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NEW WORKFORCE
MIX: RETHINK
YOUR FUTURE
WORKFORCE
WITH FOUR BUY
ESSENTIALS NORKFORCE HOW CAN|
ESSENTIALS ATTRACT AND
SOURCE TALENT
WITH NEW SKILLS ”
BoRROW AND CAPABILITIES?
Al BRICEDTOHICIE. TOADDEXENVNEE LD, “ It’s turning to Virtual Reality to
recruit talented workers to replace
its older workers transitioning into

o - , o retirement. Alongside targeted
BUY M\gﬁﬂﬂ'wﬁﬁi (1%%A7M@'I}7ﬁﬁﬁ) DB recruitment campaigns, DB uses
VR so candidates can “test drive”
jobs before they apply for them.
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HOWCANI

UPSKILL, DEVELOP
AND EMPOWER MY
EXISTING TALENT?

It has chosen to rapidly retrain
140,000+ employees while striving
to engender a culture of perpetual
learning. Since 2013, it has spent
$250 million on employee education
and professional development
programs and more than $30 million
on tuition assistance annually.
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WHERE SHOULDI
LEVERAGE AN
EXTERNAL TALENT OR
ADAPTIVE INTERNAL
TALENT POOLS?

Instead of operating in a traditional
hierarchy, it allows employees to
pick and choose the projects they
work on based on their interest and
skill level in a flat organization.
Work is completed in small,
independent, multi-disciplined and
project based teams.
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WHAT WORK
SHOULD BE DONE BY
ORHAND IN HAND
WITH AUTOMATION
AND AlI?

It's augmenting the work of its
16,000 financial advisors through
the introduction of Al agents. By
learning about their clients, the
intelligent advisors continually
interact with their human co-workers
to proactively recommend a range of
options that consider their clients’
changing financial situations.

Morgan Stanley
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Rebecca Minal Voyer
Knuth Senior
Manager, Manager,

People Advisory

People Advisory
| X Services, E&Y
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Leveraging automation to
deploy scalable learning
programs and increase learning
function efficiency

19 May 2019

v 3> SU201 - Leveraging Automation to
Deploy Scalable Learning Programs and
Increase Learning Function Efficiency
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RPADEZ

RPA L F

So, what exactly is RPA?

RPA leverages software to mimic human behavior to help alleviate the
workload of repetitive and time-intensive tasks that don’t require
cognitive thinking, allowing employees to
take on more strategic, higher value work.

RPADEZ : Robotic Process

Automation
RPAOAR O RULITEIZEENMLT S
RPAICHEL TWAHERA  BEEOHID
% B
RPAZEAY 2Fm | B Z BH{EED

SEERU. &D%%W@&%E@?
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RIS

Market leader in RPA
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RPA & AI DR

The spectrum of automation
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Common triggers and RPA’s response
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RPA is leveraged across all functions related to people
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RPA’s impact and acceptance in the workplace

R et el e Of a typical firm's 900+ processes, Of existing business process services,

85% 30%—40%

can be automated are likely to be impacted by RPA
rtner

reduction in entry-level roles and an
in .
— McKinsey & Company —Ga

— Everest Group.

» o RPA is expected to have a
RPA's additional productivity is expected

35%-—65% BTy 60.5%

ration:
— McKinsey & Company

for onshore oper
— Institute for Robotic Process
Automation

— Transparency Market Research
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Case study #1 HR Mini Master automation

Applying RPA to a learning environment

Complex ERP implementation, streamlining 1,400+ disparate technology systems and
applications into a single platform

2

-,
%4

Managing thousands of IDs and RPA solution identified
processes is an error-prone and

repetitive obligation

260,000+ employees 100+ countries

Requirement: hands-on learning environment = copy of production

6 seconds

Impacts on learning environment:
Solution highlights P J
) « Transports and batch jobs continuously running
+ Local configuration
 Data staging by country
+ System language packages
« Learning IDs by countn )
« Country controls and usage models By v Data preparation bots
« Managed 24/7 across all time zones

HAER 1. REDI1—Y—IDERR D BE1L FAATIEEIIDEEL LT B &
1,400+ YATFLEYVTNDOHE 2. —H—IDEEDBEEL ot TxRIE (1 HREOREME)

260N TEEEH 3. Step by step EFRDBEL
100+0E Z7O—/NILRYy NT—2
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CEROEF1 YT« ' -
3ﬂ\;\ : ’ 20 macros e
- 2R TE R THE - Towntep | Bl
- ER D ER
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Data preparation bots

Key highlights
jolved with staging data | Increase

66% time savings

e 4 processes

8 RPA

IDEEZBE#{L L. 24BFEBEIL TWT @ EMHLRT—Y0EDOSD>OOEXDS5E

66% D R fEl 328 D4DZBEEL. ABDI4%D K EEHE
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Paul Signorelli Paul Signorelli & Associates
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T&D Action Steps to Embrace Al in Learning
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T&D Action Steps to Embrace Al in the Workflow
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i&‘»I Robotics ) k\/ work roles <C:> development plan
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HR/D function as a Middle Ground
Linking Human and Al workforce

International Conferency
atd e
Hlv D-ZZIWHNI\'MDC

@ Job Redesign Based on Job Analysis

« Developing new areas of business and
proposing new HR values

HR Analytics as a Job-Redesign

+ Redesigning Job based on the
Job Mapping Result

- Mapping the Job based on the
Job Analysis result

« Descriptive Analysis for HR
operation
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g Al Takeover Myth
— Is Al's Taking Over the World a Myth?

“Human Plus Al” Movement

Will Al Take Over Human?
* Ginni Rometty, the CEO of IBM proposes
to call Intelligent Assistant rather than

* Hollywood Movies (Mostly Al-themed) Artificial Intelligence.

=) i r
y = — . Machine Being so Powerful g 1, the Co-Founder of DigitalGenius
o y S %2 [ that It imagines Conquering the World (& shares today’s vision of Al as the
N e Bond Togoth 5{ powerful supporter in developing
+ Humanoids Bond Together , .
“ ~ - e T | the customer service by predicting customers’ needs.
A I i | based on the accumulated data.
N (&
Fﬁ 0) J7 :/ Z 9 \/ l\ )P The portrayal of Al as a rebellious super intelligence q;
B delivers the unrealistic picture of the current transformation that we are facing. -

Source: Forbes (2017, 12. 17) "Will A Tke Over The World Retrised fom

HiR—MRICRS

Al ICIETERWEREDIEE

Al BB TE IRV
7T NZ

REVREEI,
€ o A1 raly Replace Human Worldorce? (172 1L.7VTA7 1 7
e (BEBAH. BEAN
BEIREE)
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Albeit the rapid shrink of types of tasks that Al cannot perform,
three types of tasks corresponding to engineering bottlenecks are hard to be replaced by automation
Perception and Manipulation Tasks
“Engineering Bottleneck EBN Tasks requiring the high and deep level of
(Frey & Osborne, 2017)” perception and manipulation

‘ Creative Intelligence Tasks
- ) PB Tasks requiring creativity, such as proposing
\ : original ideas iate to creative values o~
1 J jj\ /\/&;\jj?b\l \Etﬂ\
R/ Social Intelligence Tasks
X £ Tasks requiring human social interaction and
cognition of human emotions 1/'5 %)
e € . s A 1 e o I

Al BRICKkOShBIVET YV —
Al BRICKkH SN
AVETYY—, P
- PEMNGEE S £y
ARk LIk P ———

“Industry 4.0.. Is it an Utopia or Distopia? ... Yet To Be Determined”

. |J 7\ :/ \\/ 7’ List of Required Competencies
it ——

P PL DY, =
- FIRERER )
- B

;L\"‘d’/
The transformation induced by job automation would propose different pictures based on the social strategies

Source - Acstech 017,10, 24) The Fuure of Work”

Al FRICH 1T 5 AFFRDZE!

1. B80TV —
AV EZHB
2. HBED=Z—XICE
BT ASEHE
3. BHEBICE > AM

atd

g changed Role of HR

The Transformed Role of HR
in the era of Digital Transformation

v N e

Bwite A 7 ety

oo A 4\ e =%

L7 A ™ =]
tdorsond B\ T\ tedrstond

= Y\

4. ZAL TR WERRE D
5. 3iLWU—4—2w
TETIVEEDS

“In the digital transformation era,
HR needs to propose more transformed value ”

(>
05 Developing the leadership model

roviding the overall direction in line with managerial i ‘uu_’u:,l

Source - Ofver Wyman (2016, 2) What Rl For HR in 2020.2025”
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1.2 LEARNING TECHNOLOGY
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: Designer

“ Training Manager
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Using Mobile to Reignite
Experiential Learning
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Experiential Learning
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accounting for
shadowing and check-ins

| * The problem was with
\. implementation not content
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The impact

* Inconsistent shadowing experience

* Inconsistent manager engagement 1
* Varying ramp-up speeds -3
« Inefficient bootcamps

* High attrition

* Inconsistent performance
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We built a flexible and versatile mobile platform
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The true power of our mobile
platform was the ability to capture
and share evidence where and when
the learning took place...

* Photo

« Video

* Voice recording
* GPS

« Video Calling

* Screen shot

* Reflective observations
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Manager/Coach is guided on
the specific feedback to
provide
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How is accountability tracked?

« Track activity completion

« Track lag time between completion and feedback provision

« Track learner progress
« Make relevant learner progress visible to local leaders
« Use gateways to ‘scaffold’ the learning process

* Enable insight into the most effective coaching leaders and

those requiring further development
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Over 70 programs created in the On.Board platform for: Sales Teams, Leaders,
Field Technicians and Care Agents

Positive metrics that correlated to program engagement (learners and managers)
was increased performance metrics (first call resolution, sales revenue etc.),
higher customer satisfaction and lower attrition

Testimonials from learners previously on boarded by fortune 500 companies
stating this was their best onboarding experience

The learner experience has continually improved as On.Board
capabilities have evolved over the last 3 years

WEUIHMEDRRE -

1. 8FR (BFBY, E—ILAIYRX—Iv—, TIZI v,
=Ly d—) IC7T0EEOMET DT T L% /ER

2. BB | tLT ERREE

BARYFI—F VI TREMEDAVIVFTF—I a3V ERHBLT
ZEED S DOFHEHH W

4. 3FEFIORABISHENRSNTWS

Our top tips for an experiential
learning experience

¢

Use mobile features

to capture evidence Make coaching

convenient

-BIED 7T IRy hEENAITHEET S (B BEE.
TFRAM BEAYE—IRKRE)

- FRIOEZAHFEZEIET S
cEBEICECTHEVWDOTHERFE TEIREERET S

- HERNAZEN B 21EEEAET S

- FPEINEEBIC T — RN\ I TEDA VTS
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1.2 LEARNING TECHNOLOGY

1.2C VE—KMTV—Y DEBE LHHR

Wayne Turmel
Co-Founder

JE—MDIRR

f?\\\\ii\\ tlé

Data about remote work

* HR managers say 38% of their full-time staff will be working remotely
in the next decade (Upworks)

* 2018 43% of Americans said they spent some time working remotely
up from 39% in 2012. (Gallup)

* Work from home raises satisfaction 10% (Gartner)
* Most teams are a hybrid, not all one or the other

38% 2030FE X TIC38% D E XY E—
MNZ72d (NEBEHROAEICELD)

43% —8Y E— M THELTWBHE
CKERNDREIC L B)

+10% UE—FZERELTVWIHEDE
BE (VE—FDRWHEEDHE)

ZLDF—LIFYE—NEAT 1« BHED

il =Y oXcA

Remote Leadership Institute

v 3>2SU105 - How to Be a Great Remote

Teammate
EBNfUE—bN « F—LXA MNZRBEE

'JE— Mt EDIXH R DM

sp=s NOWURE <= N2

What do individual remote workers worry about? What do leaders worry about?
* Disconnected from the “Big Picture” * What'’s really happening?

* Lack useful information « Can’t help if you don’t know

* No feedback on performance « Lack of personal connection to individuals

* Lost opportunities for reward and recognition « Out of sight, out of mind

* Feeling disrespected (Culture)
* No personal connection/loyalty to teammates
* Lack of trust

* Unpleasant surprises
* Lack of trust

JE—PMTEWVWTWVWSHEDNH JE— N TEIKHED EFDKMH
-7D/17h®é%#%1am - BENTERL

- BRH DR - 7 AO—HEL W
CEEICNT BT 10— RNy IR - NEBERAMED [T < W

- Tl E AR - HBICH T 2EHMECES
AT ABEOHENSEBLL BN - FERADKNZTIL

- F—LT—7 LEFEEFKRNTF - BEWVWOEERFENTFN

- |
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1. BRREF—LT—VDEAICERZES
BUEEE LS, D
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ZrEht TR 4005 = mv QLMQ

F— LT — Dk, Balancing Tasks and Team
HKRE, HEDHOD
BREAUKDIC,

F—LT—7 DKPIZ
RKELT, FHET S

« Everyone knows their metrics/expectations

* You know the team’s metrics/expectations

« Team communication/collaboration/interaction are part of KPIs

* How do | collaborate with my whole team?

* How do | collaborate with individuals?

« Tools allow for synchronous/asynchronous contact in multiple forms

2. B FOERZER/DHBHICPE-ILT S
BRDEFEERE T

N, V'Y:‘?“r E—ILY B oic
e N ’ o Sl TEN
b WM@@@ XSS B

When we say “visible”... IOV NEE
EICeB
PCOAXZZEDS
- BEZZED

- {0 7] e e
T—aveERs

* Participation

* Volunteering

* Mentoring

* Meeting/project participation

* Asynchronous relationship building
* Webcams/ pictures

3. WL TEEREZZ<TD

DE—MEEICNT
% LR D—FE DN H - ;“(§z§<g§(“‘:
id. BRNIENTE e m‘ DTAAA
ZES IDRZ, Be available

ZOEEBHIciF
HhLoy—aHET
%, SHEIGEWIKR
LA D, MEDIE
ExERERDB

« Expectations and norms are consistent and explicit
« Share calendars- and use them effectively

« Be as specific as possible with status updates

* Play fair- ensure requests are specific and SMART

4. FEBICEI<

AYN—&ULTLET
NJ& v"&;‘?‘r EFRICETICESHE
=it N# A cooEm e
= e wee BB < o BT
2. AVIN—|CHE
95, HEICOZ 2
Z—Y 3> %E
5. WA->c5EEH
EFAREETS

Be a proactive team member

* The environment is safe to ask questions
* The team is at least as available as the manager
* People are empowered to reach out, speak up

* Frequent, short check-ins mean there’s more chance to catch bad
assumptions/information

* When you're in a hole, stop digging
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HIGH-TOUCH

2.1 RESILIENCE
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2.2 MOTIVATION
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2.3 INNOVATION
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2.4 LEADERSHIP
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2.1 RESILIENCE
2.1A LYV IV RAEBLREEREMD

v 3>2W309 - Leadership Agility in the
Fourth Industrial Revolution
BAREEEDICHIFTREBR)—F—2v S

Ray Linder
Owner
Goodstewardship

;—‘9‘91»@7:%& FUHI x PFOTDERE BARELEREZ?
DO | ;_._.,Q&QQ(,(‘_

¥ e AR 7

P - L il ¥ ST O P - L

“... blurring the lines between the physical, digital, and biological spheres.”
T N N

IvG sl 100 millior 3.5 billio « Artificial Intelligence

* Driverless cars
Hard Drive Storage $10 6 cents 3 cents i
S « Internet of Things ’ =
.
Weekly Hours 27 18 42 Smart WatCheS \‘

Online * Voice-actuated virtual assistants

Websites 17 million 188 million 1.24 billion * Face recognition
- L " * Healthcare sensors
Text Messages, U.S. 12 247 mill h 781 mill h L. (!
* 3-D printing ! -

2000%F — 2017 D% . TIFILx 7FHO7 ORERIEE) 4D DEXEEMD !
1H®DGooglet®Z 1005% — 35EH - Al 1. it EZXBAD. KB
IN—RT 1 X7 ¥/GB ¥1,200 — ¥4 - BENEER 2. KEXE. EX
VEROA Y 54 VisE 2.78E — 428 - loT 3./%v v, BEk

] CAN—hTA YT 4. Al
WebH - k 1,700 — 12418 - EREO
1HRADF+v v b (KEODHA) 1,2005 — | - 3D ERl

7.818
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A E The Challenges of the Time

|l
. 1st IR 1760 - Steam, water, mechanical production equipment
19604 : £EDEE) .
¢fb |T PC i 2nd |R 1870 - Electricity, Division of labor, mass production
Ll
N N m 3IR 1960 - Electronics, IT, automated production
&5 AN A - =
%4’AE¥$ Ap - s 4" IR - Cyber-physical (“Hey Google/Siri/Alexa”)
e

Al (Siri. Alexa)

BAREFREMDRE

The Challenges of the 4t IR g

* Leaders must solve the problems of the current era —

not the prior one

* “When experts are wrong, it’s often because they are
experts on an earlier version of the world.” — Paul
Graham

N

FNEFNoOERICE
SEEBEbH D, LUAD
IZEIWTWeE X
APPOANEL R
18%, RYIBIRA
v hiE. HWEHRIC
ESHNTICHFHUL L
RROFEZIERT
52 &
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==y Iht
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What Was the Leadership Context of Each?

L |4k . 1stIR - Steam, water, mechanical ~ Challenges of the time?
* /ﬁul,:( 12 production equipment

* The attitudes, shared expectations

- : diR - -
. 71:’_ E ¥ 2" R I?Iectrlaty, Division of labor, mass and functional requirements
Z_ N I_ production

regarding behavior necessary to
prosper?

4= W 3"IR-Electronics, IT, automated
- 1TH)

MZ DEICHED

e ()

NI
\3}5\@ ﬁ Y« ‘v‘,

The Challenges of the 4t IR g

* Weblike interdependence = greater complexity

* Decentralization of power/influence out; diffusion of
power/influence in

* Accelerating “VUCA” change

« “Always in beta”: planning and predicting out; resilient

adaptability to constantly shifting circumstances in

LAREFREMONRE
H7RERE -

- M

- NDDE
FBWAE—REE
1t (VUCA)

- EHE CHERML D
ES/ANSIIVP
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What Is Agility?

“It’s the ability to take wise and effective action amid
complex, rapidly changing conditions.”
Bill Joiner & Stephen Josephs, Leadership Agility

\t OO

FEAREREMICKHESND Y —F—

= L

The Leaders We Need for the 4th IR

Stakeholder agility

Context-setting agility

Creative agility

\l L2

kHonsdl)—45—
9w71
- BRI & D EFE D
EFER
- dZRL—Y3Yv
R, EREER

/ N 75N

DI
AB7 (BIES
A/ TR

FIrAINAVETY
TIvAILDATES -

1. BRI LT
(EQ)

2. EFIC LT (FH
BA. FRBEE)
3.REBIIRULT
(K- IIMER)

4. BECHLT (7
17« 7 DERME)

V=&l

"), == N A
Leadership Agility Competencies
Self-awareness

Experimenting with new behaviors, actively
seeking feedback

Self-Leadership
Agility

Empathizing with others

Stakeholderagllity Managing assertiveness and receptivity

Situational awareness: zoom in/out

Contextieliity Sense of meaningful purpose for others

Seeking out and connecting competing ideas

Ceativelsility Thinking about your thinking

,~ \../._. L =

F7IvAI)—5—DiTE

90“‘ Percentile” Agility

+ Empathy
. e + Seeing the value of others strengths
agility ° ing assertion and i
* Valuing the power of participation over the power of persuasion

. C icating a clear and ing purpose
+ Situational dynamics
*  “This time it's different.”

Context-setting agility

* Inspiring trust, belonging, psychological safety
+ Favoring inquiry over advocacy
+ Trying on different frames of reference

Creative agility

\l '- \'-A @:&,‘

EICXF LT :

- HERT B

- HFDOBAH;ZFENT
REBICHULT:

- BEICENETAD
- BRI R I
BElCWULT:

- FBENERE
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2.1 RESILIENCE

2.1BLIVIVAREVIVER

Michael David Yesford
Leimbach

==

¥ | Senior Vice

VP of President
Global Wilson

JSYUIVADESE
LyyxTy2 (e
1) =R+

§ s (— Resilience =

’%ﬁ L \'\x'ﬂ‘/’ I Nm L Durability + Sustainability
TEEZH > THIlc

N The ability to recover from the disruption
EDHBNH

of change and then move forward
confidently in a context of opportunity

SU202 - Resilience: Refocusing Energy in Times
of Change
LIYVIVR BEOFROPTOIRILF—DA RERER

LYYITVRERG

LYYITVR=

SR WVWRM A & E#hE L
T ENZ,
LYy 2 &AM
EDZEZZIFAN
FDNZFJEIUTH
LWZ &lcPtEd 5

“People often confuse resilience with toughness.
Toughness is like a shield against life’s troubles that
allows you to continue forward.

Resilience is when you allow the troubles to go
through you and enter you, changing you, then
going forward from this new place.”

—Sebastidn Lelio, author of Gloria Bell (movie), 2018

IRTV R : BEAH
ZEABLWNWEEL _ -
OJHZEH%E 5&{30 Xperience or LosS

- EHIEZRMN oI oty ——

fAETNIFELD Ny et e ..
DPHSIEWN

« KRR ?

- K AL

“| used to feel my job was safe ... "

“lcan't why .. "

“I didn't sign up to do this.”

AV R2: TRILF—DEWNS

I | I A G i
. _ F—HEDLSITHE
Discretionary Energy SHMRA Y k.

ZlbzTEDMZ B

HICESITRILF—

ZE> CITENIT S

ENARAR

Discretionary energy is the amount of energy an individual uses
over and above the minimum needed to keep his or her job.

Discretionary energy refers to all the various forms of initiative,
responsibility, interest, motivation, creativity, and dedication that

individuals control in themselves.
(Adapted from New Rules by Daniel Yankelovich)

s

kil
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The Choice Model
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Fully committed
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Resilience Audit
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Leading Change
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“l used to be somebody.”

‘\‘ Taking Stock ]

~pIn-Betwoon Times “I will just quit and stay.”

BERADRA Y b

Responses to Loss

“Where do | fit in?”

ERRZIBWNEE,
OB ADZ L,
- B OREICUE
DFH b 5N

-fATChbRATT
ICIEZ D

- BAOffifEN bhH
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APy
NLP® & 3 ([CEDH

— . R Recognizing Your Internal Conversation
TENDNRN—X & TR
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Change the Conversation

Feelings

e

NEEFZEZS
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Disengagement—V’ll just quit and stay.

F—LX]

Reorient by clarifying direction, providing clear
expectations and goals, defining roles, etc.

Understand the reason for the anger (usually a form of
loss), listen while the employees vent, focus on the cause,
and try to help them through it

Help them identify with the future by creating a sense of
opportunity in what is coming; describe how the employee
CEELRCLERS IR s part of something important and why this is worth doing
for the employee and the company

Ensure employees understand the connection between
their own value contribution and the organization’s ability
to realize the future potential from the change

[REEem— e

\—Zx%Z%

Leadership Response Change Conversation

If loss is demonstrated by: Leadership needs to:

2
Disenchantment—Isn’t it awful?

o —

Disidentification—I b

Clarify the reaction
to change

What are you saying to yourself?
Is there a sense of loss? What do you fear losing?

Use Stop, Challenge, Focus to change the
internal conversation.

Redirect the
conversation

How can | support you?
What do you want from the change?
What steps can you take to gain what you want?

Identify actions

[RET—— e

Share your perception of the opportunity; invite dialogue.

X N\N=EZlcD
WTELED EER
RIREEDED S -
1. Z{bIicH T 2E X
ESEEE+E<
2. HEEAREICEITD
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Questions on
People’s Minds:

One:

We’re in Crisis

Can we survive?

Two:
We’re Changing Again
Will the changes
work?

Three:
What Is Our Potential?

How good can
we get?

Feels Like: Only a matter of time . ... In-between times Opportunity
Strategy: Reduction Processes Execution

Cut costs Structure Effectiveness

Cut people Re-something
Hope to Stability Remain competitive Growth, sustainability,
|Accomplish: through efficiencies collaboration
[Work Dims Unpredictable Healthy
Satisfaction:
How Energy Is Being Lives in the loss Gets burned out or Highly engaged
Used: Leaves disengages Talent stays
[REEir—

FLWARMZRT

hree Stories

* Provide a way for those you lead to think about their situation in the
context of opportunity

« Initiate an opportunity dialogue (similar to the change dialogue)
* Reinforce their thinking
* Share your perspective of opportunity

* Go forward in the context of opportunity—realistic optimism

3DHOYILO (5
DOBEEEIREN) =

F—LIAEZZRA YV
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- AIREMEIC D W T X Y
IN—=ICEZSES
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WSEHSZRES
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2.1 RESILIENCE

2.1C EQDEEM LR LE

Ryan Gottfredson
Owner/Professor

University, Fullerton

BRSO - fc IR

State of Leadership

* 39% of employees have left a job primarily because of
their direct leader

* 60% of employees report that their direct leader
damages their self-esteem

+ 82% of employees don't trust their direct leader to tell
the truth

* 65% of employees would prefer to have a different
direct leader compared to more pay

Do the statistics suggest that leaders are more

hero-like or villain-like?

Ryan Gottfredson/California State

G R

v 32M320 - Become a More Emotionally

Intelligent Leader: Awaken to Your Mindset
&SHEQODEWI —5—Ic% - B5DVIVREYv b &

EQ& &

Emotional Intelligence (EQ)

Is the combination of four facets or abilities:

1. Diagnose and recognize our emotions

2. Control our own emotions

3. Recognize and diagnose emotions displayed by
others

4. Respond appropriately to others’ emotional
cues

In the past century, IQs have increased and EQs

have decreased

EQD2DODKELER

Emotional Intelligence (EQ)

Is the combination of four facets or abilities:
Self-Awareness
1. Diagnose and recognize our emotions
2. Control our own emotions
Other-Awareness
3. Recognize and diagnose emotions displayed
by others
4. Respond appropriately to others’ emotional
cues

#HENSRDS EFDME :

39% REFERIFE LD LT & D AREBER
60% LEINRA KL RZE5Z %
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65% ES5 LD IFLEEIZEZTIELL
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2.1C EQDEEMH &M L%
EQOEE M & 525

EQDEE 75 EEQDER
[ WhyisEQsoimportant? MMM WhyisEQ soimportant? MMM Reiationship between Org Hierarchy & £ R

1. It affects our ability to work with others *  90% of top performers have high EQ * Why?
2. Thus, itis a critical driver in the quality and + EQis responsible for 58% of job performance
effectiveness of our: +  People with high EQ make $29,000 more annually * Who do we expect to be the
a. Performance at work than their low EQ counterparts g most emotionally intelligent?
b. Leadership *  75% of career derailments are due to an issue . o
c. Relationships related to emotional intelligence Level in Org. : What level in the organization
Hierarchy is EQ the most important?
EQRIEE=DE. V—F—yv 7. AEHE 5L8%EQNSEENBLEEOHR L NILD EN B IFEEQNELS KD S
RICEEZEIT DA HD 75% EQPMEWeHICEZ 2 EEBOME n20(C, EL<B58BNHH S

BORBOES EQEE$H 24200 0O
’ ’

* What percent of people think they are self- “On a good day, about 80% of people are lying
" . NEGATIVE POSITIVE
aware? about themselves—to themselves.” —~Tasha Eurich

° 95% Why are not more people self-aware? _

* What percent of people are actually self-aware?

. 12-15% * We tend to think that our thinking is the best *FIXED ~ ----e-mee + GROWTH
0 way to think e CLOSED = =====mm=m=nm * OPEN
. ano L S
“On a good day, about 80% of people are lying 90t@ of Ou';ith'nk'?)g' feeling, Ju'dglng, ":nd ’ * PREVENTION  ============ « PROMOTION
about themselves—to themselves.” —Tasha Eurich acting are driven by non-conscious automatic ¢ INWARD ~ ------mmmom: + OUTWARD

processes

95% B CIEMEN L\tlub\i&h?‘b\%k HOEBNMNMEWER  BRDEZIDIEL EQzaEdhdidlcidBik. A—7>.
12~15% %B%’E‘Lgafgﬁq: \\_._ L\t/p\j—(\l\%) 9£U0)%2_ im\n_,\ngk ﬁ'l]rﬁ_lg\ 7{‘[{5_‘%@7’(\/ l\\\b{//z\g
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Fixed - Growth

it
+ Learning & Growing

Focus | o A
ﬁ)._,\f- Embrace challenges
* Persists beyond failure

naturally {avoids effort) |seeks to Invest in self}

2. A—TVICEZD

EQzEH B IcidA—
v FUNAYVRHEE,
RRIBRICCED D
- B U5
e AR D

Closed - Open

Closed Mindset
Closed to the ideas and

Open Mindset
Open to the ideas and
suggestions of others, and
gives tham time & thought
|+ Finding truth

suggestions of others

= Being right E@, Eaolia

+ Having ideas supported + Seeing options optimally

= Provid ! : + Ask questions

™ |8 howeoson |G B e | DD

Ziﬂ: r:wd!;?r:pecﬁves "X Behaviors Eiﬁ?t:if:::f;kspscﬁws - FUWERZRYIIC
-D ement=threal + Di \—slearnir

Dot [S) s [Brsomoiiens | 2

= Success should come "’@a Balict ‘ﬁ.lmlﬂweaﬁart
XILF—ZMTS

3. AAEICEZDS
EQzEoHsicis) X
TEBNTROLS
ICRIME ICEI<,
-BEENH->THEDH

Prevention - Promotion

Prevention Mindset
Saeking not to lose

Promotion Mindset
Seeking to gain & win

|+ Avoiding problems: | . * Reaching destination
= A7 - Things urring smootnty || Foeus BT LD
g (=) 50 LY + Maintain status quo + Attainment of goals

+ Doing the easy thing FRBronch [ |+ Daing the right thing

. i@f D }_—&Ij] cEs Wit | |+ Anticipates problems

|+ Few safaty incidents T—-@a Behaviors I%' Higher engagement &

bnt:ib\?\¥ﬁbb\(: i-Rishsho-.ldbeamlded r@ Beliefs ‘ﬁﬂ-:zﬁ::?mm
EERET B

4. AlcRIFTEZS
EQzE®»sicizBD
o KDF—LPMHDOA
%EF”E\‘:%;\;_%O
- F—LDF R TR

Inward - Outward

nward Mindset
ing others as objecls

Their: e g The

+ Benefitting self @I Focus %‘h Benefitting team 1'35% ‘_ a_ é

TR ; G, Z=JTIC

e Rl Apponch [ S = e X2 IN—% KYIT
= Seek tigh i |* Shi tiigh * -
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Tom Roth
Chief Operating Officer
Wilson Learning

BWEFAR—2a3 VOER

Low Job Satisfaction

A varlety of fa:tors contribute to low work satisfaction and
ling when an employ

* Is in a routine job with no challenges

* Doesn't like what he or she is being asked to do
* Isn’t playing to his or her strengths

* Isn’t given the tools and skills to do the job

* Perceives a lack of professional development

EFR= 3V ETVT—=IAYMBTN
ZERIIRA TH D, RERNGH DI,

- EEARABHERET. RUHFHEL

- EEARIEEL. PDIEWTEEERRS
- EETESDOBHAZENETLIRN

- BT B ICHERRY Y — DR

c AFXILT Y TORRT BERH R

YREAEDXAZ

AL

v 3>2WI105 - Unplugged: How Leaders Are
the Catalyst to Re-Engaging the Workforce

POTIIR:
VIVT—=I9320DEELEZDH

)—4F—-F5

DBWHNCT—I T —R%

Continuous Change: The Energy Continuum

T
neffec : Ef‘fectlve : Ineffective
O!Ibmw@hmb
: Committed : rrrrr
'

BEVWEFR—Yg3y=/\TYIHNRBL
x RBHR <, PBRRH R

A BREFE, KFZ2R25. X5M
O BFR=Y 3 HE., BB

A EfFIEh. BhTW3

X BBEEICOVWTWIT/IN\—=> 7oK

EFAR= a3 V& TITE9A LT

Toxic Leadership

* Perceives that coworkers’ poor
performance isn’t addressed

* Receives no recognition or reward for
good or exceptional performance

« Believes he or she isn’t being involved
and informed

* Feels unsupported and not listened to

* Thinks he or she works for a poor
manager or leader

* Feels boss is toxic (takes his or her
energy)
* Believes boss doesn’t care

%< DHE. EEANEFR—=2 3 VETIC
KELFELTWD, BRI,
F—LX)N—[E---
-FHENABVWERD D

X aZ—2 3y RnWERS

- EREIAEZEW T AL

- FEINERODOZ EICEALDHEWERD B

43



22A IV TF—=IAVNALDXA A=

AL

EFAR—=Iarvezg0sELTED

BODER

Creating a Culture of Engagement: Five Elements

EFR=2ahgFEs (TF5—IX
Y h%ERD) BBELTZEZHD5DD
7715 (D N

1%vyxﬁ@5

2. 5FZRU

3. EL\AF‘sﬁB@%

4. hREEH

5. ZREIN3

1. Fv 2 ADH S

Perceived Opportunity: Key Actions

o 40 “| Focus on creating what the potential is
prn 7Y i for the organization—realistic optimism.

Communicate the organizational
"’el " vision/mission/strategy in the context of
opportunity and potential.

Explain how individuals contribute value
to the organization’s ability to realize its
potential.

r— 2

F— LA VIN—DEROHZ2HEET S
BEPFv v AERUBRWE, EFR—
avhTHB, JWERE LTI,

Atz 2% (RENREHERA)
-EYaY/Zyv iy /EEESIET
EEAYN=CESTEDKSIRTTHE
LB DD ZERFEICT B
FBAYN—DREENSHDI Y Y
ICEDLSICEBLTWSD, E5DK
N> TWBD, EDKSBERND DM
ZHRIAT B

BE=RULS

Perceived Opportunity: Key Actions

Ensure performance goals and
wi behavioral expectations are clear.

B Overtly articulate expectations—hold
P "ﬂl'l ' people accountable.

Clarify what individuals will be held
accountable for so they can then hold
themselves personally accountable.

P —

F—LAAVNN—HBERITREEENH S &

BRUBWEEFR—Y g R ENSK
W MKE LTI

-HAFE RO DBRZEMRLT D

- KHTWBZ EZBREICIEZ S
BiEERICN T 2 EERXRZIAHEICL

T, EAVN=pELTIYO—ILT

EHLDICTD
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3. RWAHBE®R

Connectedness: Key Actions

Engagement is sustained by trust and
support from colleagues.

Facilitate a high level of
connectedness among and between
people.

Foster a mindset of collaboration
based on mutual interest and shared
responsibility.

-

EFR—2 3G BHICIFAED
EEERIERNIERN, XEE LT,

c F—LXYN—ELOAI1=T—

YvavamblLT, BEWKZES LS
BRREZED

- F-LDERZTIEPL T, BREEZ
EES

- HAEEBUOTTF—LO—FEEED

4. RS

Inclusion: Key Actions

[ | Inclusion naturally creates engagement.
’ # | Suppressed communication naturally
& I creates disengagement.
». = =
fm"‘ Establish systems that ensure
=

information is always flowing and people
are informed.

The most important factor in sharing
information is having a culture of trust.

PSR
HEERENEVWEXEEFR— g Un
T3, Z5R5BVLEIE.

Ak D F—LRNOEERFEIKRE, I
NHOBEWERBIAE SR

- EREERN B DRENSRICVDR I &
FF—ADOAZI 2= —y 3 vDiEHEL
- REBICEN TWWIBWO BRI RIE
HwHEE

5. &@E=ND

Validation: Key Actions

Ensure there are systems and
processes in place to reward, support,
and develop people.

Show interest in people by personally
supporting, rewarding, and developing
them.

Ensure people don’t leave the
organization because they feel they
don’t matter.

BANREDOSNTWENE SHEEF
N—YaVICEEFZET D, IR,
cF—LOXYN—Z%XZBD. BKT 3.
RHBA VT TEED

- EABIICE X Y IN—[Cxt U TEBRO R
DERL T, BERWZ LGV
-HBETROSNGW, HEEPDI L
ICEDDRL, EWo RIEBRTRBED
HBRWESISERT S
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2.2 MOTIVATION
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ﬂ Susan Fowler
-

1. BHE

Create Choice (Autonomy)

Our need to ...
® Perceive we have choices

e Recognize and feel we have
options within boundaries

¢ Have a sense of control (I am the
source of my behavior)

10F/IDY Y - EVIDEE TRS 1
T lc&b, R4 MO —HEDEWE
FAR—2 3 v ERGERICHEDIZHDRA >
NEzd3dEbhofco 2TTYTVR
RHEICERWT Y - TSV Fv—RKTI)L—
THi B D OEBRNR - —XZEEICU T,
BIZIE. RE-LEENTHEHENH S
ERUBETEFR—I 3N ENS

Senior Consulting Partner
The Ken Blanchard Companies

EE®hHB33D0DRAT Y

TU219 - Applying Motivation Science Through
Motivation Conversations—A Pilot Study »% %%
EIIEIWUEFEZEUTDEFR—23Y - YALIVAD
Bo—/N1Ov b - A97 ¢ (ARNLGRARE)

2. EfRiE

Create Connection (Relatedness)

Our need to ...

* Feel a sense of belonging and genuine
connection to others without concerns
about ulterior motives

¢ Align goals and actions to meaningful
values and sense of purpose

* Contribute to something greater than
ourselves

g @
8 Usan Fowter. A g eserved. Do ot upleate
EFR=—YqVERD2DEHDORA VM
BfRE, HEDOLEBNZ=Z—XEULT,
CBISA YV IN—EDDBMNDERD., F—
LEULTD—ERRENH S

cSHDI VI UPEY 3 VB DI
BEE—HLTWS

- BRI ORICERII> TWS,
ZEEBNTETVS

BERD B

Create Competence

Our need to ...

¢ Feel effective at managing
everyday situations

e Demonstrate skill over time

¢ Feel a sense of growth
and learning

5

ﬁ

ﬁﬁwﬁﬁtm%komT HEDX
N
- HEOEBZMS T HLANILETIRYT
ZENTED
- REINICEZ L SICERIBRWHR%E
BUTED, EHHEN>TWND
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2.3 INNOVATION
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Nelson Soken
Chief Innovation Strategist
Barnes & Conti Associates

THAVBEDER

Key Design Thinking Principles

Human-
. Centered
HOlIStIC: Experimental,
System-Wide Prototype-
Approach Driven

Definin
the y Collaborative,
Challenge Networked

E\'}?a«d'p 6

THAVEBZDEKRG 1. BMEZEULKEETD 2. VATLR
ETLLEZD 3. HEMZFE-> TABFRLICEZRS 4. 714y
J7OMYA TTRVWAE—RDORATHRZITS b ZHEAEXY
JN— %%%LhTﬁQaﬁmbe&1474 ZHY

v >3>2SU314 - Design Thinking: An Approach
to Transform Your Organization and Improve
Outcomes THAVRERE : HIRDEMBELELTELD
BWERzHIHO77O—F

AMEBBRNDTY A 2V BEDERE

How Design Thinking Can Be Applied in Talent

Development * Defining the Problem: What need or issue is your
organization really trying to solve?

 Systemic, Holistic: Are you assessing the entire enterprise
(beyond silos) when making organizational changes?

» Empathy/Human-Centered: Are creating a culture of
empathy when developing leaders, employees? Are you
seeking solutions from the perspective of the
“customers/users” of the organizational solutions?

* Collaborative, Networked: Are you leveraging everyone's
collective talents and skills?

» Experimental, Prototype-Driven: Are you systematically
and iteratively experimenting with new approaches?

_ g9 v
AMBRABTEZIDELSICTHFA VY BENERID 1. ELLH
BrERIT D (EonicHEZRET LT TIEREL) 2. KR
ZEHBHICRBEBELRBARMNSTHEZES 3. BEE. R
15, REEEZESAATRICZ—XICESTHEZES

47



2.3 INNOVATION

2.3B AMBE x 1/ RN— 3>

Jim Smith
a_ President & CEO

K> THA,

1. YRV ZEIT S

2. B EMNF TEEICEREITNILY R
VEEBIENTES

3. EXRBICIFPE T B H. FIBIE LW
4. YA KEFE |

AR BREROX VNN—ZHIEDES

Jim Smith Jr. International

Learning

v > 3>2SU321 - The Entrepreneurial Talent
Developer: Looking, Leveraging and Leading

EERODAMERE : iR, FASLCHESFE

1/ R=3VDEE
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e Wty g ot

'+ Fear of failure
* Fear of judgment

#  *Fear of looking bad

=~ * Fear of risk-taking

“E". * Fear of uncertainty

Fses « Fear of ambiguity

* Fear of losing something

A1/ R=23VDRHBREVEEXESD
BUVWAHERBDEN. TDKSICDEUL
TWBEA /R=aVhEFENIC< L,
N )

- Bz <

- URTHMEL
fAEITNRIER\ID DD SR

- AR ZIRVD LY
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1/ R=23 N1V
NJRIN\7 D A
== ,,ﬂ ._ ~(~\(ﬁ, ‘_'év'

Five Powerful Skills of Entrepreneurial Talent Developers

* Associating
* Questioning
*Observing

* Networking

* Experimenting
* (Bonus) Repelling

e e | A MAaag #1227 = P S b0 28 o 158 Lo 8 (Y B Ao 111

A/ R=qVERLRIIHICIE. D6
DDEEDEEHIEF,
cDIBMNDZERDITS
- B9 %
- KKEHRET D
- M&IA < AIRZES
&I THD
N AT g AN
48



2.3B AMBH x 1 /R—> 3>

1/ R—=2aVEahdODBEDTE
1. 2D ZRDIFS

Associating

Using “association thinking”; making
connections across seemingly unrelated

questions, problems or ideas;
connecting things; connecting the

2 BHET3
Questioning

Asking questions that challenge the status
quo; “If we tried this what would happen?”;
ask questions to understand how things
really are; why they are that way and how

3. &<HET3
Observing

Watching the world around you (intensely
and with a creative eye) — that includes
customers, products, services, technologies,
people, television shows and organizations

unconnected. they might be changed or disrupted. for new ways of doing things.
FolKEBFRBRZETE MALDDR A/ R=23vZRIITEHICCDLS | ERULTETBEAELEHEITNIE, EFED
MOMEWAY A E Y MHRWDY REfZT 2, TBOSAETY2HE HICRR BEY MDY H B, REBRTV K
MM TERWD) ZREWEIT S 2 S1RBhy MBiIcEMrTERWDA, TS SR, o E, MOEROY—E
EICE>TEARBRTA T 7D\ES NLADD F R WHY AL FILWAL YR #KE
4. 18l < AIRZ1ES 5. LIEDH<PH>THD 6. KEZBNnEL

Networking

Finding and testing new ideas with new

people; no social or resource
networking — idea networking.

—ANTERDERANB B2, DA
E—RBICEZEFESNZ—XIBBRET A
T4 PRIHIC DN B, K. BOELE
SERPMERZFOANSEICLKE D

Experimenting

Constantly testing new experiences and
piloting new ideas; visiting new places;
seeking new information; unceasingly
exploring the world intellectually and
experientially, holding convictions at bay
and testing hypotheses along the way.

A/ RN=23 %I IODENLTE
BIIBICEZS. THT 5. BRT %
HULWIEZZR, TofIEDiRVNG
FRICIRS 5. FISBWAERET e

Repelling

Resisting pessimism, negativity, victim
vocabulary, wanting only to go to the

next level, the word “try”, the status
quo, a SSDD (same stuff different day)
mindset and hopelessness.

A/ NR=23v%ERITDICIFREZ
BNRBWEF TR, YA FRABED
5DBRAMNBE, DERLZL, KE=2
N ZhZRIRESICEZSHEBZEET
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2.4 LEADERSHIP
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Trish Holliday

Assistant Commissioner & State Chief
Learning Officer

Tennessee Department of Human
Resources

Learning as a Cultural Catalyst in

Government

May 2019

Dr. Trish Holliday, SPHR, SHRM-SCP, IPMA-SCP -

Assistant Commissioner & State Chief Learning Officer sfgt:égsz nnnnn t
State of Tennessee

Holly Burkett, PhD, SPHR, CPT %Aﬁﬁwg

Principal, Evaluation Works

v 3> GOV400 - Learning as a Cultural

Catalyst in Government
BROXbREtEE L TDEE
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Talent Challenges in the Public Sector

Attracting and retaining talent ‘0' Minimizing knowledge loss
=z
-
[ oo i
Addressing differences in past

‘_r_ and present employees
it
9 Improving perceptions about H' Keeping up with the pace of
the public sector A change
] N
How Do You Compare...

orfarence

). ¥ 4 Vs
A AN\ (

0.
¢|:< ! )«Is Accelerating Leadership
O(E?)o Development
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Three High Impact Practices for
Building a Learning Organization™

Develop,
Distribute
Leadership

Lead with
Culture

Build and Bend
Change
N Capabilities
!’ N
Building a
Learning
Organization

BANGRLZES

Robust
Employee
Learning &

4 Mission-Critical Keys
to Success

Management

& Performance
Coaching
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Jamie Millard

Executive
Partner
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Lexington
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What People Often Believe About Managers

Individual 1% Line
Contributor

Mid-Level ~ Senior Manager ~Executive

Manager Director Vice-President

Managing & Leading

>

(|

ty gy

M212 - Hands-on Management: The
Critical Missing Piece of Today's Leadership

Development E#FICRADL BV RI K
=2y THRRBICEWTRENICRITTWS R

vk IREDYY—
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c e h t Manager

Old Either/Or Mindse
Either I'm Managin,

or
¥'m Doing Work
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What Managers Actually Experlence
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The New Reality of Hands On Managers

211 Washington, D

Larger Spans
of Control

Fewer Managers
& Supervisors

Millennials/Gen Z
are Frustrated

Dealing with
Rapld Change

- \‘ .
‘w \e\
Reduced
Workforces

Doing More
with Less

Feeling Busy &
" Overwhelmed

- Hard to
= Maintain Expertise

N

Key Questions For Hands-On Managers

* When Should | Do vs. Delegate?

* How Can | Be Successful in Both Roles?

* How to Find Time to Develop People in Both Roles?

* How Should | Behave as a Hands-on Manager?

* How Do | Develop My Own Knowledge, Skills and
Expertise So | Remain Relevant?

* What Should | DO and What Should | AVOID as a
Hands-On Manager?

pyight © 2015
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Help Managers Think TP&L
‘ People:
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Help Managers Conduct a VITALS Checkup

VALUES

I NTERESTS Work-related subject areas that grabbed and held your attention

TALENTS Natural abilities and aptitud

that were | ged and develop
AMBITIONS Career, personal and financial goals and aspirations were tapped.

LONGINGS Strong psychological needs were fulfilled.

STYLE

Copyright © 2019 Lexington Leadership Partners LLC and Dimensional Leadership, Inc.

Personal standards, principles and beliefs that you felt were important.

T %EZDE6DDRA
YEMNBEEZ B,
Values (ffif&%R)
Interests (B3:0y)
Talents (RFJL)
Ambitions (EE)
Longings ((0EZ=—
)

Style (FERF 1))

Your preferred ways to think, feel, behave and interact were matched.

16
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Help Managers Use the Situational Doing Protocol

AMEBERTTILAVIIER—

Alternative Ways to Ensure Your Leadership
Programs Address Hands-on Management

* New Program option — create new
program that is focused on
developing hands-on managers

* Add-on option -- Add new Hands-
on Manager Module to existing
leadership development programs

* Revision option -- Modify existing
leadership development program
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w7
™ Nam JinKim

b ' Medical Coordinator - Surgery/Robotic
" + Surgery Service Line
Hospital Israelita Albert Einstein

’:,\ Fernando Mattos
%? MD

Hospital Israelita Albert Einstein

Einstein stands out for its excellence in health service both in pri ivate sector and public sector.
L] Four pillars guide and support our work:
o promote he: into every ctizen

ty>ar W121 - A Mentoring Program for
Onboarding Physicians

ERcx I 5#HREEHRT 7O 5 4
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= Increase of career satisfaction
= Higher resilience and less Burnout’s Syndrome

= Increase of productivity

= Higher institutional retetion

= Need of continous development for mentee

RBERY D
Sl NPANS B

intarnational Conference
& Exposition
The Worke’s Largest Talent
Development Conference.
May 19-22 | Washington, D.€

Roles and Responsabilities

AV —EHFORE

X5 —
: v)T 1‘1 - KRz ES
WY o ABEREES
BE (Avd—an3

Mentoring

= To the mentor
 Fight superficial relationship

= Apropriate time for mentoring

is not for people with problematic issues

BAlOX>FT 1 —)
- EERRICENL

* To the mentee
= Be proactive

= Transparel

I - FEICEH 2
o o s - BREEEWERT 3

-BOTEZS

BF (XF—hdfll) CBEBYIVE

X5 —HIE DKL
IclE. shafilov
1> RHKRY,

- BV ECRE

- RITANZZEH
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- BWVFERK

BNFEDET T
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Objectives of Einstein's Mentoring Program

QOPromote socialization and integration of

in different fronts;
QEnhance standard of excellence and identi i i

identify focused on patient’s experience.

20164 : 40% D%t

B3 LR TORERD

1 K

20174  B2%Wbt
T/ Ay MMk
20184 : &=
ICLT. ABZREIC
20194 : WREZ
NGRS

=i

793 L

Einstein"s Mentoring Program

Propos: IIL etter fcmM ntor Mapping by mentor, mentee, Institutior
rrrrr ——>| Receiving of admission list |——> et ——> Sarifyi o

HR Resp. HR Resp. HR Resp. HR Resp.

and  f——>|  Meeting - Complete forms

Mentor Resp.

.
G

@ evee < st Taene | e oot e’ [ PRt Sin e
Mentee Resp. Mentor Resp.
Program Support: Communication Chanel Reports

eas + Mentors: Quarterly / on-site
d President) + Mentors: Semester/ on-site

« Group in the Workplace and Whatsapp
« Directory and E-email « Sponsors (Directors ant

+ Einstein Mentor and Mentee Program
- Einstein's DNA - Mindmap

« Dashboard and Mentee Chart

« Satisfaction of the Program

HIAED X > % —HlIEIE EEZOKD L SN e x> TWa,
BRI DRA > N &,
PIR—hA V775 XY
Kz @93
BERNBIZI 22—y 3Yy Fryy b, X—=JL, SNSKRED
LKOBEHBOF v RILZEFICERBL T AVY—DBEZES
¥
TERARYZR L R —
FEHTES

—RlO&aBZRSIHDY—ILEM

T4V TUEHSEICIREEEX VY —2ES
STV, ERREERAHEEIT S
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Overview | Mentoring Program
i 89 (:) 30
% % Mentors Mentees hour dedicated

Satisfaction with the

Career guiding l mentoring progr: am & ‘ Evolution of NPS patients in Emergency Unit
( ) (Net promoter score)

1% of mentees who act in other

Year NPS

2017 90

2018 90
70% of the sample

e
b
IR ERERE B

TR LR R T 1]

CCETORRZHF TR &

13N X5 —iRERE

BOAN XvH VI ERITFIZA
30 —ABTDOD DAV E Y > T IER
90 NPS (Xv k- 7OE—%—- X1
7)

20%3E11 FERIRFD BE MR E

w7

E ERI TR AR

. . . . . 70% of the
Qualitative satisfaction survey with mentees e sample.

It was great and interesting, it helped me a lot because be a new
employee- at HIAE Is quite complex so when you have the
opportunity to have someone ta support you, it makes all the
difference.

That was great. The program helped me 2 lot to have other
institutional views, and get information that was not aware
example: employee attendance management,
benefits, career’s plan.

before. For

i ETEEER TED Wehy FeEiive et fiEesiis It was quite productive, mainly because my mentor taught me

show the vision of someone who is also inserted in plenty of things
He had good experfence in the institution, and collaborated a lot,

heduled meeting, and his positive attitude

institution who have crystalized view, help you to
he was quite active, scl
was a stimulus,

(e

became better adapted

Itisaplus.

Survey conducted in November/18

7O

TN 7 2CAT T
09== NI

Conclusion

* Impact of the program: Enhancement of the organizational

culture of excellence model for Einstein’s care services;

= Empowering by di ination of
policies and protocols in first months working in the |

institution.
= Feeling of unity and integration.

= Expansion of other units: Infant maternity and severe

patients.

REENSDE !
AZ A D IRBEADIL—ILPRY &
EBEN-—KICEE I

—lcx Y

BEA @ COEMBHEBMOFICEIDED
SICENFIERWAD D, 75 A
DMEBICAL—XITE ST

CSh  BHFfIDBOERBBZIXAVY—DEN
[T TEDOERBFENEND, ZXABEWN
B TZEDbLo

FERMDAELISDRERE :

- REEICYRICNT IEBRNEE -
T NI N ZEDLEZ I LICDBHLSB
- ROBBHREBDOFER

c XYN—D—ERICDIEN S

W REEINTB &K > THEMNE
S5CEEZRAH#DH D
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2.4 LEADERSHIP
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Matthew Paese

DDI

These Business Forces Have
Crushed Leadership Into Fragments

Nearly all aspects of executive leadership have shorter cycles

DDI

EVRARENEL K ARD., FICKEOE
EAREEICTLYy v —%2h T %,

Fit  BEEENMEVWIRETEDLS
BEAE - 2h% <. EXDEEIZV
ABEBER - BWEANEZ L. UhICET S
Face to facet=h A a0

TRILF— T ZEEOHFTIX KL IDNFL

Senior Vice President, Executive Services

w3 >M216 - From Fit to Fitness: A New Era

for Executive Development
Z14YRDST 1Y MRAN I BEBRBEROH U VLML

BEHEDODFYLYVY

The Executive Leadership Challenge...

DICHCIRICUEEIUEIEUIE | must transform our organization. ..
Disruption > to compete on a new playing field...

N SGEIS G > by leading people in entirely new ways...
Nl R Yol LNl far faster than | have done before...

Fragmentation > all in a massively complex and frenetic environment.

DDt

ZLDREEDF v LI ELT,

DX : FIZIEIRIANDEH
E2RZDE  EVRAETILOZE(L, HH
HFHSDHES

U WEARF - 1B OZEANDHEARF
A=K BWAE—RKkHENS
DEUL - M

Y —ADBEEDEAL

l Shifting Resources and Responsibilities

Front Line | Mid-Level | Executive | C-Suite >
1 1 1

Scope of Responsibility

Time
I

T I
Visibility
Opportunity to Focus
I I I
Consequences of Failure
Guid. & Coaching
L L L

Decision Making Volume
Clarity of Expectations
L

L
Stakeholder Agendas

‘Work Relationships

DDl

HEEERD S EEOEICIKRAENE D
%, TEED5DDINZ VY ZANNE,
kA vs. BEEEEH
B9 EF vs. [KWEPH
HMTB vs. KBRDEEM
HAFF D BBFEME vs. SRESIEDE
ABBEfR vs. AT =V RILT—DEE
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... having the right profile: skills, experience, characteristics.

t A FEﬁ Il{‘to
7 /r W ]\ * 1 ‘i E‘Z% FITN ESS ... sustaining the mindset, habits, and energy to perform.
% Ilj:ll L/ %ﬁ L'j’ % 7’: @ 0) ...as individuals, and as teams.

N1V TEEE
EITXRILF—

FIT-oriented Systems...

FITNESS-oriented Systems...

Z14vbhRRER

T4V MNRAICERZ
B ERA Y ME
MBI @ BICREED
EZN=Z—XILE-T
WS ZEZD
RAEGES CHELD,
SERHESNB &I
TA—NRT 3B
AE—R:B<gun
T3> 7T

Z14YRRAANDY Tk
BEEDT 1 v bk
RRAEEZHBH
IC AMBEEBFIN
FEINEZEE
-x%%%m¢a
- BRiEE K CIER
ERS
cFIVINRY
AV NDAZEIC
Pl

I How They Do It

Fitness at the Top Pays at the Bottom Line

714y MRRAICE DR
DDIOfAZEIC K

. BEED7 v
NRRAESHDTD

FFRRIEFCDELS

CERLTWS,
T4y XRALXNIL

1 R -4%
B R 20%
= R 45%
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l As change happens, Business Leaders report problems with...
@ Bench: Succession depth deteriorates

Team: Alignment erodes

Pivot: « Jrganizational change stagnates

Speed: Leaders ave slow to adapt to shifting demands

Strength: Fxecutives struggle tw perform as anticipated

— R, RZ IS - TRILF-HFE

ZLDORTOHEIBDEIR

Senior Executive Culture Pivot

The Fitness shift ...

Help leaders paint the picture

I-b Holistic evaluation

Facilitate collective learning e

Coaching to prepare
for team learning

I-b Individual and team
coaching for change

Model the essential new behaviors

0 Pivot

Coach in-the-flow (in the moment)

“We've set the stage for a
new future in this
organization”.

DDi®
ATP3E5E
EITEBND

Z DHEZEEEIAAT—
LEW, BIEBN5ZERT

N 754 > Digk

Executive Bench Initiative

@ Bench

Financial
Services

The Fitness shift ...

Invest in growth mindset
L sictonthe changing
Make succession a team sport leadership context
Pre-assessment

Assess for the near future coaching & prep.

Individual and group

Build energy, not process experience pathways

“We saw unexpected growth
among our successors —
much faster than expected.”

DDi*
M1y RERIIFT, 7
ZEHRITD

F— LT
OEXEDHIRILF—

A=K7y 7

High-Speed CEO Ramp-Up

The Fitness shift ...

Assess the context, not just the person

Accelerate perspective-building L ream st osac
. N . Pre-, Mid-, and Post-

Coach faster... rapid habit-formation L 'r:;sm'on Coaching
Business-Role-Self

Proactively address derailing patterns
focus protocol

@ Speed

“We didn't expect our new
CEO to make the transition
this well, this quickly.”

TEDOABTPIEEICIT TR L,
<%Z%OZE—P€ﬁ<%ﬁ?%

1 RSTEN

S —— DD

F—=LI7—=0F7vF

Team Habit Program

0 Team

Global

The Fitness shift ... Retail

Start with why

Look forward - scenario forecasting I" Team assessment

Change team habits I-b No IDPs, only “TDP"

Ly rcvidual and group

Make it easy to participate hablt commitmants.

“This is the most engaged in
development our team has
ever been.”

DDi®

LERENSHEL T, HEICHEITF T,
BERTHEENG T 2EHEAZES

IND—=Py 7

Raising the Executive Bar

Engineering,
Construction,
Consulting

The Fitness shift ...

Define success for the near future

I-b Re-define Success
Profile (new future)
Promotion and hiring
processes reimagined
High-speed feedback
& growth experiences

-

“Our executives are energized
by personal growth, and by
the influx of talented players

who positively impact culture.”

Grow the right mosaic of team capabilities
Avoid overemphasis on track record

Focus on new habit formation

o Strength

F—LTRERH
IXRILF—DE

DDI*

ENZMHERT D, BOD
S5N5ZEEEBETS
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2.5 DIVERSITY
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Jennifer Martineau Portia Mount TU118 - Kick Some Glass: 10 Ways
Vice President Women Succeed at Work on Their

Ingersoll Rand Own Terms 75 X ZBRIEE : LD
BB OEEGTHISE THRIhT 3100 A%

Senior Vice President,
Center for Creative
Leadership

i

ZE) —5—DIRRK TERBE DR L WIRIR

Women have made vast strides in leadership gcm,,o, Fortune 500 Companies v
Creative e
. . et... Center for
roles. e with Highest % of Women on Boards: Gestve
Between 2008-2018 in S&P 1500 Companies:
John

performance than those that don't David

Significantly higher financial |

All Women

21% Profitability

Robert

James

27% Value Creation
N Michael In 2016, only 18% of S&P 1500 boards
Increase in women Increase in women in were women, and only 6% of CEOs in
on boards top board positions William ’ S&P 500 were women.

B> TWBINLTS1 Y Zt') —5 — DL W T -5 —IcHTBFE

The leaky pipeline - e Men are seen as [he DOSS. < Center for Then, there’s the

Center for
Creative
Leadership

Creative
Women are seen as bOSS)/. H Queen Bee...

Men are just as likely as

women to exhibit bossy Women are twice as likely to be The stereotypical senior woman
behaviors at work. called bossy at work. leader who bullies subordinates and
- Women of Color obstructs other women’s career
Bossy behavior is linked to Bossiness hurts promotability advancement.

being unpromotable for both more for women.

genders.

. Men of Color
. White Women A cstite

Senior

But women who value diversity are
Bossy women are seen as less seen as being less competent and
popular than bossy men. lower-performing than men who

Bossy men are predicted to
be more successful than

s Ey value diversity.
. White Men ) Vice bossy women
| Director  President
Q
Data sourced from: Women in the Workplace 2017 report Manager
by McKinsey & Company cerpt from Wome the C

Workalace 2018 by Leanis and Mekincey & Company Entry Level
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Ten Wauys.. "’/

i B i
Leadership
Ch.1 Live Your Intention
Ch. 2 You Got This! Step Into Your Power
Ch.3 Success Your Way
Ch.4 Build Your Network of Champions
Ch.5 Beat the Impostor Syndrome
Ch.6 Get Fit to Lead
Ch.7 Don’t Drop Out, Power Down
Ch.8 Redefine Work Life Balance
Ch.9 Own the Room! Take Charge of Your Personal Brand
Ch.10 Pay it Forward

TR KINT 2 .

1. BAOffifEERIch > TE<

2. BEZ#H>

3. BN ZENTERT S

4. YR— MEHIZES

5 BDEZZULo>MDED

6. V=49 —ICMIFITEDDIE%Z/KZD
7. 5Z25HBWN, NT—F oY

8 T—UZA4TINTVREEZET
9. BRPDT TV R%EHES
10.B-T. BRI 3

B2 OfifERRICa > TEI<

Center for

Creative
Leadership

1. Live your intention. '

Reflect...

* Where do you want to be in 5-10 years?
* What has gotten in your way?

+ What can you do to get back on track?

FRIBNGEY 3 Vv Z2BICEHT %,
EYavicmid TiTa it 2

BiR— hEHZES

4. Build Your Network of Champions

~

MENTORSHIP: SPONSORSHIP:

* Senior managers with influence

* Gives protégés exposure to other
executives

* Make sure they are considered for
challenging assignments

«  Protect their protégés from
negative publicity

*  Fight to get their people promoted

* Cansit at any level
* Provides emotional support,
feedback, and advice

* Help mentees learn to navigate
corporate politics

* Strive to increase mentees’ sense of
competence and self-worth

* Focus on mentees’ personal and
professional development

BOORRICDRITEXA VY — Bz H
DY IHDICRILDAIRYY—DI VI X

WLNS VR ZEZET
~

8. Redefine work-Life Balance ot
Lengers
Integrators blend work & personal tasks &
commitments.

Separators keep work, personal tasks, &
commitments separated into defined blocks of

/£ .
time
Work Firsters allow work to interrupt family.
Family Firsters allow family to interrupt work, ) g

but do not allow work to interrupt family time. /4"T":‘u \\u/ \_\
Cyclers switch back & forth between cycles of f f h
either highly integrating family & work followed | e I ‘\ )
by periods of intentionally separating them. R 3

T—0Z5A4 7NN VRNNYUT—y g N
HoTEMNCHZZIDbUWRY A ILERD S

BoC. RT3

10. Pay it Forward: Young Women Need Our Support riee

" e ] [

Between elementary
school and high school,
girls’ self-esteem drops

3-5 times more than

boys’

The 10% point difference in
confidence between
elementary girls and boys
becomes a 19% point
difference between high
school girls and boys.

49% of elementary
school girls take pride in
their schoolwork; this

Almost twice as many boys as girls
refer to their talents as what they
like most about themselves; girls
are nearly twice as likely as boys to
mention a physical characteristic as
the thing they like most about
themselves

number plummets to
only 17% in high school.

FHARRICEZDLEIFEEZLRS, B
TTHITNIE, BoORRICEDENS
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2.5 DIVERSITY
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Jeff Miller

Effectiveness
Cornerstone OnDemand

B ERRICKERED

Millennials have a thirst for learning

For Millennials, “Training + Development” is the most coveted job benefit

% indicating job benefit in first place

Training & development
Flexible working hours
Cash bonuses

Free private healthcare
Refirement funding

Greater vacation allowance

Farnerstone

AVP, Learning & Organizational

THEIET %

v 3>M209 - Grooming the Surge of
Millennial Leadership With On-the-Job Learning
BZ3ILZ7NMcLBD)—5—2y T2RBFEEED

BRHOMEEDS52% DR

On-the-job training from employers or from
continuous professional development are
estimated to contribute

@

of the skills, knowledge, and experience
millennials draw on at work
(compared to 23% from school/university studies)
Deloitte 2018

omerstone

RWAMBR=RBWEREE

@

of those who plan to stay with their employers
more than five years say their organizations are strong
providers of education and fraining

Fornerstone

HHEICXS T B EHEH EL L LY

Millennials are more critical of leadership
development

Percentage that describe their current

leadership development programs as “excellent”

67%

40%

millennials boomers

[“ornerstone

51% Bt OWHEICRiE

According to Harvard Business Review,

of leaders 36 and younger described
their company's L&D programs as
“inconsistent or underperforming"

fForerstone

FRERORL G R

Learning benefits beyond millennials

-
52% 927%

Higher productivity  More likely to innovate

-~
87% 21%

Businesses
with a strong
learning culture

Higher engagement = Increased refention
decreased furnover

(Farnerstone
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Bt & DELER

DIFFERENCES BETWEEN

Want and expect instant gratification
Committed fo learning & development

Lifelong learners

MRS
-BRERI YV VRSERT D
s F—=LTL—DSFWN

- EEFDICEZD

- AR
SLZ7IVHA
TYFZ =5
-%ﬁ%ﬁk@n1m5
cBICT1—RKN\y I %ZKD S
- B EBRRICEIDEWN

- BiERZKRDH B

AV ERDLLE

Learning

Training

Compliance Driven Skills/
Boring & Uninspiring
Mandatory, Assigned Training
Limited Accessibility
One-size-fits-all Approach

Not Tied to Career Mobility

fEf

AT SA T AFIG

- s&HIEShn

- HME & ASEFHEA AN TWS
- BEERICHBEBONA

S&
FEITH, WDOTH
- BERZME

-BAAD=Z—XIcELET
- FIRICEAELTWS
cREEIEARVWESICIEREINTWS

SLZ7IICRIE 5 AMER

4 Learning program MUSTS to engage millennials

Fornerstone
SLZ7IIHERKICES AMBRD4DD
Eﬁ F

N=F =Yy TROT—X
2. BHEM T —XICEDLETED S
3.\WDTHEITHTEBER
4. R EFHMIC DA > TVWS
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MUST 1: Leadership training

Managers need
more leadership
training

While the average age of first-time managers is 30,
managers typically undergo leadership training at 42

80% of millennials say that on-the-job training and
formal leadership training from their employer will
be important to help them perform their best

Companies have
a responsibility to
develop leaders

Status quo isn't

cutting it & 55% of millennials surveyed said they aren't

satisfied with the leadership development

resents risk
pof attrition opportunities offered by their company

Fornerstone

2. BEHEMT=—XIcEDLETED S

MUST 2: Shift from top-down to self-directed learning

Traditional LMS fechnology Modern LMS gy CUT e Sty
how people lear how people leam in real life relevant leaming fo people

(“arnerstone

Amazon*Netflix®
KDICEDDRERR
bDZEBFICOTS
h. BalcEofied
DrEFNELS &%
HEFELTWS, B
ICZFDRAYAILTEE
HULT, EAEANR
D=7y TEELD

3. WOTHEZITHTESER

REREZEWER
LT, fihrVWAEZ
’}‘b@")?&l?%
VBN TW3, X
fe. W B ICaR
LWEEBMN T <CFIC
ABZEZBFLT
W3, BIEI DI

YouTube~¥ =277/l

MUST 3: “Always on” learning

Learning needs to be accessible 24/7

Accessible online anytime, anywhere

+ 68% of millennials said online classes are most effective for leadership development
* More than 75% identified convenience, time savings, and training with no distractions
as key benefits of mobile learning

Training “in the moment of need”

« Millennials want fo get the answers they need at the moment the challenge arises
« Training accessible in the moment of need leads to improved productivity and efficiency

Fornerstone

4. FigEFHAICDOBDH

MUST 4: Learning drives career mobility

Millennials want learning mapped to a career path

ttice > ladder

reer growth opportunities important in a job compared to

to mobility, companies experience 16% decrease in turnover and
40% increase in revenue

Employees likely to leave due to lack of mobility and development

r employer when looking to ¢ les

times their salary

redibly e; nsive, to the tune of up t

2TCTW3

FUTIRZANRZ
BWERLZIZD T,
BEEFv U PN
NEDLSIcDH
S2TWBM? Inz
R L5 ZF D5k
BOMNESBREZMN?
DR[ICEZDE
AN )
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Heather Durtschi

Sr. Director, Learning- Content Design &
Development at Walmart

Daniel Shepherd

Senior Manager, Content Design and
Development

Walmart

Anders Gronstedt
- President

|-" - Gronstedt Group

v 32 W203 - Mobile Business Sim Game: A
Case Story
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67




25C VA IWN—NDEBNBT—LF—=VT

7~ LIEHEOER
AMBERICHT H3ENEL

IWERDIHEDRE

T—LMEDEREIULWAER

2012-2021 GLOBAL GAMES MARKET

mobile game explosion
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Game-based
learning works

6ATEADBERRICEBE, F'—L5—
=V D ERDHE & D IR

race car drivers and police
learn from Gran Turismo
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VayvhTELRULWAEERWDL:
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Walmart created its own = PereCWEs

DAIWN—RNERBAVIYFILYZaL—
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goal: train on “One Best Way”
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game play
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complete various tasks
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“10-foot rule”
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- profit
- fast
« friendly

- clean

scores and time
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end-of-day feedback
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level progression from one
department to the next
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delegate and develop
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motivating and
developing your team
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security
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results

DTS

Spark City >}
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next game for district managers:
“Dollars and Sense”
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2.5 DIVERSITY
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Hannah Prince
Business Psychologist
Insights
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Continuum of ‘team virtuality’

more wirtiial and global, dependence on cammunication thouah technakgy incresses

T s e L1, 2010, A s e

tyiay

LeV—9—-Iia3

W52EXS - How to Lead the Invisible
Team: Being an Effective Virtual Leader
RRABWF—L%Z')—

RS2HE: BNDHBV7—F+

Paradox 1: Employees want to have
a sense of volition over their working
methods — however they still require
education and support to be able to
work in such an autonomous way.

'JE—b vs. AHBERZXRHS

Paradox 2: Teams are
globally dispersed —
however, in order to
feel a sense of
belonging employees
need face-to-face
contact time.

TIHB vs. Y7~ H50

Paradox 3: The reliance
on technology is huge —
however the technology
provided and support on
how to use it is not
always as good as it
could be.

. Paradox 4: Work is often achieved through social interaction occurring
face-to-face — yet colleagues who are remote can often be excluded
from such social interactions and gatherings, purely because they are
physically distant from the rest of their team.

Paradox 5: Despite increased flexibility employees still require structure
. to their working day and boundaries to support a work-life balance.
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Our proposed model

Support Trust
The need to be
competent and
supported to work

The need to be
trusted and
empowered to
create self-directed
behavior

ina GDT

Belonging
The need to belong
and be connected
to others
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Support and Belonging

“l belong tomy (eam I'm educated on how to work as
part of a GDT and I'm supported to do this. BUT I'm not
trusted to do my job and have no say in how, where and
when | do it.”

Belonging

No trust characterised by:
- More controlling, transactional leadership style: self-directed
behaviour not endorsed
+ Leader demonstrates no respect to employee
+ Leader gives litle flexibility and freedom to employee
+ No shared decision makin
All leads to decreased productivity and negatively impacts well-being

y - .
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Trust and Belonging

“I belong to my team. I'm trusted to do my job and can share
decisions on how, where and when | do it. BUT I'm not educated
on how to work as part of a GDT and I'm not supported to do this.”

Belonging

No support characterised by:
+ No education on how to adapt team processes for GDT
« Inadequate resource and technology
« No education on how to manage time-zones
+ No education for effective virtual meetings
+ No education on how to involve remote workers
Al leads to decreased motivation and productivity

©The s Grup L 201 s s

BRtERIER. TORBHREE. Y140 —
BXFIHHRA > b

AEBER7 Y7

Support and Trust

“I'm educated on how to work as part of a team and I'm supported to do this. I'm trusted to do my

job and can share decisions on how, where and when | do it. BUT | do not have a sense of
belonging to my team.”

No sense of belonging characterised by:
+ Lack of face-to-face interaction, and huge reliance on technology-mediated communications
+ Relationships are based more on shared tasks and not social interactions
+ “Just get stuff done’ mentality at the expense of meaningful connections

This results in decreased empathy for others, decreased motivation and productivity

TBS

F i .

ANEBRZERDICHICEEZ BRI LT

©Tha nigis Grup L. 2010, s s

THROS5RBW, BEPETARBZRES
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Support, Trust and
Belonging

The solution
TBS

“I belong to my team. I'm trusted to do my job and can share decisions on how,
where and when | do it. 'm educated on how to work as part of a GDT and I'm
supported to do this.”

Employees are motivated to succeed and work as part of a successful GDT
Job satisfaction and productivity increase
Employees enjoy a higher level of wellbeing

r o -
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LEARNING JOURNEY

3.1 DESIGN
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3.1B REZICEWAMBR FIHE DO KIEE
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3.2 LEARNING TRANSFER
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3.3 EVALUATION
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3.1 DESIGN
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Navy Senior Enlisted Academy & (&

BETCIEIEIEDLHDEELGEMIMAEDEZ E L TUS Naval War
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George Bud Baker

Associate Director

US Naval War College/Navy Senior
Enlisted Academy

GOV200
Turning a Battleship on a Dime:
The SEA Case Study

When the U.S. Navy announced it was doubling the Senior Enlisted
Academy's (SEA) graduation quota, the SEA needed to reinvent
itself. Starting with an idea sketched on the back of an envelope,
the SEA transformed from a legacy schoolhouse to a blended
online and in-person learning program.

v 3>G0V200 - Turning a Battleship on a
Dime: The SEA Case Study
HEELESICAMERIES : SEAT—RRAY T«
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Our Students (cL-223):

Rosponse 20% 40% 60% 80% 100% Froquency  Count
Eastem Time (ET) zone 427% 61
Something other than Eastern

Time zone 3% o

20% 40% 60% B80% 100% Frequency  Count

6.3% o
322% 6
22.4% 2

6.3%

07% 1
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Intamationat Confarence
& Exposition

v
/
The Wk Larowit Taat /
Oevelooment Conorence
May 15-22 { Washington, O.C

SEA Curriculum Overview:

* Military-Technical Expertise
+ Thinking Strategically, National Defense, Navy Policy and Strategy, CNO Design, JOPES/APEX
* Human Development Expertise
+ Human Behavior, Org. Behavior, Power, Good Order & Discipline, Leadership, Conflict &
Controversy, 3-Part Comms, Effective Writing/Speaking, Feedback Skills, Group Dynamics,
Group Problem Solving, Facilitating Groups, Core Strengths
* Moral-Ethical Expertise
+ Ethos, Profession of Arms, Values & Ethics, Sailors Creed, Humility in Leadership, Cherry-
Halyburton POW
« Political-Cultural Expertise
* National Security Affairs, Russia/China/N. Korea lessons, DIME, Capstone Project

TEERE1EQ@T784
A — 1,300 A [N
G

- FEAEL

- 2V TDEERL
- RIECHBATO R WL
- BATEAE A R L

- JLYRTHERW
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Nay 18-22 | Washington, 0.6

Organizational change—Turhing the Battleship:

Grow the Senior Enlisted Academy (SEA) capacity
from 784 students/year to 1300 students/year
without significantly increasing the size of our
footprint on Naval Station Newport, RI.

Initial (2015) format:
- 7 classes/year, 112 students/class = 784 students/year
- 6-weeks in-residence (F2F)
- Small group seminars + whole-class auditorium lectures

RBERI
20164 784 A
20174 1,300A
20184 1,800A
20194 2,T00A
(FxE)

~ 7
Intematiorsi Confarence .
&Exposition \ .
The Wk Lavoust Tat !
Oevelapment Conforance.
My 19-22 | Wastinston, O.C. m

Senior Enlisted Academy (SEA) Change Timeline:

* 2016 SEA moves to single course for all Senior Enlisted (Active and Reserve)

* 2017 Course Update: (7-wks Bb + 3-wks IR)
* Capacity approx. 1300 per year (less attrition ~ 1200)

* 2019 SEA Re-aligns back to NETC (Education for Seapower-E4S)
* Plan to increase annual quotas to 2100 students per year

- ()
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”Going Blended” Recommendatlons

* Student-to-Instructor ratio is sacred!
« Student feedback is critical

« Instructor qualification process

* Sunday 2359 ET due dates

* 3:1 curriculum ratio (convert 1-Wk F2F => 3-Wks DL)
* Move Reading/Reflection/Writing to DL

« Days-off vs. Days out-of-office
* Students 24/7

R AT S

21— ILICER

KEBEMNSZED .

| GBEIDESRETE —
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Qualtrics
ETA%5% - Zoom /
GoToMeeting
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(LMS & b SMS)
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Intemationsi Confarence
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Technical Recommendatlons

* Video editing software (Camtasia)
* File size issues

« Student download center
* Online survey (Verint EFM/Qualtrics)

« Synchronous meeting software (GoToMeeting/Zoom/Others)
« Convocation

* Group feedback
* One-on-one tutorials

* Student Management System (SMS)
* Learning Management System (LMS): Blackboard/Canvas/Others

Mar 1932 Wasbiaton O

Unanticipated Opportunities:

« Capstone Project: Diplomacy, Information, Military, and Economic (DIME)

« Digital skills for advanced degrees
+ 1981-1988... .:64.8% HS only; 2.4% Masters
* Five-class average for SEA Classes (current) 37% HS only; 9% Masters
+ MOUs with UCWV, Norwich, Excelsior, Webster, New England College, & University of
Maine, Augusta: Up to 18 credits toward Bachelors degree, and up to 6 credits towards

Masters degree
* 1-YR Alumni Survey top three takeaways: B =
* (1) the ability to communicate better,
* (2) gaining an understanding of the bigger (strategic) picture, and
+ (3) gaining the knowledge and tools to become a better leader.
=

ZHEEODETYVY
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3.1 DESIGN
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. Brian McNamara

Chief Learning Officer

U.S. Department of Commerce -
International Trade Administration

GOV500
Unleashing Your Organizational Talent

v >3 >GOV500 - Unleashing Your
Organizational Talent
SR DEBICH T EFEZREND
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Eo International Trade Administration (ITA)
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« Advance U.S. commercial and strategic interests in international markets;
« Broaden and deepen the U.S. exporter base;

« Identify and resolve unfair trade practices;

* Foster excellent relationships with customers and stakeholders; and

* Achieve organizational and management excellence.
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Organizational Context

« Resource constrained environment (i.e. budget, staffing, etc.)

* Technology limitations

 Highly skilled, experienced, educated and aging workforce

* Operationsin all 50 U.S. statesand more than 70 countries

« Influenced by political and economic environment

« Active involvement by the Administration

« Challenges developing, retaining, and optimizing the workforce

« Consistent historic Federal Employee Viewpoint Survey (FEVS) results
indicating a persistent desire from employees for more development
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Our Concept — ITA Talent Reserve Force (TRF)

« Strategic, collaborative, cross-agency approach to systematically
identify organizational and workforce needs

« Systematically identify, assess, develop, and deploy talent
* Targeted expertise areas

* Voluntary service and flexible participation

« Specialized, targeted training and development

« Continually assess and adapt to changing needs
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Secure Senior Level Support — Make the Case

« Identified key senior officials to influence

« Identified and partnered with key senior-level champions

* Socialized the concept

« Secured buy-in from critical partners (i.e. budget officers and advisors)

* Presented the TRF concept to senior officials
* Demonstrated the projected financial and organizational impact
* Recommended piloting the program
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Identify the Talent Base

« Identified the type of internal talent base and the diversity, scope,
depth and breadth of skills available

* Designed and administered a comprehensive ITA-wide talent survey

* Targeted 10-15 skill areas

* Captured key information about employee knowledge and experience
« Discovered a gold mine of knowledge, talent, and experience
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Prioritize the Skills Areas

atd

* Worked with senior leaders and other stakeholders to prioritize the
subject matter areas

* Batched expertise areas based on priorities
« Developed a phased implementation approach — 6 to 12 months/phase

* Selected areas:
* Where greatest current expertise existed
« Based on ease of implementation/level of effort and level of impact
* With anticipated short implementation timeframes
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Assess and Select the Talent

* Reviewed the initial talent questionnaire

* Conducted more targeted surveys in priority areas

« Conducted informational sessions, focus groups, and interviews

« Assessed the level of employee knowledge and experience
 Assessed willingness, interest, passion and ability to actively engage
« Selected volunteer staff

* Secured supervisory approval

M- ©PBR - A—F VT AXILD3DD
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Develop the Talent
« Internal/External expertise was identified to support training efforts

* TRF members agreed to service agreement commitments

« TRF members receive extensive specialized training (i.e. coaches 120+
hours, process improvement 80-160 hours, facilitators 40+ hours, etc.)

* Ongoing development frameworks and processes created
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Deploy the Talent

 Timely execution was/is key

* Focused initially on areas that could be tangibly tracked and reported
« Targeted areas with a current solid talent base from which to build

* Moved quickly to show results and build momentum and support

* Engaged and inspired those involved by demonstrating their impact

——XOBELDEWE ZEZNSEIWNT,
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Overall Results Thus Far
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« Ofthos

eeling more valued and respected for their talents and what they contribute
asamultiplier
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Lessons Learned

* Have an inspiring vision

* Build the business case

« Secure active senior level support
« Start small with what you know

« Plan for opposition

* Build momentum with small steps
« Establish clear metrics and targets

* Divide and conquer

* Be patient and stay persistent
* Have a sense of humor

* Be flexible and adaptable

* Make participation voluntary

and flexible

* Regularly engage your members

* Communicate success regularly * Dedicate 1-2 leads for each area
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7 Brian O'Neill
. Director of Learning & Organizational
Development

Aimco
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May 19-22 | Washington, D.C.

Practi Practi
Developing a Custom Leadership Development Curriculum
Aimc o(_\!-!

v 3>2SU118 - Best Practice to Next
Practice: Developing a Custom Leadership
Development Curriculum
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1250 Team Members...

Top Workplace 7 ¥earsina '
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* Enroll via our LMS
* Blanchard Exchange
sends out invite for
"= webinar(s)
\D C° Self-study and
*  activities using
Blanchard Exchange
and Yammer
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The latest research

With supervisor support...

Without supervisor support...
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Promotes conversation...
Supports inter-learner
mlemclmﬂ Allows s/larlll_q of

opportunity to Aearn fram

olhers... Gives everyone a place i
to post guestions and get

alfswers... Encourages fun
interactions and postings
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colleagues... Be active-this is not
passive learning
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nts’ Key Elements for Success
Ensure /eadler ~
B jvolvement.. set clear ’ ' ‘

expectations for 4

development... Create
LEADING ,/& FOR IMPACT

y SPAcefor learning... Receive
feedback.. schedule

Jallow-tipfor accountability
and to assess results
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LEADERS (©) ON BELAY

Key Elements For Success
Provide coaching support and availabilily... Be curious and

interestedin their journey... Show respecttor the 30-40 minutes
needed each week... Like, comment, and answer questions at the

Yammer groups... Provide recognitionfor completion of LF

Climbs and events... Act as a role model/and enroll in Leading for
Impact yourself ==
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Robert Brinkerhoff |

Head of Impact and
Evaluation
Brinkerhoff

Evaluation Institute

HPLJ & (&

Interraticnal Canferance & Exposition
The Warld's Largast Tafent
Development

atd

May 19-22 | Washington, D.C.

SESSION M310

Yes! You Can Accelerate Strategy Execution
Through Your Training Initiatives
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High Performance (GhEHI7R)
Learning Journey (Z—Z=>7 I v —

)

Edward Boon
Expert in
training design
Promote

International

M310 - Yes! You Can Accelerate
Strategy Execution Through Your
Training Initiatives %5 ! H&afcHiHETA
ZOFPFT7ERMB I LT, BRRTZINETES
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but something gets in their way
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Intarnational Confarence
& Exposition
The Worlks's Largest Talent
Development Conference
Mey 19-22 | Washington, D.C,

atd

Learning O \ Business
Intervention Skills Goal

Individual Outcome
20%

MRNEI v—=
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Intarnational Confarence
& Exposition
The Work!'s Largest Talent
Development Conference
Mey 19-22 | Washington, D.C,

atd

Trainee #3 - Communications for Group and Team Leadership at InfoTel

LEARNING MOMENTS THAT MATTER PERFORMANCE BUSINESS
OUTCOMES APPLICATIONS OUTCOMES RATIONALE

How to use listening skills to
engage teams

How to help teams set goals

How to provide team versus
individual feedback

Help team set clear goals for
analyzing customer needs

Provide team feedback to drive
results

Clear linkage of InfoTel product to
customer needs

Compeliing proposals for service
eeeeee Is

Grow profitability

Assure growth and stability in an
unstable low-growth new
customer market

Maintain position as market-share
leader

* Grow client base
* Increase share-of-wallet in

Workshops, E-learning modules,

Skills Application and Perfromance Improvement:
Identification of MtMs, Manager support, try-out scenarios,

1 or team job
1
0,

! 80%
Learning acquisition & retention: 1

1

1

1

Quizzes, tutorials, job aids etc. timely feedback, Identification of performance barriers etc.

PROMOTE’

Copyright © Promote International 2019
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PROMOTE’

Copyright © Promote International 2019
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a Results
Develop and
Practice Skills
' Build Knowledge
Foundation
Feed"@é—
Commit to

the Journey
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Intarnational Confarence
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Mey 19-22 | Washington, D.C,

Y.
Designing High Performance Learning Journeys
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We conducted an impact study to assess different aspects of learning, application of learning, manager
engagement, accountability and other aspects of training.

« Leadership training programs with a High Performance design
* 3-4instructor led training modules, stretched out in time for 6-12 months

PROMOTE"

A DR

FHERICHELTE A
YU BEENESNIAE
.,“ © E<E. REROFHEE

Business Impact Eﬁéﬁ%%b\\ﬂjfco

The research showed that training programs with HPL methodology help to increase performance substantially.

2.9 8 81% MRHD

Highimpact o/ =
(10% 9% 81% ) 9% %EEEP\ Jﬁ%‘ii
Average for 7 organizations. 7'£

PROMOTE"
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The study showed that training programs designed with HPL methodology create sustained impact.
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HPLJ methodology drives a learning to performance culture % ‘: > 7:; H\% j] bfﬂﬁ
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Ina Weinbauer- a  Masha £y~ 3> TU314 - What Makes Training

Heidel "; ?, lbe§Ch'tZ Really Work: 12 Levers of Transfer

or. _ -’ Institute for | E¢tectiveness MABRICHHENRELHHT D

Institute for . Transfer P RSYRT7F—HREDOEHD1 205 T

Transfer Effectiveness

LRIDEZ AH 77
§ - \‘\( \‘ \" .
0], A= L% (ST :
May 19-22 | Washington, D.C. ‘&\ ) ( May 19-22 | Washington, D.C.

14 Noimprovement group

Lever 10 // 8 High improvement Group
Support from P
g /
Supervisor 0o
90% -
Case Study: 80% -
Leadership Development 70% 7
program at American 60%
'

Express

Leone, P, (2008) Take Your RO to Level
Trai

e "4

08
6. Training Industry Quarterly, Spring, "
1418, 20%
10%
n /
0% Support supervisor
One on one meetings 9 Improvements are
with my leader has a positive impact recognized and rewarded
\\\\\\\\\\
sssssssssssssssssss
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- BROBLWREEICEL T, EFEDEDLDIE2~4EL AN
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e -

Percentage of participants

Lever 07 )
who excercised at least 1x/week
Tl‘ansfer Source: British Journal of Health Psychology
. 100%
Planning

“During the next week, | will partake
in at least 20 minutes of vigorous exercise
on____[Day] at__[TIME OF DAY] at/in ___[PLACE]"

Group 3

91%
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2. 28N
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DETERMINES
TRANSFER?

DESIGN (FHEREHR) 5 T
Effectiveness®

4. FRfE7R B RY
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ﬂ Institute for

Transfer Effectiveness

8. 7EMY 2=
9. AADEES

10. EAMS DY R— K

International Conference
& Exposition
The World's Largest Talent
Devefopment Conference
May 19-22 | Washington, D.C.

12 LEVERS
OF TRANSFER
EFFECTIVENESS

TRAINING
DESIGN

TRAINING DESIGN

Transfer Clarity of Application
motivati pectati opportunity
Self-efficacy Content
relevance
Transfer Acti
volit practice
Transfer
plannini g
THE LEVERS OF TRANSFER EFFECTIVENESS ARE...
- Significant determinants and predictors of transfer of training from more than 110 years of transfer research Transfer
+ Can be influenced and controlled by certain tools and interventions pectatl
the org t

ORGANIZATION (fBf##R)

11. EENS DT R— K
12. @07 —=>I X1t
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TRANSFER
MATRIX

The transfer design tool
for developing your
transfer concept

www.transfereffectiveness.com/
transfermatrix

May 19-22 | Washington, D.C.

International Conference
& Exposition
The World's Largest Talent
evelopment Conference

this is how we support
transfer success

Transfer goal workshop
with HR, trainer, supervisor 11
and participants

Training description &
invitation (programm 5
visualization as process)

Prep-questions &
teach-backs with 6
colleagues

Self- and external
assessment of transfer 6
goals as preparation

Trainer code T 16

* %k

Kk k

* *

Kk k

dkok kokk kokk kkk ok *$* *

Levers for
THE ORGANIZATION
@
£ £ 8_ &
EE & £§ =3
F=1 @ =
§s § 28 £%
g2 g 23 928
3E 3 &g &8
& O g R
9 6 9 6
%k k * kX
A
*k
* ok k

* * *

A

VIS VRT 7
% =6 2 ED #H B DI T
& DR

£7IICH LU TOMEKE

12U =ZRHRL

*=MRICEMIT 2ESLHFTFN
XKk =WRICEBT Z2EE AR

*

Tanrsfer expectations
in the organization

]

~

91



3.2 LEARNING TRANSFER

32C 729714 hIWNF—=VIMIVRT7—

=2

Jason

3 Durkee
£ President
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Practical
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Transfer
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Appendix: Learning Transfer Problems and Solutions

Categories Transfer Issues Transfer Solutions
No opportunity to practice skills in the workplace before real application Pre/Post manager meeting; creates specific chances to try skills and get feedback
Manager docsn't have a clear understanding of the program content and how 10 | rmary of program content for manager including how to support through advice and feedback
support the leamner
Fallback on old processes when focusing on work content Job aids and checkist to use when applying skills in real time
Relevant feedback isn't provided; scheduling of feedback isn't considered Gheckist and feedback guide for manager and listeners; diary plan included
Identity opportunities to use information in pre-work
Not sure how information leamed on the course is applied to actual work ‘Show examples of application throughout training / Make specific action plans during training
Forget how to use knowledge in moments of high pressure o when time is Give job aids for easy recollection at point of need
Knowledge
constrained Send reminders and follow up to maintain awareness
” I fc skil i i
Adaptationof broad skils o speciicskils to st various situations fs not Share success stories of other participants with details of how adapted and used on the job
Make action plan of situations to use skills
Reverts to type when habits are difficult to maintain ‘Send regular reminders to maintain mind-share in participants
_— Follow up with reinforcement practice exercises.
Habituation Need extended practice and reinforcement to internalize skills Fotlow v with s pmetions ahoct howw 6 v o job
Share content to colleagues and manager
Need feedback to refine style to specifc situation and work content e e e et
Has a mental block on applying new skills and knowledge Overcome allrational fears and support extensively
Questions whethor skls wil work In his/her specific contsxt Use real work issues throughout program to reinforce need to change
‘Share ample examples of application in similar contexts
enough due that ideas will be tools. of failure and the skills and
Perceptions rejected knowledge
" Greate concrete action plans, schedule and accountabilty to action
De-priortises applying new skills when other work appears more important et maager. oo and Soathas to anates ol eogh
Perceives that adopting new skills in place of trusted practices leads to failure | S"ar® success stories from ofhers who have successfuly applied new skills
Greate conditions for success; clear the path; create goals
No opportuy 10,56 skils on ob It neer future Ideas to apply partially in current situation
Ideas to apply outside of work
Skills lost before being used (no way to maintain over time without practice) Spaced reinforcement practice to maintain skills

PENBIHEEERICRATES LS, NARICRRNBEED
RIEEA W Lo RRIEICH LT 0 EEMARIEORIGE
RESTWD, FHEERET BRICHANBICADET TEDES
BEENMESZ5M?, ZRICHLT TESHIBLESh &E
2B THRINRBHNTE S

v > 3Y SU409 - Goodbye Learning Events.
Hello High-Performance Learning Journeys
LB, T—ZVTA4RV b, ChIcBlE. EitEE
BRI—ZVJIv—=—

BRRIDEREIA N VT

Appendix: Learning Transfer Problems and Solutions

Modify Perform. | Action | Coaching | Reinforce | Schedule
Support | Planning | Support | Structure | Support

Categories Transfer solutions

Pre/Post manager planning and application meetings; create specific opportunities to try skills and get feedback . .

Summary of program content for manager including how to support through advice and feedback .

Situational
Job aids and checklist to use when applying skills in real time .

‘Checklist and feedback guide for manager and listeners; diary plan included . .

Identify opportunities to use information in pre-work survey
‘Show examples of application throughout training . .
Make specific action plans during training

Knowledge Give job aids for easy recollection at point of need
Send reminders and follow up to maintain awareness

Share success stories of other participants with details of how adapted and used on the job. .

Make action plan of situations to use skills
‘Send regular reminders to maintain mind-share in participants

Follow up with reinforcement practice exercises

Babliuation Follow up with suggestions about how to use on job

Share content with colleagues and manager
‘Train in teams / Give simple feedback tools

Overcome all rational fears and support extensively . .

Use real work issues throughout program to reinforce need to change
‘Share ample examples of application in similar contexts

§ Provide support tools to eliminate risk of failure and increase abilty to communicate the need for new skills and .
Perceptions. knowledge

lans, schedule and to action
Involve manager, peers and coaches to ensure follow through

Share success stories from others who have successfully applied new skills
Create conditions for success; clear the path; create goals.

Ideas to apply partially in current situation
Ideas to apply outside of work

T—ZVIRNIVRTF—EEZOHBHDBERE Y N EY RS
Ty TLTHBEDMNB L :
- HMERR & BB & > TRERBRWISHNERR S
—DDEFREFIA—ILNA T« —TlERBR<EAEDENNE
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4. Other Topic Transfer: Situational

Transter Issues Ideas to Improve Transfer

Y1 Y RROMEDIZE

XA Y RROIHEDIS
é ‘: 'fﬁ% E"J 7Ld\~ EEE: D F':ﬁ 3. Perception Change Transfer

memREE, 00 T

1. kMERND
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Example Program: Innovation Basics
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4. Other Topic Transfer: Preparation

Example Program: English Gommunication Skills (for non-natives)
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Marie Daniels

ANZ Pharmaceutical Commercial Learning
Lead

Emma Weber
CEO and Founder
Lever - Transfer of Learning

su403
A Chat Bot Case Study: The Future of Learning
Transfer and Evaluation

v >3>2SU403 - A Chat Bot Case Study: The
Future of Learning Transfer and Evaluation
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THE CHALLENGE

Pharmaceutical company with
aneed to support learning
transfer for busy sales

managers
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Example Turning Learning into Action™ process
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kDA Ty MMEET I3y TSy
EB (Z—=V T AFT—Y)

2. Action (B#Z3EER)
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3. Evaluation (GFfh)
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Learning transfer into the
hands of the learners
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Preparation
Online Action Planning
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TEHSNDEERDS?

XwE 7

M:EBWTd 4, 7E5DEWN (I ?
TEE  RBNIICEBSTICRREBRS
ADRBICHIGT B Z EDRA > b~
M:RWT3 R, F—FEATITH
REE  RESADIL—LEESSC
ETITEBAFTRV, RBEMITRSEWN
M:RBWTTh, HE>TLEEW

96



32D Fvy hrRYy MNEBDEE7AO—

B &R
F v hRy kDEFTER

Coach M BOT Vs.

D §

TLA in person

SiO,

Integrate seif Nosign-on orapp, Havea Can'tread Not a human
directive straighttoformat  conversation with between the response
leaminginto fornormaltext  yourself - literally lines ©
workflow chats

000

Flexibility of schedule/ ¥ Cost Psychological safety

Limited flexibility
anytime, anywhere people opened up

when the person is
stuck

of response

Fyv Ry NORRT:
BB TERLEAS T 40O
cFry hEESTYO—
NARE

- A RHAYEW

- REEOHEICEDESNS

- DR RO

F vy MRy N DFEFR

- REIERLS TV IRY —

- REEDORERRICOBDNSRN

- BRIRDEDDES>HFICTERN

—Tx3
R=UEeY

Limited ‘depth’

Depth of conversation
Sentences, relationship
based

FREER (B=FB. HTi=RB0HEER)
Fvv hDOEEE .

1018 : 80% — 100%

2018 : 40% — 87%

3o/ 1 20% — 67%

REEORFHE : 5aRmE — 20~30%

RE : —5. BHE3IDHUA - TEOXE

What we thought
MIGHT happen?

Engagement rates

What DID happen?

Engagement rates
Learning Break 1 80%
Learning Break 2 40%
Learning Break 3 20%

Learning Break 1 100%
Learning Break 2 87%
Learning Break 3 67%

5-10 minutes 20-30 minute

conversations conversations

Depth of conversation
One word answers

EHZEUTORR

Business Impact

“Greater alignment acrossteams” (| . “Increased focus”
(LS

“Anincrease in the number
/"~ of more challenging

7/}~ “Clear and timely feedback”
(L)

‘Good tool coaching done differently!! | like the importance it places on your development that is

specificand chosen by you. Also you know it will be followed up so the presence is there to
complete what you agreed on’.

Fvv bRy NRISOHRSS, FOT
SLhEENSESNIEHE :
cBF—LDRNI RN EEDEBRIEN
TEI

- BERCHITZ2EHZMITDDICHEIL
fc

- BBEN DT A L) =18 T 1 —
- SEFERCEESERU
BT a YT UICHT BEIE
a7 A 0—HDEh -t

NVANVEY;

performance conversations”
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32D Fryy bRy MNCKBREE7AO—
EREFV
Fr v bRy MW T BFENLGE

- 7A0—-0%>T
RWw

- F oy NHYEF]

- FERKETTE
TRM-

cfeo 17 TRWL

N1V RICKE- T oy s o

Good that it was via text
The follow S e @l Em
ups!!

choose the time

time.

What did you like about working with Coach M?

Addressed issues
from meetings with
opportunity for
follow up

Encouraged me to focus
much time and kept and grow in terms of my
things on the radar own development . The

- BAOBRICKHT e

BZEHAN LD ST

Fyvy bRy NMCWHT DR BEDE

- WO TEHEZRDT

FUM Tz (EE

OREHEWVEEDN

»olc

- NEERTEERL

ZIEFS>HRW

AT ORELBRWEEUY
AV RBNIEFUM T

Sometimes there was quite a
Ability to schedule a delay in the response from w
time with CoachM CoachM, so the learning More specific
rather than random break went for a lot longer allocated time

text times than 15mins

What did you not like about working with Coach M?

Planned times or
online capability.
Didn’t like the SMS
format

EB DIER

THEECHLT, 2
INY—>DT A0—
ZiTo 7o
AF—L:Fvvh
Ry N Z7+x0—%0L
BF—L:Fvvhk
My N740—8&D
BF — LD BIEER
BIEAF—L&D
35%r= L

Results from the Pilot

35%

Uplift in the ability to achieve
objectives
with Coach M versus without

53%

Uplift in the progress of
learner’s individual
objectives with the support
of Coach M

CO7O7 T L%m&EU
ThhofcZ &
-FHJICF Yy T B
SAIVTZRDD
ATV T—3ay
ZTEICTD

- BEEEFrYH
DERKRZEZD

- EJIICF vV SDF]
RICDWTEHRRT %

Allow more time for initial
launch explanation

Schedule for prompts on
administration days

Offer choice of phone

benefits of learning coach or Al chat box text

‘ More on evidence & ‘
transfer upfront
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3.3 EVALUATION

3.3A tHERAEDKINIL
A=)y U DAERRE

Wendy Kirkpatrick

President Kirkpatrick Partners

P Fa

The End Is the Beginning

' 1 L
v s iy

James Kirkpatrick
Senior Consultant, Kirkpatrick Partners

LEARN THE NEW WORLD KIRKPATRICK MODEL

7414V Yy T AD5EFE

Jack Phillips
Chairman ROl Institute

w4 A

What is ROI?

Program Benefits ¢
BCR =

Program Costs

Benefits - Costs

ROI = X 100
Program Costs
JW?‘Q/‘
./

Patti Phillips, Ph.D., CPLP
President and CEO ROI Institute

), == QP N AN

T
What is ROI?
Program Benefits
BCR =
Program Costs
ROI = Net Program Benefits X 100

Program Costs
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3.3 EVALUATION

3.3B7EAXYNTY—HY -2y TXL=2EZS

Hanwha 7 )L—7 & &

N> T 7IE1952FRIDT I hILEStERKE T 2EEDDE
TI—"T. D BERELEBNEHICLDAMZIFANICK
D EMmRER, BERR, S5 TIH). BRELSEEORRIC
B U, ULAL2THHEICARD 7 O—/N)Ub. ITIEDERRE (I
YERMNSICIEF. BEOHRINEER TIEBAULGWEENZ Ko
feo —Hh. BREEBORKICEWTIEZ Y 7BEIEEDOXLTH
% NBEDOEE "REETOREN) "EIMRY OEEI WL
TED, RKZFEE2 Y —F—BROWIFICE > TE T e,

CDT—AhsIFEENnsdkrh

1. IBERGEERIETEE (LA L. TRILF—DRE)
CDEFITIFEEOX (REVVENIKE LBV LETER) 20
HDEZEZELSE LT, HIEBERINUTC, ZDIHITIEFEL,
KIFEBEDFERIDE

2. ZHiET—IDKE

Ttz I D ITIFHEDHBINNE, MEI S sHICIFE
BHEDSWER, T—F. EEI’RHIFABHINH S

3. AMBHEMPEYRRICKELEMTES
CDEFDOLSICAMBRTHE., 2ft. BULHLLESHRITH
ULTHREVWAI VIV NZEE5Z 2 ENTFRE, BIELTWZ S

Anna Kim

HRD professional
¢ Hanwha

4 (Jf).

Business Ranking in Korea (2018)

C Asset (trillion KRW)
Samsun g 3994
Hyundai Motor Company 222.6
SK 189.5

Lotte 116.2

POSCO 79.7

GS 65.0

Hanwha 61.3
Nonghyup 58.0
Hyundai Heavy Industries 56.0

00 ENTNC UKV N NUCURY S 5

©

] =
2 o
g

ission (May 2018); excluding publicly held companies

v >3 >2W204 - Identifying Inspirational Future
Leaders
ANEBEIDINOHBZIHEXED)—F—2REHS
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33B7EAAYRTY =Y -2y TXZEEZD

BxeEiAn
Y—4'—2w FORENLEE

‘r‘ -» ‘ ’
(=T W %
The Worif's Largest Talent 5
ool & (B “ p
N L AT
leadership look like? J i
HOSTILE Al fori

BAD DAY OR BAD LEADERSHIP?

et
Couldn’t guarantee a qualified leader i

BEOLERKIC. SFETERVWENFES
BIENSH - fco BEEEOEIREXEL,

- A OFEH (PFRRADBEIEER)
BEDEE

- IREOHEDORE

R UEHNBEBEE L TEFR—Y 3y
EIVT—=IXY MHMEWL BFICEFH
8) , 27T, EREYXR—IYv—ICHE
MHZDTIE. EIRHREZIL T,
ERRERWETRERICEDWE —5—
Oy T EZ BREDH B D TIEARL
m?

FREEROE(ED D E

(9.

| Importance of Mid-level leaders

66

Leading from the Middle *

10%

®
[ Only 10% feel well prepared '~“=/~I

eality of Mic-level Leadership
= ok = g T
== S~ B |

THEERICERZBE &l U,
ER :

- FREEEBN S R DOREEZRD
ZEMNH B

- FREBEEEBOEFRN—Y 3 UHARHE
< T, OBBENFW (JXTN\D)
EHEWIYATOEBBZRSI LI
D, FHLWADREERS (F—ILHWh
=)

- EFHEOEFR—V I VICEEED
BWDIEE LD LT (RREEER)

—A=RDHER

ey 1922

| Purpose of Hanwha Leader Development Program

(3
B Assess . BN B Dcvoion I [ Success_
\ \
o \ A \ Sy
N\ Y :
Q @ ¥ ° @

N VOX’ XA
o N ACA
= NS e

Assess competency to lead and

S: Identify and develop areas
attitude to move up to the next level to improv

CDAMBERBEERDENIE3D :

1. EHZH  fticE > THEAICE S
), EEOY Y=Yy FaAvETFY
V—ZFHiTE. WRONZIEBETES
2. ——ADFTE - FRULTWBRF)L &
SHEBIEITRA Y N EBEEICT S

3. BEBOIE YRX—Iv—ITLER
e XX ES5Z T, BODEES
EBELTESS, £, SBY—F—¢&
LTINS B 7= I iZAD I EH % FRAR
LTHESS

Support mid-level leaders’
success
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3.3B FEAXAYFTU—Y—Yy IXILEERS
W&

PEAXVNDRBIRA Y b EEE

Intarnational Confarance
& Exposition
The World's Largest Talent
Development Conference.

u.y»-mwmmbf-ui i

Clearly define and assess requirements for midlevel leaders
with leadership competencies and derailment factors

“\ Leadership Competency ‘ Derailment Factors

KSF 1

S / Performance i . 0
g “ Manager in charge of a Management Ma(;ggz:f;;m Resistant to change Dishonest
[7] organization unit” -
n People Management | Integrated Thinking Ouervdensndent Deceitful
on others
5 “ Expert in the field and Nurturing junior Team Building ngmatic & Threatening
= mentor to lower level Pi%fzt self righteousness Forceful
—=> managers” Managjement Rational Thinking Distrustful Expresses anger
v /. v

“¢ Personal attributes/ behavior that
prevents professional growth & leadership

Different focus for Junior
and Senior managers

Essential requirements &
responsibilities needed

\

PTEAXYV IR, NB. BEZ DL SICEE U,
X

v %
K

N

’
2

B : EEB CRECE TA WS

7E  BEERFIICREOHEEZRSNETHLEL
Y—F—>yFaAvEryo—.

- VZTVE VAT LBE, BiTER. REMA BHEEE

- VaZ7E CEBTER. EBRE. FLAEILTsVT. BRK
Derailers (fzfg/R-r> &) :mEE. L. EHASER BE

\
I
|l

7

Intarnational Confarence
& Exposition

L€ ) - Customized AC tools and exercises to fit our needs

Creating tension

Preparation(4wks) Main Program (4 days)
Psychological Test ‘ California Psychological Inventory(CPI™)
)|

Provide Results:

Post Program Feedback
Report on Leadership & \
Interpersonal relationship/

Behavioral Event Interview (BEI)

Set1 ‘ Analysis ‘ In-Basket ‘Group Di =4

Simulation Exercise e
Set2 ‘ Analysis ‘ In-Basket ‘Gmup Di %

Selectacase 0 Solve case o

Business IWEHYGOEN | o Team leader approval S;Z:;:y L
o_Submit solution .

Case Sty ‘ Get topic )‘ Work on solution ) ‘ Present Proposal ) 3

Pre-assigned Reading ‘WM(WM ‘ TEST > /

27—y EFi¥ER (4EH)

- NRIAYNHOBER (BEFEE)

T —=RAI T AT B LR— MER &R

AF—Y2: FEAXV KN (4BR)

s TAM ARy NEBB, JI—TT7—U. TLEVEEK
ATF—=I3  HEROXFE T —RKN\v o (7+0O—HE)
CFPEAAYVMNERODT7 4 —RKN\y o

- BEEE  REROTICWT 5eT7—Z VT & BRRIFHE
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3.3B FEAAY R TY—H -y IXLEERD
B D ifH

AVIFILTEAXV N

EEREDOEBHIGEVHAE
ICebETAUIFIL

BETr—2%E-> 2 X 4
7’.— %3&;‘ % \\ KSF 2 el ized AC tools and ises to fit our needs
o I12R
_\\ 9 @ﬁ*ﬁ Analysis Exercise In-basket Exercise

> Analyze various data to find > Prioritize by urgency and > Given a business case study to
“ N optimal solution importance and make discuss and reach the best
5> o .
. /r \/ / \ A /T \y |\ ‘E %j > Assess for integrated thinking decisions solution
s~ . > Assess for judgement and > Assess for leadership and

and project management y
people management skills interpersonal sensitivity skills

=TT 4 RS Y Q ¥ )

' Group Task

AVIFILNBEDA X—
IN—TT—=2 D
F—%;

- BHOBBENE

L& 7 : Customized AC tools and exercises to fit our needs DX¥£ H]%

ar TEST B

Rapidly process large Persuade others and argue in

N After identifying the key
~/ t % %E issue(s) in the case study, amounts of data in the best of the organization.
propose a solution unexpected situations Execute the tasks given to you

- B DBARESE

Day 1, you'll be given a topic to work with in teams

Participants will have 3 days to come up with a solution

.
e A TR B EEL
> Hanwha's counter strategy for the 4th Industrial Revolution o . \ W
. N :F )( > |\ %D nﬁk D

> Hanwha's digital transformation strategy for

— ¥ Study & assess one's knowledge on

> Hanwha's plan for “Trumponomics” business management (Strategy, Finance etr.) X |\ 7‘_ | J N N ' )lj

BZeT A NERE

PEAAY NO®ZBIFEEIEER
A TOICEBDT7ER
A > N DEREEIF.
—AHBEEODOIZ A T

= L \ KSF 5 Combine external & internal assessors to improve assessment and validity of the program

fEk : 8KRI@25 5 e
N - - . - o]
IN>7T7 7 375KE@ E B raumnll 2 Bt oall -1
6.5
2l & S B
/_I_{’/r \/ |\ *im 7 t \y (Korea’s avg. cost)

4 Cost 504 usD

o
™ p &
FT Table 5

570,000 KRW Cost reduction

PEAXAYVNDEEAA—Y

EEOT 7Y )T—
(AERD 7 R
Avh70O) TA

N ys N T ) v > ‘j 3
LG Combine external & internal assessors to improve assessment and validity of the program N .
Zhn%E  16% (47

Con'lposiﬁoofadass __L)\ X 4A)

FT (Facilitator)

m *imulu\'—‘_'vt‘/ -U-_

Participant's Laptop

L aep 4% (ZFEEAN 1

(with Intemet acoess)

T A)

<
P\
e,

o
Ll
N

7
Om [Dposk

o,
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3.3B FEAXAYFTU—Y—Yy IXILEERS
ek &2V

@517 1 —
ZEEIC, UToL
SIHEEMELIR— % f
74—KN\vo33%, € v, %
- RIEEHDEER Proe ek epor and oo pregans o dovlopnent
R A Eﬁﬁﬂgﬁ-q
S
cN—=FT—H D
1w
- TLEVA
- SBROWES

ASR7

: One's personality types, moltives
- Assessment results & feedback

interpersonal tendencies

> Detailed results by category

- Leadership Competency
- Business case presentation results
- Comment on aspects that need further development

PEAXY MEROTER

| Application

Promote Recruit  Talent Acquisition
-\ S N

i
() ;\
Human TALENT %
Resources MANAGEMENT,
uooe sssss w u orce  Pro opos C e u
Evaluate * < Train

Talent management Incubating growth strategies

Development  Iderntiy isst ~ study
s

TEAXY MER%E
ZDKSITEM

Bo

AE I SEDOFEK.
. B, EAZ
K DELRRRIICTTS

BRERE - ZHEED
HIREBEE A/ RN—
avAERENIrESD

2t EEBOEN
SHO-—EE
SHE  AHOER 9
ERESEL, %E

RA > R DM 1 cEnp s
Tyt — BRI meﬁﬁﬁ @b
EhHE NEERZE et

4f | BEMNICED
FEISIEE D S DAl

DB TE 2

| Results of the program

FUOETFRNLR

| 5 KEY SUCCESS FACTOR

.
y
.
n
;

Transitional Leaders

> Clearly define and assess requirements for mid-level leaders with
i i i factor

and

> Leverage customized AC tools and exercises to fit our needs
> Set challenges for motivation
> Provide feedback reports and follow-up programs for development

> Combine external and internal assessors to improve assessment and
validity of the program

Success

- SBVWERENEE

| BROFERA >~ %
| =R

ICHAREIC IR B

- AVUIFILAREE

HHzES
#%% &@AM%

. *iPW*(D Y —X%

SFELHAEDES
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