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Key Questions
| Results of the Talent Audit (Examples of selective reports provided)

1st:Do we have the right people on the plane?
1.1 — Bench-Strength: What does the overall pipeline look like...what is the balance of Lift Vs. Drag?

1.2 — Individual Profiles : Do we have leaders with the right skills who can drive change?
1.3 — Leadership Coalition: Do we have the “coalition of leaders”... down two levels to drive change?

1.4 --Strategic Deployment Matrix: Are we consistently staffing in line with our business needs?
1.5 — Execution Strength: Do we have the functional leadership and depth required to be successful?

a. Line-Operating units; b. Corporate Staff
1.6 - Execution Capability Assessment -Key unit or Function...Gap Analysis

2nd:Do we have the wrong people getting off the plane?

2.1 — Poor Performance Cost/Risk: What is the cost and are we stepping up to poor performance ?
2.2 — Leadership Talent Vulnerability: Are we at risk of losing our best talent?

3rd: Do we have the right people—right seats...doing the right things?
3-1 -Leader-Position ‘fit’ Are those in the core competencies truly driving profitability?
3-2—HR Systems Capability -Supporting Engagement
3-3 --Pivotal Positions...Do we have our best talent in the pivotal positions critical for our strategic
success this year-are we at risk and if so, what are we doing to mitigate that risk?

3.4 - Under-Leveraged Top Talent -what is the risk and what is our plan to mitigate the
risk?
4th: What is our Plan to mitigate risks and assure we can successfully implement the strategic agenda?
4.1-Human Capital Action Plan
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Results-Table of Contents

Note: Names of participants in this example have been changed for purposes of maintaining confidentiality.

| Section One: Results of the Talent Review

Do we have the right people on the plane?
1.1 — Bench-Strength: What does the overall pipeline look like...what is the balance of Lift Vs. Drag?
1.2 — Individual Profiles: Do we have leaders with the right skills who can drive change?
1.3 — Leadership Coalition: Do we have the “coalition of leaders”... down two levels to drive change?
1.4 --- Strategic Deployment Matrix: Are we consistently staffing in line with our business needs?
1.5 — Strength to Execute: Do we have the functional leadership and depth required?

a: Line-Operating Units; b. Corporate Staff

1.5 — Execution Capability Assessment-with a strategically important unit...Can this unit execute
well...where are there significant gaps...and, is the leadership team capable of quickly fixing things”?
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1.1 — Bench-Strength MatriX...segmentation of the pipeline of talent
What does look like...what is the balance of lift vs. drag with the overall

Eieeline...are there risks and what are we doing to mitigate those risks?
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1.2--Individual Profiles...information that is gathered by di

**1n a normal day can review approximately 25 individuals...profiles presented in descending
down two levels...documenting the picture of individuals
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1-4: Strategic Deployment Matrix:

Question: Are we consistently deploying )l:alent appropriately as we implement our strategy?
....0f major concern: Are we deploying ‘A Talent’ against our most important—‘A Business Challenges?”
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it/Function ...Execution Capabilities As
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Key Questions

Section One: Results of the Talent Review

Do we have the right people on the plane?

I81=—0Overall Pipeline: What does the overall pipeline look like...what is the balance of
2=J0op Team in the Organization: Do we have leaders with the right skills who canid
IR3=—Leadership Coalition: Do we have the “coalition of leaders”... down two levels't@
4= Functional Strength: Do we have the functional leadership and depth required?

Do we have the right people getting off the plane?

2.1 —Poor Performance: What are the costs and, are we stepping up to poor
2.2 — Leadership Talent Vulnerability: Are we taking undue risks with our best t

Do we have the right people in the right seats in the plane?

3yl Leader-Position “Fit”: Are those in the pivotal seats truly driving profitability ¢
322 HR Systems: Do we have our HR systems aligned and ready for the future?

33— Performance Management: Is our Performance Management System set up to dri

3vd=—Communications: s our “Communications Machine” set up to help launch, drivesa
trip into tomorrow?

Section Two: Prediction of Change Capability
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2.1 — Poor Performance...Costs across the Organization
Question: Are we stepping up to poor performance? What is the cost/risk—are we keeping poor
position- tolerating poor performance...what are we going to do to mitigate that risk?
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ership Talent Vulnerability

ion: Are we taking undue risks with our best talent...Risk--if we lose th
ational performance/profitability—What is our plan to mitigate the risk?
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Key Questions

Section One: Results of the Talent Review

3. Do we have the right people in the right seats in the plane?
3.1 — Leader-Position “Fit”: Are those in the Core competency positions truly driving profitability ?
3.2 — HR Systems: Are our HR systems aligned and supporting engagement?
3-3 — Pivotal Positions—Do we have talented individuals in our pivotal positions?
3.4 — Underleveraged Top Talent—Do we have emerging leaders reporting to a leader that might

stifle their growth?

10

ﬁc Copyright © 2007 Chicago Change Partners LLC = All Rights Reserved



al Positions...

> have ‘A-Players’ in the pivotal positions critical for ou
7

1ange Partners LLC = All Rights Reserved




everaged Top Talent

e emerging talent in our Pipeline... all reporting to solid leaders who will
ions where we are at risk with our ‘best?—if so, how are we mitigating t
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Section One: Results of the Talent Review

have the right people on the plane?

rall Pipeline: What does the overall pipeline look like...what is the balanc
Team in the Organization: Do we have leaders with the right skills who ¢
dership Coalition: Do we have the “coalition of leaders”... down two level
ctional Strength: Do we have the functional leadership and depth require

have the wrong people off the plane?

or Performance: Are we stepping up to poor performance ?
adership Talent Vulnerability: Are we taking undue risks with our b

have the right people in the right seats in the plane?

der-Position “Fit”: Are those in the pivotal seats truly driving profitability
Systems: Do we have our HR systems alighed and ready for the future?

formance Management: Is our Performance Management System set up to

munications: Is our “Communications Machine” set up to help launch, dri
into tomorrow?

ps
4.1-Human Capital Action Plan
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ital ‘Action Plan’... wilbe developed at end of meeti

the findings...the question is ...’to assure success... what are we going to do as we
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