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What do these three things have in common?

An
organization’s
talent
management
processes

They all involve identifying talent and
predicting success when it comes to people!
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People are critical to success

 Talented people have never been more difficult to

attract, identify and retain
« High performance = right person + engagement

 But few organisations have clear insight into their

talent’s potential or value
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Correcting an old saying?

The old adage
"People are your most important asset”

IS wrong.

People are not your most important asset.

The right people are!

Jim Collins
“Good to Great”

Shl People intelligence
Business results © SHL, 2011



Business context is changing

“One in four CEOs said they were unable to pursue a
market opportunity or have had to cancel or delay a
strategic initiative because of talent challenges.
One in three 1s concerned that skills shortages will

impact their company’s ability to innovate effectively”

Source: PWC, Annual CEO Survey, Feb 2012
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What is Talent Measurement?

A process that provides in-depth, job relevant information about people

to help organizations make better decisions about talent
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More of what organizations want...

Customer
Satisfaction
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High performer or high potential?

One study found that 71% of high performers were not high potentials... BUT

93% of high potential employees were also high performers.
Source: Corporate Leadership Council, 2005

« Confusing performance and potential can

—_— have damaging impact on the company, as
PE I ER well as on the employee;
Why things always go wrong ® H|gh performers N key I‘O|eS move to
* positions for which they are incompetent
.i(é * - High potentials are overlooked and leave for
* * * opportunities in other companies.
Source: High Potential Versus High Performance: What Is the Real
* * * * Difference? Bersin 2008
“The dassi send-up af mansgerisl hierarchy,
disturbiingly funny but paindully e~
Or Laurence 1, Peter & Raymond Hull
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The challenge of identifying potential

“A hi-potential employee is someone who has the drive,
dedication and the capabilities to excel in positions of greater
responsibility. They are the employees who are most likely to

be top performers at the next level”

(Source: CLC, 2005)

The challenge is how to precisely measure and act upon this
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Linking the what, how and potential

1. External/Industry Context
2. Organisation Context

3. “Hard” — Results:
a. Key Results Areas
b. Core Accountabilities

4. “Observable” — Competencies:

a. Behaviour
b. Skills

Potential Competencies
(Lead) (Now)

pOHOAL

5. “Soft” — Potential:
a. Motive
b. Personality traits
c. Cognitive
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Where Talent Measurement Fits in

PEOPLE
INTELLIGENCE

shl i shl _ III

EMPLOYEES
AND TALENT CAPABILITY BETTER BUSINESS
CANDIDATES MEASUREMENT PEOPLE RESULTS
. , DECISIONS

* Ability * Best Practices « Workforce * Sales

* Behavioral & Expertise Strategy  Retention

» Skills « Normative Data « Selection * Productivity

* Biodata & Benchmarks - Development * Profits

« Situational « Leading Edge « Mobility

Judgment Technology ’ « Promotion ‘
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Talent is measured through assessments

Step 1: Scenario

Your store manager has offered a monetary incentive to the
Sound Controls 3 i
R employee with the highest total flower sales during the course of
a week. The stare has more potted roses in stock than other
i i 1]

cide to

options, but they are also the most expensive (i
notice that the man is looking at the roses and d
View Instructions View Organization Chart Voicemail approach him.

You have a visitor:

Mike Stevens

10/12/2009 8:05 AM

Step 2: Choose Most Effective Least Effective

. Try to keep him interested in buying the more expensive roses by coming up with reasons

uld y

why the purple daisies are inferior, such as having a shorter life span, or being perceived as .

Take Immediate Action: Ask Mike to follow up with the team lead to work with the client a cheaper, but less classy, alternative to nicer fi res
Take Immediate Action: Ask to have the call transferred to you to resolve the e with the client

B Ask him who he is buying the flowers for and for what occasion, to help focus his attention on
Take Immediate Action: Coach Mike on how to handle the call
ake Inmediate Action: Coach Mike on how to handle the cal the recipient rather than price. Show him a few mid-to-higher priced options that are similar @

Take Immediate Action: Tell Mike that you will follow up with the client later in the day . to t he is looking for.

Ask him what he was planning on spending on flowers and show him some options that fit well
within his price range.

Mention that the daisies are indeed popular. Describe some notable features of the roses and
purple daisies to help him make an informed choice.

1 Average e

12

19

4 4 » M| Budget | Caterers < Sheetl
Ready [EEEFToNe——0——

Use AutoSum to quickly calculate the average per plate cost for Column B.

A B C D E
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Assessment validity?
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Size of effect

Benchmarking scientific evidence

Size of the relationship
between X and Y
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Benchmarking scientific evidence

) 8

Benchmark for the size of
the relationship
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Size of effect

How big is the impact on performance?

0.7
0.6
0.5
0.4
0.3
0.2
0.1
0.0

Aspirin & Avoiding

Heart Attacks

Media & Violent
Behaviour

Viagra

Personality

Cognitive Ability
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Impacting the bottom line
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Impacting Business Outcomes:
SHL’s 2012 Business Outcomes Study Report

The 6" Annual Report
Headline findings Includes:

Finding 3: Stores led by high-potential managers achieve four times the sales revenue

Finding 6: A global car manufacturer’s employees are nearly twice as likely
to be rated top performers

Finding 9: Retail sales associates drive 21% higher sales over first three months
of employment

Finding 12: 18% reduced likelihood of accident in engineering teams managed
by high-scoring leaders
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How Assessments Can Impact Business Outcomes

Increasing

Revenue

Reducing
Costs

Improving
Efficiency
and
Quality

$4M in additional earnings
21% more sales in first 3 months

Stores quadruple sales revenue

22% additional policy sales

$1.2M saved from reduced employee
turnover

$3.256M saved from reduced employee
turnover, unscheduled leave and

non-starters

31% more revenue and 41% greater
productivity per person per month

21% more likely to meet goals, 26% less
likely to leave

More than twice as likely to be top
performers

Handle calls 11% faster

88% more likely to demonstrate above
average productivity

96% more likely to be rated top performers

Sales representatives

Consumer services

Customer service agents  Consumer services

Store managers

Insurance agents

Call center agents

Sales and front line

Call center agents

Call center agents

Call center agents

Call center agents

Call center agents

Cable installers

Consumer goods

Financials

Industrials

Financials

Industrials

Telecommunications

Health care

Consumer services

Financials

Consumer services

Volume Recruitment
Volume Recruitment

Manager &
Leader Selection

Manager &
Leader Selection

Volume Recruitment

Manager &
Leader Selection

Volume Recruitment

Volume Becruitment

Manager &
Leader Selection

Volume Recruitment

Volume Recruitment

Volume Becruitment
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2012
USA 2012
Norway, Ireland 2012
& Sweden
USA 2012
UsSA 2012
Australia 2012
USA 2012
Philippines 2012
USA 2012
USA 2012
USA 2012
USA 2012
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Insurance Agent Sales and Turnover

Monthly Policy Sales First Year Turnover Rate
mLow Scorers = Moderate Scorers mHigh Scorers mLow Scorers = Moderate Scorers mHigh Scorers
40%
$15,928

31%
$14,642

$13,014 18%

High-scoring agents sell HK$22,605 (22%) / High-scoring agents 55% less likely to
more than low scorers. | leave in first year than low scorers.

A

Total organizational impact: Extrapolated across the entire insurance agent

workforce, these differences translate to an increase of
and cost savings of
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Installer Quality and Productivity

% Meeting Productivity Goal
52%

45%
] I_

% Exceeding Trouble Call Rate
Goal

32%

23%
18%

_

% Meeting Connectivity Goal

31%

23%

17%

Sh I People intelligence
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« High-scoring Installers are:

> 41% more likely to meet productivity goal
> 82% more likely to meet connectivity goal
o 78% LESS likely to exceed trouble call goal

« Improvement in efficiency translates to:

o Nearly HK$39,000 per Installer annually

> Nearly HK$194M across the entire Installer
workforce

24 © SHL, 2011



Retail Associate Sales Ramp-Up

— $3,289 Net: Over the first 12 weeks on the job, a
W2 $3,478 high-scoring Sales Associate sells:
P soee HK$14,351 more than a moderate scorer
I 7
W4 e HK$37,000 more than a low scorer
I 58,063
N ¢ 203 Impact across the entire
W6 $12,149 workforce:

e, 12,565

I 5,353
W8 $16,693
e 517,360

I, 19,079
W10 $20,856
N 521,477

I 522,332
W12 $25,251
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Why Assessments Work

Improvements across key performance indicators

Improved information retention and success in training

Faster ramp up time post training

Reduced investment in non-value add sourcing channels

Dramatically improve recruiting team efficiency
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How To Successfully Launch an Assessment Strategy

« What is driving the need to implement assessment:
o Clear understanding of the current process and talent deficiencies
o Lack of efficiency within the existing recruiting process

o Changes within required skills or key performance indicators

 Data driven business case

o Demonstrate direct impact to performance and bottom line
« Socialize and engage partners

 Closely monitor pass through rates and adverse impact to
maximize assessment results

* |Invest in a Business Outcome Study
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“Big data” in HR
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What is Big Data?

If you can learn to drink from the fire hose, [big data] can provide the
sort of intelligence and actionable insight that business leaders dream

about.
--Thor Olavsrud, CIO Magazine
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“Imagine if you could compare the intelligence,
competencies, and skills of your (any) team
against that of your competitors? This type of
analysis could be one of the most useful tools
you have to improving your organization’s
performance.”

Josh Bersin, “Can Data Science Select Good Leaders?” Forbes, 71" July 2012
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“Big data” in HR

The essence of talent analytics is to
answer the question ...

do we know 1f our “talent” can achieve
what we want to achieve?
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A banking story

Bank A was in the upper quartile globally
for profits for 2010

Bank B was also in an upper quartile ...
... for customer complaints

mBank A mBank B —SHL Banking & Finance Benchmark

50
SHL Gilobal [ ——
Top Talent 25 ‘
Benchmark I I
0 - = - - _— ! - ! — I - -
Leading & Supporting & Interacting & Analysing & Creating & Organising & Adapting & Enterprising &
Deciding Cooperating Presenting Interpreting  Conceptualising Executing Coping Performing
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Evaluating effectiveness by candidate source

 Direct candidates appear stronger on five dimensions

« Candidates supplied by agencies fall short of the
benchmarks for Creating & Conceptualizing; Organising
& Executing; and Enterprising & Performing

% Top talent

50

Leading & Supporting & Interacting & Analyzing & Creating & Organizing & Adapting & Enterprising &
Deciding Cooperating Presenting Interpreting  Conceptualizing Executing Coping Performing

Sh I People intelligence
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SHL Talent
Analytics
can be used to
compare
recruiting sources
or recruiting stage

m Direct Applicants
mAgency Sourced Applicants

=SHL Banking & Finance Benchmark

Note: Benchmark for all applicants against
the banking and finance industry globally.
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Competency Potential Profile for EDF

90.00 -
80.00 -
70.00 -
60.00 -
50.00
40.00
% 30.00
20.00
10.00
0.00

m UK Utilities ®mSnr Managers & Executives ®EDF

-  Utility Benchmark — 4,692
« UK Senior Manager Benchmark — 10,985
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Leadership Potential Distribution
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'T'he geography of leaders
for today

Leaders for todsy grouped by geographical region
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"T'he geography of leaders

for tomorrow

Leaders for tomorrow grouped by geographical region
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Supply of potential leaders for todey as & % of population: Top 25 countries®

Horg Kmg = 14.06 Thatand & 70%
Gomany w 124% Fnlnd & B.7%
United Kingdomn @ 10.3% Balgiom W EE%
hustraka @ 10.0% " Smn # 63
Unitad States & 9.5% Trkoy w E3%
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Now Zodknd » B0 Donmark # 54%
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Supply of potential leaders for tomorrow as a % of pepulstion: Top Z5 countries®
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Applying Talent Analytics

Talent Analytics provides data to drive talent decisions:
Talent Audit — Enhances internal talent benchmarks
Recruitment — Directs recruitment spend effectively

Leadership Development — Provides critical insights for

leadership effectiveness programs

High Potential Programs — Ensures high potential programs are

best-in-class

High Volume Programs — Drives decisions on critical roles (e.g.

customer contact) using market-competitive data
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Impact of “Big Data”

* As these results indicate, Talent Measurement helps
organizations make better decisions about people

« The ROI associated with Talent Measurement can be dramatic
o Particularly in large-scale hiring programs

> Qr hiring into roles with a lot of responsibility

« When properly implemented, Talent Measurement supports
easier and more objective decision-making...

Using People Intelligence to inform business decisions
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Remember this question...

The essence of talent analytics is to
answer the question ...

do we know 1f our “talent” can achieve
what we want to achieve?
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The question is ...

... how do you know?
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Thank You & Questions!

“In God we trust. Everyone else
has to bring the data.”

Eric Schmidt, Executive Chairman, Google
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