19




/ The Platform

Accelerate

Extend development
programs to all levels of
talent without additional
overhead

Automated
workflows

iSObaI'/ Public Sector

qualtrics™

Centralized
participant portal
Nominations, evaluation, and reports

360 Development team is really pleased that you are taking part in our project

YOUR TASKS MANAGER TASKS
—

Nominations

Nominate people to evaluate you  Todo

Evaluations
Evaluate others Taskdone  E— v2
Task status Name Emai Relationship
Done | Drow Pickara apickara@qualtrics.com Direct roport E
Todo Jay Choi Jayc@quattrics com Manager ]

Evaluate yourself ~ Todo

20




/ The Platform

Scale development across thousands of

subjects and evaluators

+ Intuitive participant portal to self-guide users through the
evaluation process reducing the burden on HR administrators

+  Automated nomination, evaluation and reporting process to
accelerate and simplify workflows

+ Auto-generated subject report creation and distribution

+  Global directory to efficiently add subjects and evaluators to
multi-rater process

+ HRIS systems integration to speed up selection and setup
of multiple raters

iSObaI'/ Public Sector

qualtrics™

Nominations, evaluation, and reports
360 Development team is really pleased that you are taking part in our project
YOURTASKS ~ MANAGERTASKS
Nominations
Nominate people to evaluate you  Toco Nominate |
Evaluations
Evaluate others ckdone  W— v:

Task status Name Relationshiy P

Draw Pickara Direct repor Eait evaluation

Todo Jay Choi tanager

Evaluate yourself ~ Todo | Do seit evalustion |



/ The Platform

Customize

Deliver the employee
and leadership
development
experience that best
meets the needs of
your organization

iSObaI'/ Public Sector

qualtrics™

Evaluator Opions Flexible
n | Atow Unsolicited Evaluations workflows

off | Allow evaluators to decline nominations

Round-robin evaluation
To generate nominations automatically with the specific metadata select link below.

Generate round-robin

Manager Options

off | Manager Can View Nominations

off | Managers May Choose Evaluators

1 Managers Approve Nominations

Email managers when a subject's nominations are ready for approval

Allow subjects to email managers when their nominations are ready for approval

(@) e |-

Edit block B Tools &

May 27, 2021 at 1.5

Auto-number questions
~ Block behavior

Reset recode values
X Queston randomization

Mansge reusable choices

~ Format
Review,

Search and replace

B NextPrevious button text

Update person tigger Stip ormatting

Versions 1y can effectively do their jobs

‘Spell check

ImporsExport Check survey accessibilty

fems have been moved to Survey Options  Analyze survey Wostof he tme

@ x»

Highly tailored
assessments

often Almost Abways Auays

22




/ The Platform
qualtrics™

Configure employee development workflows
aligned to your organizational preferences

+ Customizable nomination, evaluation and reporting
workflows to meet your unique needs

Evaluator Options

n Allow Unsolicited Evaluations

‘ off | Allow evaluators to decline nominations

+ Flexible assessment creation with multiple question
types, built in templates and integrated design tools

Round-robin evaluation
To generate nominations automatically with the specific metadata select link below.

+ Support for unique competencies based on your
culture and targeted behaviors

‘ Generate round-robin

+ Improved feedback and data quality using custom
survey logic and HRIS demographics

Manager Options

‘ off Manager Can View Nominations
‘ off Managers May Choose Evaluators
n Managers Approve Nominations
[ ] Email managers when a subject's nominations are ready for approval

| _Allow subiects to email managers when their nominations are readv for aporoval

iSObaI'/ Public Sector
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/ The Platform

Empower

Enable individual
employees to accelerate
their careers, become
better leaders and drive
greater business impact

iSObaI'/ Public Sector

qualtrics™

Your Competency Summary

This page provides a high level view of your competency ratings (excluding self ranked from
highest to lowest. Use this page to get a sense of how you were rated across all 10
competencies. It may be useful baseline information to help you identify themes emerging

from the feedback.
4Responses

Authority & Empowerment

Managing Change
Performance &

Work Process

Innovation

Respect

Strategic Alignment

Training

Communication

Recognition

What do yourscores mesn?

a tn s ske 10 €valUate hefrequency tha you Xt crsi behaviors. The requency was ed on a scae f 15 with 1 being

Personalized

subject reports !

e 01 :Stengon 0 be everaged. Tis s 3 sreng ha s often demansuated bt her s Som roam or grown. 5 no

Qques

EmployeeXM

1#011:2 S fcant Deveopment Nesded. This behavoris rarly demonsraed and should be at0p proty for

Your personalized development tips

The below items are where evaluators aligned on your opportutnies for development. The tips
to the right of the dial will help you think about how you can adapt your behaviors at work. We
recommend choosing 1-3 areas of focus. You may want to discuss these choices with your

manager
Trusts others

5 Responses Tips:

440 ~

Expresses feelings
constructively

« For people managers, share leadership by

empowering others to make their own decisions.

se who work with you or for you by giving
people autonomy and delegate to promote
learning

+ Giving others more responsibility and focusing more

time on strategic tasks and engaging with key
stakeholders.

4 Responses Handles Conflict

" EmployeeXM

+ Work with

+ Pause and reflect. When confronted with a position

with which you disagree, force yourself not to
respond. &
your respo

Integrated
sty learning resources

+ Don't back down quickly when challenged. Instead,

restate your position clearly to ensure others
understand your perspective.

LinkedIn Learning resources
LMS Learning Resources

24




/ The Platform
qualtrics™

Empower employees to take action
to close their development gaps

Scoring overview Communication

+ Personalized and intuitive subject reports include
feedback relevant to each employee’s role and

LEADERSHIP Actively listens to others

er b Checks for understanding when
development needs e : commiricsing with s
et
+ Easy to understand insights enable each employee to o ——

Others e
Manager —

quickly understand and start taking action to close their | — N
development gaps immediately

expertise
when communicating with others

COMMUNICATION

Handles difficult conversations
and situations appropriately

+ Recommended actions linked directly to relevant
learning resources directly within the flow of feedback

Tailors communication to the
needs of the audience

+ Anonymity thresholds ensure employees can give e — o o
open and honest feedback without compromising ' ————
confidentiality

isobar/ Public Sector 25




/ The Platform

Impact

Identify development gaps
and track outcomes across
the organization with
unprecedented speed, ease
and confidence

| /\/‘ Intuitive
dashboards

iSObal'/ Public Sector

How are our people rated across our core competencies?
etencies to the right may indicate a need for organization-wide development as these
fiors al les:

/\/\ Actionable insights

Ol )
B Expon

ATREAD

26




/ The Platform .
qualtrics™

Identify, track and close development gaps at
the organizational level

+ Aggregate and access subject report data
in real time from across the organization in a
centralized location

. .y 360 Dashboards
+ Use advanced data visualization and

filtering to easily identify, compare and
understand critical development gaps across
subsidiaries, functional teams, and other
unique groups at scale

+ Integrated aggregate scoring metric
ensures that each subject in a project is
given equal weight to provide balanced
aggregated results

+ Share and export role-based dashboards
across the HR team

iSObaI'/ Public Sector
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/ The Survey Experience

Implementation: The Survey

» Design the review for multiple
device types (mobile, desktop)

* Accessible through modern web-

browsers

* Depending on the competency
model, reviews are typically no
more than 40-50 questions

* Includes progress bar and ability to

save where you are

+ Competencies and behaviors are

clearly articulated
+ Platform is intuitive/easy to
navigate

iSObaI'/ Public Sector

Job Proficiency - demonstrates knowledge and professional skill in

assigned duties, achieving positive results and impact in support of
the mission.

Please evaluate William Mitchell on the following items regarding Job
Proficiency:

1. Knows relevant procedures,
requirements and regulations
applicable to areas of
responsibility

2. Routinely delivers high-quality
work

3. Knowledge and skills impact

far beyond those of peers; efforts

directly elevate unit's impact on
mission success.

Unable to
Answer

1-low
0-19th
percentile

2
20-39th
percentile

3
40-59th
percentile

4
60-79th
percentile

o

5- high
80-100th
percentile

100%

qualtrics

AT

12:29 o -

Job Proficiency - demonstrates
knowledge and professional skill
in assigned duties, achieving
positive results and impact in
support of the mission.

Please evaluate William Mitchell
on the following items regarding
Job Proficiency:

1. Knows relevant

procedures, requirements .
and regulations applicable to
areas of responsibility

4
Unable to Answer

1-low
0-19th
percentile

2
20-39th
percentile

3

_
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/ Feedback Providers

Implementation:
Feedback Providers

* The platform enables both
administrators and the
employees to select feedback
providers

* Providers receive notifications
and submit feedback

iSObaI'/ Public Sector

Nominations aots
———

Evaluations 8of 10
——

Report 1of1

All Tasks

Thank you for participating in the Tread 360 Evaluation Program

Purpose
This program is designed to provide personalized, actionable insights to our frontiine managers on how they can grow and develop in their
careers.

Who's Evaluating the Managers?
Each manager will be evaluated by their Direct Manager, all of their Direct Reports along with 3 Peers. Each manager will also have the ability
to request up to 3 additional evaluations as needed. Anyone evaluating a manager will receive an email notification asking them to participate.

Evaluations
You'll see a task list of your evaluations on the left panel of this screen where you can easily track your progress. Managers have also been
asked to evaluate themselves as part of this program.

Results
Managers will receive an email notification when their results are ready once all of the required evaluations have been completed. The system
auto-generates reminder emails to team members who have not their i The will be open for 3 weeks.
Annonymity
It's important to know that all feedback provided is annonymous. Tread appreciates and expects candid honest feedback.

a Learning & Development

Nominations

»  Approve nominations

Evaluations

»  Approve evaluations

Report Download All Reports

° R

qualtrics™
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/ Reports

Implementation: Deliver Results

If given the choice, would you work with this candidate again?
4Responses

* The platform includes multiple
report types
* Includes group reports and
individual reports e S
«  Provides the capability to |
identify gaps across multiple =
cohorts p

Do you believe this should for squadron
SResponses

Famiiarity Rating; How well do Evaluators know the Candidate?
2= not very familiar, 15 = extremely familiar L

iSObal'/ Public Sector

Direct Reports

Direct Reports

Communication

All Raters NG 2.8
Direct Reports I 2.2

Manager EEE— .1

Others NG 2.5
Peers I 2.4

Self

Decision Making

All Raters

44

39

Manager

Others

Peers

Self INEG——— 2 5

Developing Others

All Raters

a1

45

Manager

Others

43

Peers

a1

39

Self

4.2

qualtrics™

Unrecognized weakness

Unrecognized weakness comes from
discrepancy between the self-rating
and the ratings from others.

Unrecognized strength

Unrecognized strength comes from
discrepancy between the self-rating
and the ratings from others.

Clear strength

You and other evaluators think this
areaiis a top strength.

32



/ Reports

qualtrics™

Implementation: Deliver Results (cont.

. Gap Charts, Open- " Open Ended Feedback
ended Feed’baCk T h——— What should you keep doing?

their own [e @ +28 Answering the open ended questions is not mandatory, so the number of comments may be
less than the total number of your evaluators.

Feedback from your manager(s).

Gives specific and timely feedback -1.0 &——0
Keep being such a hard working. Your consistency and relentlessness are inspiring.
Identifies and provides growth Brian is very customer focused and acts quickly to respond to customers and meet their needs. He is consistent in his
opportunities for others 12 ¢————0 timeliness of his communications and responses and never misses a deadline. On the whole, he's a very hard worker.
Feedback from evaluators other than your manager(s).
f{‘uif:)jg'(];::)ll:'x‘z(:w(;::l ers the unique 0.7 ¢———0 Brian always does whatever it takes to answer customer questions and concerns quickly.
He's great at keeping me informed of new material on product updates and support documentation. He's also good
an ensuring I'm aware of the training sessions | should be attending.
Recognizes progress and not just results O—0 +05

He's 100% committed to the customer.

Seeks to understand and shows
| 08 @&——0
support for others' career goals 08

O Self ® Others

iSObaI'/ Public Sector
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Implementation: Deliver Results (cont.

Hidden Strengths & Weaknesses Your personalized development areas

This page takes you one step deeper into your scores, showing the biggest gaps between how The below items are where evaluators aligned on your strengths and opportunities for
you rate yourself and how others have rated you. It is useful to know where you may have development. Your personalized development tips are based on your 5 lowest scoring
. hidden strengths (others rated you higher than yourself) and hidden weaknesses (others rated behaviors.
. Hidden St th
I | en ren S you lower than you rated yourself). Top 5
& Weakn esses Here are some tips for reviewing this pa.ge.: o o Rank  Scoring category g Average
y 1) Look for general themes - Are there similarities in the competencies listed?
. 2) Are competencies consistent with the previous page? 1 Managing Change Maintains focus through periods of uncertainty 400
Pe rSO n al Ized 3) Look for the largest gaps; negative gaps may mean you are overestimating your abilities.
Positive gaps suggest others see strengths in you that you may be unaware you possess! 2 Training Provides others with opportunities to develop skills (e.g.. leader, 383
technical etc)
development Areas Your hidden strengths .
2 Innovation Presents alternative solutions to challenge the status quo 383
Competency Item Self  Others Gap . X
3 Managing Change Acts as a champion of change in the organization 380
Works thi h difficult situati ith oth
1 Collaboration forks through difficult situations with others 1.00 340 +2.40 Recognises themes and connections between varied pieces of
without damaging relationships 3 Innovation 380
information
2 Collaboration Collaborates effectively with other teams 1.00 320 +2.20
3 Growth &Development  Seeks opportunities to grow and develop 2.00 360 +1.60 Bottom 5
4 Growth &Development  Seeks feedback from others on their performance 200 320 +1.20 Rank  Scoring category Item Average
5 Work Process [Field-SubjectName] Continually improves the way 200 300 +1.00 1 Communication Checks for understanding when communicating with others 160
work gets done
2 Communication Demonstrates strong influencing skills 220
Your hidden weaknesses 3 Authority & Involves the appropriate stakeholders when making decisions 233
Empowerment
Competency Item Self  Others Gap
) 4 Authority & [Field-SubjectName] Trusts others to do their job well 267
1 Authority & Involves the appropriate stakeholders when 500 180 320 Empowerment
Empowerment making decisions h ) )
» 5 Authority & Makes decisions in a timely manner 283
2 Authority & [Field-SubjectName] Trusts others to do their job 500 220 280 Empowerment
Empowerment well. . - §
This section shows the five highest and lowest rated behaviors (across all behaviors) from the applicable rater category
3 Work Process Leverages technology to work more efficiently 5.00 260 240 averages. To get the most from this page, it is helpful to look for trends that may emerge. For example, if the majority of
N Ensures work processes are well organized to your lowest rated behaviors are concentrated in one or two categories; these may be areas in need of development. The
3 Work Process maximise efficlency 5001 260 240 highest rated behaviors can identify strengths that can be leveraged in other areas.

iSObaI'/ Public Sector 34



/ Actionable Feedback

qualtrics™

A detailed Action Plan gives targeted feedback to the employee

» Personalized
actions tips based
on feedback scores

iSObaI'/ Public Sector

Your personalized development tips

The below items are where evaluators aligned on your strengths and opportunities for
development. The tips to the right of the dial will help you think about how you can adapt your
behaviors at work. We recommend choosing 1-3 areas of focus. You may want to discuss these

choices with your manager.
Checks for understanding

Action tips:

+ - Summarise your understanding. Paraphrase
what others say to check and communicate that
you understand what they have told you.

« - Ask for clarification. If you don't understand
what someone is saying, rather than switch off or
try and guess, wait for the speaker to pause and
then ask for clarification.

« - Remove blockers to communication. Encourage
two-way communication by evaluating whether
there is anything which could be blocking others
from feeling able to reach out and communicate
with you.

« - Understand further. Ask open-ended questions
to check for understanding with questions that
begin with "what," "how," "describe," "explain,"
and so forth.

LinkedIn Learning resources
LMS Learning Resources

Involves appropriate
stakeholders

Action tips:

« - Build a RACI table. This is a matrix to map the
roles and responsibilities of your stakeholders.
First, note the specific tasks that need to be
completed in a project in order of priority. Next,
write down who needs to be involved in the
project or scope of work. Search RACl on the
internet for more information.

« -Engage a coworker in a quick 15 minute
brainstorm of things to consider when making
decisions or supporting ideas. This will help you
weigh the pros and cons and help you think
more broadly about the topic in question.

+ -Contact colleagues who work in different
industries or organizations to discuss different
perspectives on decision making processes and
problem resolution. .

LinkedIn Learning resources
LMS Learning Resources
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/ Organizational Trends

qualtrics™

eadership Dashboards: Aggregate Results

ih = @ 7 Filters @ S:1 Department: All ¥ Level: Al ¥ Relationship: All ¥ Hide Filters [ export v
‘ Competency Headlines
Trends How are our people rated across our core competencies? AN
Competencies to the right may indicate a need for organization-wide development as these behaviors are demonstrated less frequently. /Q
‘t Business Outcomes
* Aggreg
regate

feedback results
from entire cohort ™™

for trends and gap . ) ” ” |
analysis

Demo Admin 39

Strategic Alignment  Performance & Accountability Training Authority & Empowerment Managing Change Innovation Communication Recognition Respect Work Process

Do we have gaps in people skills across our Departments?
Look for competencies that score universally low, or departments that may have additional development needs.

Competency Scores by Department

30
20 |
1.0

Authority & Empowerment Communication Performance & Accountability Training Work Process

iSOba I'/ Public Sector ‘ ‘ ‘ 36




/ Organizational Trends

qualtrics™

eadership Dashboards: Aggregate Results (cont.

TEwes . @s3

Competency Headines.

Trends
Business Outcomes

Managers

Competency ¥

Percepton Gaps

Response Rates

* Correlate results _—
to organizational
metrics

v
Retatanshio
Direct Report
Dotted Line Manager
Manager

Peer

iSObaI'/ Public Sector

Toget: Al ¥ Relatonsnp: Al  Department: Al ¥ Level: AL ¥ KeepDoing: AU ¥ SopDoing:Al ¥ HideFllers  Resetto Defaul B xpon ©
How are certain competencies driving Business Outcomes?
Competency scores are broken out by Sales Managers whose teams meet quota and those that don'
Competency Trend
- eetauou]

)

to the positive outcomes of a Manager's team?

Which € ies by

Use filters to understand specific Competencies and Relationships that influence Managers success on their KPIs.

Autnorty & Empowarment

How are our people's skills changing over time?
Look to the trends in our overall scores and competencies over time.

a7
Top 5 Competency Trends © ¥
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2
!

Which talent segments are improving or declining?
Drilling into specific cohorts will help you identify trends within your organisation that may require further attention,

Work Process Competency Trend by Level V' Work Process Competency Trend by Department ¥

Eeve—




/ Coaching

eadership Dashboards: Aggregate Results (cont.

*  Quickly analyze
open text
comments for topic
and sentiment

iSObal'/ Public Sector

What are the most common themes that have emerged from 360 open text feedback?

Open text provides greater context in understanding the behaviors of our Managers.

What are some things that the Manager should continue doing? ¥

supportive
project

job good

) wellbeing

opportunity_ commtifiicate

company

What are some things that the Manager should stop doing?

tight suggestion .
m%na er _(?Strlctwe
expect feg spend

great making

Missed Target
Direct Report

What are some things that the Manager should stop doing?
don't keep putting such tight timelines on everything

What are some things that the Manager should keep doing?
Personal training to allow me to develop my career

Missed Target

Peer

What are some things that the Manager should stop doing?
stop expecting quick turnarounds

What are some things that the Manager should keep doing?
Communicating with us daily

Missed Target

Dotted Line Manager

What are some things that the Manager should stop doing?
need to set more realistic timelines

What are some things that the Manager should keep doing?
Having such a big focus on training

Missed Target

Direct Report

What are some things that the Manager should stop doing?
deadlines set are always too tight. We need more time

What are some things that the Manager should keep doing?

Communicating is diefinitely one of her strongest skills

qualtrics™
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Market and technology trends driving shift in skills

Urgency to address talent gap and prepare employees for the new world of work

New business Automation
models
Digitalization Self-learning

Remote/Hybrid Work

Source: 1) Beyond hiring: How companies are reskilling to address talent gaps February 12, 2020, McKinsey

87%

of companies worldwide have a
skills gap now, or will have one
within a few years'
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Development drives
employee retention

Lack of growth opportunities cited as #1
reason both managers and individual contributors
are seeking new jobs in the next 12 months

Expected Workforce Exodus

Seek new position

Remain at employer
56.0%

Source: Qualtrics Labor Shortage Study, June, 2021

OF EMPLOYEES
SAID THEY
RECEIVED NO
PROFESSIONAL
DEVELOPMENT
OR TRAINING
LAST YEAR

qualtrics™
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Jumpstart your program with an out-of-the-box
leadership framework for all levels of talent

+ Expert 360 Development model for senior 360 DIMENSIONS
leaders, people managers and individual
contributors
+ Research based model and survey items to save Authority, | Collaboration - Csomer CSR
time and resources et
+ Best practice materials including program guide, SO Cation Cecoani _—
. . . . . ecognition nnovation
communication guide and dashboard design guide ¢
and more Ethics Psychological
Safety
Performance & Living the
Accountability Values
Growth & Respect
Development
Managin
Safety Changgleg
Training
Resilience Strategic

Work Process

Trust Alignment
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UNISYS

Lauren Spatig, PhD, MBA

Senior Manager, Global Talent Growth &
Leadership Development

I am a huge fan of Qualtrics 360 Development.

The ability to customize the 360 experience to meet our specific goals was
critical. Using our own custom competencies enables us to align feedback
and development actions to the core values that make Unisys unique in the

market.

The included automation made it possible to quickly scale the program to
hundreds of employees. We were also able to easily incorporate different
question types in the same assessment to identify unique insights for each

participating employee.

The ability to aggregate data and understand key insights from multiple
subject reports allowed us to make significant positive enhancements to our

leadership development programs.

We researched multiple companies but couldn’t find any other solution that
offered such a robust collection of features in one product. , ,
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