SUCCESSION PLANNING
Are you ready for this?
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SUCCESSION PLANNING - Are you ready for this?

Step

] » .What’s needed for future success?

* What are the positions that are mission critical to your
organization’s future!

*  What are the competencies needed to be successful in these
roles?

* That is, what are the knowledge, skills, attitudes, and other
abilities that are needed for success in the position.

*  “What should be” for success



Competency Definition for an Accountant

Knowledge - Professional
Professional knowledge and skill in accounting and ability to keep current with developments and trends. Knowledge and ability to
use applicable information technology and systems to meet work needs.

Financial Monitoring and Analysis

Ability to monitor and collect data and to assess the accuracy and integrity of data.Ability to analyze data. Ability to ensure
compliance with applicable standards, rules, regulations, and systems of internal control. Ability to interpret and evaluate results,
prepare documentation, and create financial reports and/or presentations.

Decision Making and Problem Solving
Ability to use effective approaches for choosing a course of action or developing appropriate solutions and/or reaching conclusions.
Ability to take action consistent with available facts, constraints, and anticipated consequences.

Communication and Interpersonal Skills

Ability to communicate information to individuals or groups and deliver presentations suited to the characteristics and needs of the
audience.Ability to clearly and concisely convey information orally or in writing to individuals or groups to ensure that they
understand the information and the message. Ability to listen and respond appropriately to others. Ability to establish effective
working relationships that foster organizational success.

Supervision

Ability to recruit, select, counsel, discipline, establish performance standards, and evaluate performance of employees to retain a
diverse workforce. Ability to administer and ensure compliance with human resources policies and procedures. Ability to monitor
and assess work, provide feedback, and provide technical supervision. Ability to develop knowledge, skills, and abilities of employees
and plan for and support employees in career development opportunities.



:4\.})2_“ a5 \.Ja}.” Ao xS

N-2 N-2 N-2



ddurawd! ailb o) uyuxs

Jlesyl

s bl ooyl
Ll

. o & . SJ&J‘

Jutedl 5843

SeLadl L eyl




ddurawd! ailb o) uyuxs

rs ) caslls o) Jiloes A e=2

y,g.udﬁg\ﬁ\zﬁﬂluﬁ@,wﬁmmimwwu”%mﬁg4213,\.“:.‘«1\ ;aj\.]aﬁ.”d,g.‘xz.‘
29 Alalall 653l gLl Ludaisll (o o 528 %100

ol Al
SASLall 5y sedzes llad 3 il Layilio Ael) Aumyl L) CBlaad) 3uds 3 Aaulsgll 555 auS

S el ol s el oozl e (b lgdl Ay (2 Log el Bn gl Aaacs 1) Jlas¥ 5Ly Aails gl dpenl o Lo

¢ A/ gl 5l Al e Apall) Aaglasll Ja

gzl



Adarwdl @ilbgll Julxs Auzqin 149 .L.Q;l_ml‘ a5 Uaj..” dadzxd:

Oledl! i
55l ddlate wibigase

Taaudsgll oda Jaad LUl cualoll 3155 23game Glas i JUL) Jurws e 3yl 531501 pute Sgtun o Aps Lo

Seaalsll y3lg3 Sl (8 casllagll il Lo of caaloll Llamsdl § Ligapall 2oys 2 Lo

Saadogll ol ma k| wlyles 2853 o Ayl Jas Lugase s Lo

ozl

Gl3edl Al
31l Aalate Slbgais

bl e 3 o Lel o Los Bpmin e of Apae s clons dlaws of Ayl of Apasdagds o3 2adssll sda Ja
$laygs dxesans o9 Jsgkal!

Syl 3 JSa s Lot @35 oo Bauts gl Lgasazs (&1 yll) 51e of 3,83 (ge Lo
Sl g Allailly 3o Lol Cuns payad Sl 3 65l Lahg po Bandi gl as igaim (oo Lo

goazel




EW- 9 4 I W, | SN P G RIS S

8 adl 4 Al 5y ol sy -1
e S e T S B e S s
sotms Aloal Jadid Azll 8ol gailly Hborgudl Casla gl palaal e s1aill els¥) @53 craloall qusss Ladsgll CBlazll b ssl
Adaid) )\5334) ;é.]é}l.\ .JL.\.:.! 3;135]4_7."‘9 (d.a_ﬂ\ o2 d.UJSj z&\.ﬁ.b}..wlb )\35)(\ L}ﬁ'ﬁ Etij.a\_xj\ S giuun ul.:j\’fi 3i ;é.lé}n

susall LLadl

cnals gl o 1a¥1 5,15 pllas il 1Y 593 cnals o) gy

(@ asaddl 5uall (dyalall el laslg clyuall) Jodds cnalsgll clyud ulid

J}'-Q-'l'l‘ RS ‘_535 ‘ﬁ.n.la‘g.o.u & Llaga cb:-!



EW- 9 4 I W, | SN P G RIS S

bl il 5ylskl pailas g il

A9,llg ByLblg czgalall i Al iligo (§ S ldn 31,81 (1o Biraie degazme Al Lopdull 5l oLl @l

7 galall

LAl T gyl

C\.’_A.U @@ﬂsgﬁ‘ BJL(,U 939 Cj.aja_” ua_"x.iu\



EW- 9 4 I W, | SN P G RIS S

FEIERRPY CHES [ FENI{LOY D EERVIN S T50-71 I PN U TS e 2
8y10¥1 ¢ Loz | 1

aclg/jyls wnlidiuin 2fl8
(Emerge) (Future Leader)

0Q MO

culi/jS)ain wilail MW palue

(Placeholder) (Tra-nsi(ional) . (Contributor)

(Potential)

aalio aila Jale RSy s .3
(Deua(‘or) : ‘5
culy dgés

aliv

dialsll Glilsall

gauill aladglill aladgill

wnl=all £1aill
(Current Performance)
oulsdil 10 c13i1 81l Gilajho agae
asralwall 3jlgall d6gana i wns dilall daao




S%A‘}l‘ 31 Q\;L.&SJL) L;;‘"’j Y

Competence

S50

Commitment

Loaludl

Contribution




EW- 9 4 I W, | SN P G RIS S

FEIERRPY CHES [ FENI{LOY D EERVIN S T50-71 I PN U TS e 2

(3/lgall dbghna) d53aluall 3jlgall st a:sj.a\_xj\ g% 5 )b}" &\.ob‘ Joc

er ransitional ontri uolur I n o @ 0 @
: ; . ol - - e
—== | R| ﬁﬁﬁ ﬁﬁ
yulall jSlyag £la¥1 &jla] pliai Glajao 3gae ]

N R3
el s g R4

JLadl 1531 Clego

3.
ge
3

(Current Performance)




SUCCESSION PLANNING - Are you ready for this?

Step
2 Assess your talent

Inventory of your talent pool.

I”

Who are “high potential” people? “HiPo”

Who are the “high performers™?! “HiPer”

How do you do that?
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OVERVIEW OF THE PERFORMANCE/POTENTIAL GRID -
THE NINE-BOX GRID

Why

|. It’s a simple and cost-effective way to assess any population on two important
dimensions

2. It’s a great catalyst for robust dialogue

3. Used in a group setting, it promotes good open debate. The multiple perspectives
provide for a much more accurate assessment

4.The process can facilitate a shared sense of ownership for the organizations talent
pool

5.It’s a great way to identify development needs and transition to development planning

37



Performance

Low

38

High

Valued Specialist
Continue in current role

Emerging Specialist /
Consistent Contributor
Improve in current role

Underperformer -
Questionable fit
New role or end
employmentin 3 — 6
months

Emerging Potential STAR —Top Talent

Prepare for
future role /

Yalued promotion

Contributor

Rising Star

Misspent talent / At-risk New to Role/Unrated

Improve in current role Anticipate high

performance and potential

Low

High

Potential for future success in more senior role



SUCCESSION PLANNING - Are you ready for this?

Step

3 What are the Gaps?

What are the gaps between what’s needed for each job
and the current competencies of the team member.

What’s needed to move the talent to the next level?

Create the development plans for your HiPo and Hi Per
staff members.



(Potential)

dlolsll Glilsall

2\.5._\..(‘2-00-1\ 2\.4)...&..}.” J)\}l\ Ao ey -

L 4

(3)lgall d5gana) dsaaluall 3jlgall aaai

(Future Leader)

aliy wnils
gunaill Glasgill

wnlaall sl
(Current Performance)
guliall jSlag <1a¥1 &jla] plhi Glajao 83gae
dsraluall 3jlgall d6ganas i wns dilall daao

il

plaall o dcgiio dogaao wnd Jlpafwl juoiall <111

Clliay «aldall Jog conag ST jliaUT o jla pSaillg kgl
daila malgs

Gilpaleallg wndabigl]l b lsill khalasil jals aafipa

(TR S ) - TEW [T

nakillg gaill depd aling wnllall jgall wnd sandl <1510
alasiuwll nd dacluwall psSi plaa pusdi cellagg

wndlill wngionall

wlamil E61S wnals

dullais] ga dllall ddkhgll wnd daélg Gygeny <1a31 jrais
Ao jall pasad

ST Slgnail dalall

Qlyasil @slyjl agmall j45)7g apagh drami

wniia jfI1 jLiali

ATVl Tl jalo
Ganlg di JUS pesi gl

BTV T Tl jals
i .LJH;".J_!Si Jgal
i Sdanlg

Sl Seaiiog JUA il
ilgiwg

oy

wnliBTna 2 ils
Future Leader

pamluna
Comtributor




48 azawd ) o ydad) oyl el dpu=s - o

23,5 Apgmsed cOLlae §0yall dday aBgal o151 Adgimas musskl lo¥ e ol LI Aadagll ity suexll 1531 895 calssl) Aazl,l Al slamil 3ymey
Al oy TGJD st..g.‘ b)\.y'.&‘ J= ég ol eSO dses (e I;ﬁ e Leie hﬂb‘}L‘ dadgly L 49,20 @JS (Zt..f..o.w)l.m’) ?@;).IQ/-D tLo.bY\ ()95,! Sz ad},&.‘bﬁl\ e
iz G los Juadl il 5lesy Ldla) T cabsoll Jig of ¥ ol asTl

Glelasil dyai ay1al (Gupd jga

ail wakhgall plic] Ce
alclasi asi ga cia | g

whgall Glagalby wlseiwl
(nésbgll alibiuo gl

2 -
: o
o
-

alidiall lhall ge alndlI| @

wbhgall go daall lasbgii il | SE

dullaisly wbhgall £l4] ] gas
apgai faldi faid )y g

bhgall ellplil inle gagall
Cilklii)lg dbudiil 200 wné o

wnayhgll wslsill )

Y
.
A

dsaljl]l pac enle aysiill
&pelinl] wailhgll a._!.6_|.‘|'JII

jraiall <1281 wna wakhgall jga

anigalejp gosi gl Jouo | o2®2
dmall wné djaaiall Cilelasil I ::&%‘
¥E

Al Jsliall pljilllg §laill ‘f"‘
Halkill alilsl dasll lasn i onill -51'

Gilsaig Alillhio ulsuiwlg pad
Cilelasil i go Teja gasu i

lhguitunle déslgall] 2 2
Clelasil dini é)lal (G ypo F1

paiwallg wnilall jrosill o
jraiall daill Jgiagll & pliallg 'ﬁ?_|
alac Allao &518 b
wnolial agaao Jaul alasiwlllg




EW- 9 4 I W, | SN P G RIS S

Shleeld £U I adatll a3
558109 ByL L) Aayd s o5l Ayl e Wizl | caslls ol Jules Hlbs) & dzd! (8 519081 cadual @iy )adu el casllgdl Jul=s S5 e

ganniiall gguuwlwi]

(Specialist) (Critical)

Jgtimall

(Professionals: Skilled or semi-skilled)

&jlaall daus

dljlaall nebigl wuinill



aé.x.@—w-l\ 2\.4).2«/.4..“ J)‘}l‘ Ao s -

Janall djall

3jiig daydl 49 1 gu plbyill &xal dissil awall Giljlac dasb tae all iy L>lsa 3 4‘0"3'-'” Lo 9 =iy ‘4'0"3'-‘” dladg 8elaS s gg"n s S ‘L‘JLVU dasd O]
Jiab ] aljlaall doys silwig.aljlaall - @sglulaslial aldasl) axaall gaghgl] 5 : L . . ol = ; oo -
sulsoll an@sall gligh go soluall Glaall el crall agai alig Amall (dunestllg uLw)LAl‘ (Rl JM.‘> (e 4.5,@.” ol L9 WWY\ LQ_"J..\.M (42239 ‘_’l_l..xzdl

asunill aliwill gai dlgduall  J511 daudll ga 1:gi s 44nd] 1 o guliso

Al JSiull nle 8jlaall dagd yini ) dasb wnlcill ga 4g ﬁ—'l 2‘-&-“—“’51‘ a—j}fr“ 8 ) Aalssd| J—A—Lﬁ d:“‘

aératuiall iliagll JubaT Julawall 4 enll 1 o guliball aiiung

= hiligialls ajluiisl piy ndll &jlaall dags - - > T > T S
« .;;._0 duanil 3o 2g 1 gl Glégnil a3pall LA).)L@.A) L(pﬂj Jwy uL«.‘?J‘ L«.?Lt.m @J‘ b.).,\_‘zl‘ ubL‘l‘ eAls L?"J u‘)\.‘i‘ S 2 ul
15021 dagill ylao go Jgill JIgullg dpugal

%79-51 .Jsghll taall inle J.'Z.o QLw)LA.U O DA JM} %) L« Jbl.é.‘i:-}“ﬁ L«‘Yﬁ 5.:\.;}.' dU.Sj L(‘,.l)...\.'{j L@.@Lj @ 2\.5.“.1‘
>=9%80 - =

sja b enle 2li LlAL Latisi pfiw
Jeiill cnle a0l Gyinill ggSig allaal  ASLos calll §jlaall jaf naa enl] puiy
o -Jesll @oug 823l s syiagll crawall
41 guliba unle 3740l ungin 334 las
osaiuall ilhgll Jult dayb wnleill ga 4g J511 dasdll a1
<=%25 dnud Lials enl] allei 3ja7ll waing iiuug
%50-26 25all huugiallS ailwiz pis call §jlaall
9%75-51 3jlgall 3916 Ciai aillill dliwill graa Glayinil
T .Jughll tnaall nle dagéll go 2 Jldullg

wnialll winill iljlaall sjaig dous Jaole
16 9@ wnbillg 1 ga

itatadios

wnawall law apais enill Gljlaall 2110

wgini aflii wnle £lis 310l (naghgll

anllill gaill unle gg<ig .Ciljlaall

Lilali lathss afi 0915141l :4-1 Ayinill
(8ymall aui /&aall) ggsyiaall 8-5 wyinill

ggnniiall :12-9 wyinill

gouuludl] :16-13 uinill




48 azawd ) o ydad) oyl el dpu=s - o

(s gl cilad) Aduull Caills ol yuss Adgh mn 4

LS bu> e gl § cuain IS e LY Sy Eus Adugadl il oIl Ao lsddl liladd Juted oy 8ylee addagll Cdlasl] A8 gudl caslbygll wyues 4898 4m0
A o Wugadl Casllgl ¢l pamdl Aalaill (rass Lo pas @i (1 caslls o) (i mae ) § Aaeld Bl Ao gl casllagld ‘ol LA (Gt Cariiat Loyl Jodd
dd9dmak dyds ‘3 ELL.AAQ\ gb ).aij.m 2\5.,\.(‘:.4.“1\ ;a_‘aUaj.n Jdmtd Bl 48 Q! .l@)\ a.;LQJ A Gus ;&3”&3 ] oAl L_? L@.‘l skadl JU@}J\ e Q}S.’Z.m LS

pda Jodidy. Adugue asllg & casllssll (1o 15-%20 Loyas puad ez a0 3 4l ) 2dladl olugylell sl 1dd o ool cdland) Lagdased) 2o zul) Caslls ]l
JleeS daddly Lgu piad A1 Adladl LAl el caslagdl e ad oLdall 8,0¥1 uolie casllsy ]l

(Overall Business riricality)

3

dsatuall @iligll Jubi gl

(mhﬁ:m;)

Crgriswall JaraehTall orowuludiin
[(Professiomals) (Specialist) [Cricical)

AdssamTurall Sljlaall wnelpl] whaiem il
(Skill Quadrant Rating)




(Q‘;L.a.i.” zt.g.-'z}) a.éd.gX—ml‘ 2\.:3).&..‘..” J)‘}l‘ )ﬁ}.‘aﬁj p..;,.;,.é..'{ ad

23 (a5 4a3L8 8y5¥) dzl audg ( JUL) gdaiddl s U Sl «;\)L‘,L\j Lo L «;Lé.@\jll.; dils @M‘ TN ARV
Sl sda dasg céw‘ sy comid cdeima (o e Eeed] Slgiw 4 8ol Dladiy ey ildlad (da.’ =50
R ;,_ffzz\ sobatd Adall 53l Slgindl § 4a8g (1 50% (a8 Cu o)lasl 389 uol> oamdine 8 | AaSlEl) coalas
Sl M\ Ledls 8,y ulsj A ONNET f“‘“fﬁk‘j 3,81 adl Cadsgs o Un./..‘aj.” 8ylue S sl (gl (oI zesl A
oay i ] 7y | ol 8,kas 4yl il s 11 OSd Lole 44 5p0e Trote Lalsge suyiall culagasdl day o)\a}’\ wl=a
ajga.. o beles Calisa dace _,,5.1.“\ O 4.@\ &JLAJ Lol> dyas dd! 4_.LALMM @43_! 4.:\.;/.&\ Al u..lsj ML‘&I\ @JJQJ\
ﬁ-’j auaM.Q’t R u‘ﬁ.ﬁ.&«.‘ SL815S Llatl 4.0.&.‘05.” sda Luxll L5..\.m_;.;.¥\ Wﬂ‘ &m Aa] Jgﬁ\ Uil Lg 4SJ.AJ‘ .A.ch.s NE Lw).b
& Sl sl (8 eales 08 e Lesy guaidd) ety U aseg! Sedl e Baasll il gudas 24,8 oy Lia S aleza¥| mied
2 & sl Caaat) Al oyl (§ 4 Llasdl (§ el welu oS l.wg ShHLAl sda guid nyd dming digagims 84S
28 Lels Vg &psshas clmalinl IS oo Lazdlan o (@l SLAN G 8508 98 3529 & i S il 4 08 o1 s
AST U el ¥l g ! 3 s



(Ls‘;-\..a.s.” 2L+23) ELE._L.QR.—W-—U ELTL).-—:U-.LJ‘ J)‘}l‘ J.iﬁ.Ja.Sj "Q..b.b.s.s ad

LA 3 B Bomd g2 § e 7S A0 4 G o1 iyl oo 3 ASALS G
ST IS el gl s ¥l




(Q‘;L.a.i.” Zt.g.-'z}) 2\.34{[2—&1‘ 2\.:3).&..‘..” ..3)‘3.1‘ )ﬁ}.‘aﬁj p..;,.;,.E.S ad

é J\ST )\5313 S ldegue glﬁ'ﬁ {o.m)ﬁ.]a_? e ol Ll Salally culyuadly el IS $9d onabsgll e dcgaza L«-L Sl ST Ay 8 s
pasaiill § oslball Gorudl jlasy cabge (S pushat oSy 140« Juadl elol gaazms) Dogllal) dws Il Sliagaseall Tlad Azl suzi cnre Jlrs
oied SlagSal il s cdyle Aadlally bl il laSl suzis jusas by @lladl Joo cilogSadl L lgr @1 8l columddl o . digad |
529 Sl Lz sl laal¥l geamt) clenl Gilaily Bugaa chud el Lagl Jy dugasdl cldball 2l Jlee¥l ol lus| 2y, laas
ol ol el auds ol Cdlantl tabas a5 dayling Aabssdl cile iSOl 90 Jiuadty 7 39018 dugaleg dnsdly gl aliall £ty Los (Joul
Osabsoll muad (agdssll Culall lagdaseald ) Zasling slael &z IS a5l Aol dl 224l sy cologSoedl ady il Olosad ¢ cpupnaill Lagacdls

Alag |l LS B il Bueld (pe Te 3o Aaell e LaSTl A (o Ogdutadly « Jladl clo¥1 Gl (o ot



(Q‘;L.a.i.” zt.g.-'z}) a.éd.gX—ml‘ 2\.:3).&..‘..” J)‘}l‘ )ﬁ}.‘aﬁj p..;,.;,.é..'{ ad

‘L@; Joeall olaylell Jizndl 389 gyl Jlasol 31 pghasy oulelaSTl (1S5 ety Les cul-a.loj.l‘ Slyad olal Al pdgs
elo¥l 693 (o Lpd claladl cnalsoll &lyud Soiun @uidd (o bzl (aSedd euadl Silgol (o Acgiis dnje 7l
(Psychometric Center Assessments) uadll 3510 Min ol el 3o Sneilly Adlall LIS 19 & yudlly el
&g,g \.m dM 5)3.44_3 L@Mj L«‘u}bAj Etd,amﬁ.‘ )J‘jﬁ\j QM.ASJ\ Jﬁ} Zt.l.A\i‘LA Q\_'Ly sacls ;L'r..j &5.1',3 Lm
Al oraddl uslatll (A8 A 1 e Badate (oY Laldzi!



S Peerial

ALl slslKeyl ol hogan eas

Las sl Slewd! paad) puseiud Lale Sucias 2ilas] 8la1 :Hogan Development Survey adssll sslazll ¢lesa ¢luic

H OGA N paclad Tieyd Tlias 335 alinll cilumseddl Cagmy Hloae 11 e olusadl goimy Allad Jas 3y slisy cpilgall 2eoluall

Lajusais Beall Lalasg cLeadlany sgumdll damgl e cyanll e 5oLl

MY RECOMMENDED FOCUS AREAS

HIGHESY SCORES LOWESY SCORES

O rovvommons RN e aone  WOF ousarnce | | soomaour |
O] rounommons  JERM mamancsrorory O] ouescence | | mrwencinc orwess |
. EFFECTIVENESS PO (€ ADING THE BUSINESS . EFFECTIVENESS - LEADING PEOPLE

v HIGH POTENTUL TALENT REPORT

EXECUTIVE SUMMARY

Moz Migh Potentisl Profie is summaria

LEADERSHIP FOUNDATIONS LEADERSHIP EMERGENCE LEADERSHIP EFFECTIVENESS

o Lo
— owoneon
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PO FOLLOWING PROCESS

Foliowing nles and MINE others dware of one's Achleving Ciwcdl Business
respting Ccomvention ConUidytions SO
2 THINKING BROADLY INFLUENCING OTHERS m
Solving awiderange of Persuading others 10 pursue Securing, cptimizing, and
deploying key atte

CoOpetative, pleata

business-rei dted prodiems desired outcomes - 1eels
i GETTING ALONG 4 BUILDING CONNICTIONS - LEADING PEOPLE
Beingc " Creating stratepic netwerks Sotivating others o pursy

d rowdrding 1o deal with and relstionshios
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@ SECTION 2: LEADERSHIP EMERGENCE
oo coeerons (SRRSO

MﬁmwaomonMawwwumuam;mwmsﬂ“.hymmMMM&‘M
nd Wwith Bywer 2¢0res tend 10 have smaller metworks 0n which they rely for continued caceer
w«u&WuMWLanudmamwwﬁMwﬁh

il EEES————
Degree 10 which 3 person seems n

203ially energetic, extrovented and Higher Scores
PO Tvey Communic stive 0 ‘«w.podnun« © Outgoing 3nd approachable
© Remote. it and retiding © Distractible: may Wik more than listen

Development Tips

© ¥iven others 3o talidng, doa't show £igns of Impatience 3ad retizt the w/ge 1o Interrupt. Be careul 10 aveld dominating saclal
situations, for exampie, by letting others speak first, offeriag the foor 1o team members, 36d checiing 1o male sure 3 parties Bave
38 0pportunity 10 spe3k In discussions,

@ You seem to be a sociable and would lso be uselul 2¢ you 10 be known as a good lstener. In comversations,
mwwwmu“mmwhmwmm»ho«ommn You 350 seem to be well connected fatide the
organization; make It 2 point to introduce your younger colleagues 10 your contacts in other parts of the business.

© You zeem to be semecne wha is friendly nd 3pproachabie and who knows 3 1ot of other people in the business. As such you can be
3 reseece for connecting people who need 0ne another to 2olve problems in the Business. You e also Likely to be 3 resouece for
showing mew emaloyces how 13 pet acound ingide the organization.

resves | T e—————
Concerns the risk that being tough -
and setfireli ant comes across a alool, Higher Scores
remote and indidtierent to others’ @ lamu 38d considerste © Tough 30d restient

feetings | © Overty sensithve © Detached 30d uncommunicative

Development Tips
© You 246 3n unusually sONE person, you e rarely botheced by criticism of bad news, 3nd you probably take pride in your direct and
plaia spakon communic3tion style. But few people are a3 resilient 35 you. Think before you speak becouse your frank and condid
y M3y 3y upset or erede important relaticaships.

Omwﬂngwbumo«n&uxmnpthu’.mmndmvunvﬂbcumud.&«mmaownﬂml.m
may not to notice that they are upret. Make it 3 point regularty 10 3tk 3bout sta¥ marale; when you find there ace lssues, be sure
YOur 1 Knows you 3¢ 3vallable to dicuss 3ad, If possible, Bx those Bsues,

vamhhmmlsmaﬁdﬁdmﬂctu\dmmmmmlsmutmmmmm
performing as they should, Vwmmowbw;umwwmmm{w“mbthmemwmt
and wilingness 10 hold pecple ble for their perfo ace imp P 5, especiaily during periods of
confusion and rapid change.

Joha Doe | HCS60419 [ 12012016
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@ SECTION |:LEADERSHIP FOUNDATIONS

GETTING ALONG mummﬂw.mmwwntodul

Pecple with Nigher icoces on his 0N L06M (00D friandly, 3nd charming , People with lower scoces seem Candid, dirt,
208 even challengia g they e witliag 1 spesk up 3nd disagree openly,

o | T ——

Degree o which 3 person seems calm,

cpUmtic, 3ad steddy under presiuce Higher Scores
@Mcnm.lm'umolwww.y © Resilient and composed
© Tense, edgy, defersive © May seem to lack sense of urgency

Development Tips

© Don't wswme that others ¢ toterate stress and crganization sl pressure 3 well 33 you. In fact ot imes be sedoutt
stressed and you might notnotice. presture. Mdmmmwwcmmmmmm tshare them. Practice
expressing more compassion when discusting thelr stress levels,

© Youare by selfconfident, which is a ngth that, paradonscally, can sometimes cause peoblems. Pay chose attention to
negative feedback and keep rack of your enistakes. Stay aleit foe perko blems and {3ty p and deal with them
promptly when you find them. Consciously show 3 sende of LIgency 3round correcting these matters.

© Ouring times of uncertainty 3nd Change In the GAEINIZIVON, your COlleapues COunt 00 yOu 10 %t the tene for the grovp. Your
CONLISteat, OPUMISLIE Nttude 3nd abIlty 10 tolerdte stress are 3 helphl example for others. Others will 3ppreciate your steadiness,
mMaturity, snd emastion seifcontsol,

rcarcesous. scsTY | | —

Degree 0 which 3 person seems
2acially perceptive, tactiul aad | Lower Scores Higher Scores

sensitive to cthers needs | @ ¢ katvastre O Diglomat ke ation style
euqs«mwmuwfw © May aveid dificuit conversations

Development Tips

© Stop awolding tough comversations snd confroating poor pers Direct Katon 3nd making dIMicult Ltent Secisions
€30 b uncomianadle, but you have the chills 10 ¢hallonge people without Slleasting them, Teit feedBadk messages with 3 trusted
colleague 10 male 10 they 138 with the 3597006 30 power 388 inteat)

@ Test the Bmits of your comfort 200e by atking people provoc ative questions and challenging their bogus assumptions. Use yoor
natural agreeableness and tact 10 raise seraitive issues that others try 1o avold. Stat challenging others whose performance is not
where it should be. Feel free to disagree with others during meetings that involve beainstorming or high-stakes planning,

© Your ability 1o Geveiop and maintain relationships with direct reports, colleagues, and vatious others is 3 strength you can leverage.
In addition, your netwark of relationships is a kind of glue that helps hold your team together. You are an important source of morale
and cohesion for your part of the organization, and 3 go-to guy foe conflict resclution.

John Doe | HCS60419 [ 12012016
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@ SECTION 2: LEADERSHIP EMERGENCE
e oo FR———

Pecple with Ngher icoces on this dimension soem charming 3nd Charismatic, and tend to enjoy seif-promotion. People with lowee
Kores s00m A interested in Being recognized 3nd reluctant 1 engage in sell-promotion,

ey e -ﬁ—

Sedderbiue, competitive, enerpetic 3nd Higher Scores
setf<onfident Oumw.mawm © Feartass 3nd courageous

© Betectant 1o 1ake charge © Overty selfconfident 3nd eatitied

Development Tips

© You 2eanm 1 be rluctant 10 Beat your own drum, Botyou need 1 restize that C(Eanizations often rewrd thase who 3% mado
comicetable with self-promoticn, ShOWRase your <o Competencios In 3 way that feels suthentic 304 comiortable. Work with 3
€OKH O Menter 10 Eetarmaing how best 16 40 10, espacially If delag 10 makes you feel 3pprehonsive.

© Your natural modesty may make you reluctant to advertise your accomptishments; nonetheless, it is important that you do so in a
nice way. Ask a trusted colleague 10 help you devise an internal marketing strategy. Before important meetings, think sbout what
you have 1053y regardiag the performance of your team. Ask yoursel! If you ae getting the kind of experience needed 1o help yoo
reach your next igniSicant career goal in the content of your current job.

OMvmmwmm apparent humility and your willingness 10 auk for input, 10 Minowiedpe your Emitations, 1o

2AmMit your mistakes, and 10 fearn from them. They 350 appreciate the 3¢t that you don't feel compelied 10 3521t your duthority,
and your willingness 10 led others take the ledd when itis 3ppeopeiate for them 10 do 20,

Higher Scores
ewwmkmnh« © Entertaining 30d dramank
© Uncombortsble in the potiight © Excly disrxcted

© S1p trying 1 sveid being the center of 3ttention 3nd 11op waiting foe others 10 Potice your accomplishments. In the right amount,
Modesty can be 1active, 2ot 100 much madesty could potentisily il your career. identify 2 tivities and schievements that could
ehevate your leadership brand in the Organization 3ad practice shariag them with others wha ¢ould benefit from your experiences.

Om«ummu«m seme points you will make, then be sure 1o make thote points 0wt lowd, When you read an interestiag
business aeticle, blog, o e55.3y, share Iwdth your colleagues, Identity projects that, If successhl, will Incresse your vaRaity ia the
Srganlzation. Make it 3 prioety 10 e godts over the Aext yodf 10 intrease your professional Wisibility 3nd then pursue them.

OVouvmmmmmwmmmpmmm male you a lot of friends. Your tendency to priodtize organizational
£09ls over your personal objectives will support your reputation as a dependable, team-orented colleague. Your understated
Interpersonal style allows others t0 concentrate at work and provides 2 good example of a leader who doesn't need 10 be the center
of attention,

John Doe | HCS60419[ 12012016
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DEVELOPMENT PLANNING

An Individual Development Plan (109) s impertant for keeping you and others lavoived In 3nd ble 157 your prof
development. Below is 30 10P templ ate; the objective iz 10 help you 3ad those ch oni Jondl growth
the areas that will deliver the gy 0 1 impact. After reflecting 00 your

CoOmmit yourself to two of three acticn able develop bjectives. Below are some guidelnes to belp focus your efforts:

Focwiing o vecage of low {orange/red] scores will have the BIggest payo if you exeduto on yéer comavtments.

11 yow have mostly 1trong (green/yeliow] scores, you may want 1 K<us 00 new ways 10 leverage your steengths, o how to
Prevent overuse of your strengths. Remernber, Ngher scores 3oe not necessarly better In i dltvaticas,

16w have mostly Iverage o low (0r380/1ad) 10res, W 1OCOMAMNG NITOWINE your FXus 10 0ne O twod kiry 3.

Befoce you cutline your objectives, review your development Ups for your lowest scores 30d use them in defining your
deveicpment commitments and xtions.

The mast criticol task Js 8o ersure that the actions you st are spociic and eosdy cbservoblo by others.

SAMPLE DEVELOPMENT COMMITMENT

Name: Jane Sample Role: VP Sales Coach/Mentor: John Sample
ACTIONS TIMEUNE  HOW YO MEASURE SUCCESS  SUPPORT/RESOURCES

1.Dicern thetop 3 deaswhere 1Junel  Moaturable progressin exchof My team meenbers
Ishouldbespendingeny tine 3 ey Oy 3 00<us dreds (will solicit My manager
2.TokoIveslony howl 5988l 3 3nas feadback from my mansger
iy time over the past encnth vt progress)
3Dclegate sy nenessentisl  EU S Team reports they are receiving
work 3ctivities © team more 3ad bigger delegations
4. Hold weekly ceontability Oelegations are completed
meetings curately 3nd o0 time

Joha Doe | HCS60419 [ 12012016
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MY INDIVIDUAL DEVELOPMENT PLAN

Name: Role:

Coach/Mentor:
TIMEUNE  HOW TO MEASURE SUCCESS  SUPPORT/RESOURCES

Joha Doe | HCS60419 [ 12012016







HOW DO WE GET THAT KNOWLEDGE?

o | (€Y
STATION




TYPES OF KNOWLEDGE

Explicit knowledge - Knowledge that has been articulated, captured,
or codified -“Written down”’.

Implicit knowledge - Knowledge that can be articulated or captured
but has not been codified.

Tacit Knowledge is inside of peoples’ heads or in the “Brains of
Employees”. It has not been captured, so it has not been formalized
or organized.This knowledge can not be easily accessed by other
employees.




HOW DO WE TRANSFER THE KNOWLEDGE!?

KTM
*Desk Manuals
*Procedures
Explicit *Documentation
Knowledge
*Formal
*Structured
*Unstructured

Identify Implicit KTM
Knowledge Capture and

KnOWIedge *Unstructured Codify
Type

Tacit Knowledge
*|nformal

*Unstructured KTM

*Personal Job Shadow
*Interview
*Mentor
*Story-telling

Transfer

*Training

*Meetings
*Cross Train

Knowledge
Retained

Transfer
Face-to-face
Individual and

group




What’s

Develop needed
the talent for future
success!
Bench Strength
Ready
Assess
What are

your

?
the gaps: gi talent
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