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Consider

Between 1970 and 1980
Workforce Segment Aged 25-34 increased 72.4%
Workforce Segment Aged 55-64 increased 5.5%

Between 1996 and 2006
Workforce Segment Aged 25-34 Will Decrease by 8.8%
Workforce Segment Aged 55-64 Will Increase by 54%




Do you have this problem?

60% of Georgia’s workforce is
over 40 years of age?

21% of all Georgia’s managers
can retire in the next 5 years?

20% of Georgia’s employees are
currently eligible to retire?




What about this?

43% of Georgia’s employees have
less than 5 years of service?

45% of new hires in 1999 left
state government within 5 years?

$267 million cost of turnover for
the 414 jobs targeted for
workforce planning last year?
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Succession Planning

National Academy of Public Administration
(NAPA) provides a useful definition:

"a deliberate and systematic effort to
1. identify leadership requirements,
2. identify a pool of high potential candidates,

3. develop leadership competencies in those
candidates through intentional learning
experiences, and then

4. select leaders from among the pool of potential
leaders.”

5. We add ... evaluate success




Georgia’s Flexible Succession Planning Model
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1. Pre Planning

A. Create succession planning team
B. Establish program objectives

C. Establish measures of success
D. Establish program design

E. Develop implementation plan

B & C Succession Planning Measures p 3 2
D Decision Guide pp 4&5 g

E Sample Workforce Strategy Action Plan pp 6 & 7 i



2. Communication Plan
Why'is the Communication Plan Important?

Builds participant buy-in...
Combats
1 Resistance
1 Rampant misconceptions
1 Uncontrolled releases of information
1 Skepticism




2. Communication Plan

Possible Measures of
Communication Success

— # of people attending forums

— # of requests for information packets

— # of hits to succession planning page on
Intranet

— Survey employees’ Succession Planning
awareness
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3 . Identify Leadership
Requirements

e Competencies
»> Intensity
» Scope of Operations

e Results

For Each Level in the Hierarchy
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The Hierarchy
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The Hierarchy

Executive

Middle Managers

Front Line Managers

Front Line Contributors & Team Lead



Critical Crossroads
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GEORGIA S
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Levels of Leadership Accountability
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Competencies are...

the underlying characteristics of people that
allow them to effectively perform in a job

Core competency models allow agencies to...

identify competencies common to the success
of a specific leadership level




|dentify Leadership Competency Model
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For Each Level of Leadership:

|dentify Subject Matter Experts (SMES)
Define Common Responsibilities

|dentify Competencies Associated with Common
Responsibilities
Determine the Most Important Competencies

|dentify the Levels of Competencies Needed to
Successlully Perform

Senior Leadership Competency Model pp 11 J C




Results

Balanced Leadership Results
= Employees & Teams
= Customers
= Processes
= Business & Mission

Balanced Results Survey pp 12
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4 . Assess Bench Strength

e Measures an organization’s ability to
fill critical vacancies from within

o Basis measure of SP success

v,
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Sample Bench Strength Assessment

Positions Positions
# of with at # of with at least
Targeted Position | Leadership | People People Ready 1 person
e least 1 . .
Positions # Level Ready in 1-2 years ready in 1-2
person .
Now Readv Now (Optional) years
y (Optional)
. Mid-
HR Director 01 | | X
Level
Director of
. 02 Senior R) X 4
Construction X
Customer
. Front-
Service 03 . 2 X R) X
Line
Manager
Mid-
HR Manager 04 0 0
Level

GEORGIA a
L MERIT SYSTEM




5. Identity Pool of High

Potential )
Potential

Potential

“Future work potential is based on accumulated skills
and experience as evidenced by past achievement,
ability to learn new skills and willingness to tackle
bigger, more complex or higher quality assignments.”

Charan, Drotter & Noel, The Leadership Pipeline, Jossey-Bass, SF, 2001
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Hi Potential Pool

Commissioner

Multi-Function/Division Managers

Middle/Function Managers /

Frontline/Team/Project Managers

Individual Contributors
& Team Leads

2 2 Byham, WC. (2004) Taking Y our Succession Management Plan into the 21 Century:
A Whitepaper, Pittsburgh: Development Dimensions International, Inc.,



Identify High

Potential Pool

Combine competencies and results

 Doing the right things
e Getting the right results

Talent = f(Competencies x Results)

Talent = [(GC + CSE) (Sol)] [BR]-D

[(Generic Competencies + Career-Specific Expertise) x (Scope
of Impact)] x [Balanced Results] - given no derailers




Talent Assessment Process

PRE-SCREEN FORMAL ASSESSMENT
Assess against pre-established Assess against pre-established
minimum entry requirements leadership characteristics

Self-Nomination | Competency |

Management Scope of Operation |
Nomination

24




Performance-Potential Grid

Doing the
right things
— Based on
competency
intensity and
scope scores
— Acting the right
way

— Manifesting the
values

— HOW one
performs

25

~20%

~70%

~10%

~10% ~70% ~20%

Getting the right results

— Based on balance results scores
— AND reviews of results

— Expected distribution & how one
stacks up compared to others

— How WELL one performs (€

EEEEEEEEEEE



Talent Matrix

Diamond In the
Rough?
e Loose Cannon?
eProblem child?

Future All Around
Star

Consistent Star

Fully developed
Excellent in role
Needs more responsibility

1

Future Utility Player

Utility Player
» Solid citizen
e Adequate in role

Utility Pro
Fully competent in role
Still developing
Nearly ready for more
responsibility

Take action now
Not developing
Not competent
No potential
In wrong job
Move out

7 4]
=1
=
© pu(
=
~
~
=
=1
© puy
g
<P
~=
~
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=
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=
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Future Pro
Still developing
Not yet exceptional in role
Has potential to improve
Monitor development
6

Getting the right results —

Technical Pro

Fully competent in role
Reached their potential

GEORGIA a
L MERIT SYSTEM




Who would you promote to the open position?

o]
“ﬂ o o
R e

* Identifies talent gaps — functional, geographic, diversity mix, etc.

* Reveals scale of recruiting needed in the next year or two

* Identifies any issues/challenges affecting the talent pool

— development shortfalls, retention problems, weakness in the value ..
) proposition, etc. (¢ VLD



The War for Talent

Affirmation and Differentiation
Performance / Potential Grid

High

Potential

(Competency
Proficiency

Low

Balanced Results
Adapted from (Employees, Processes, Customers, & Mission Outcomes) L

8 Michaels, et al, War for Talent, 2001
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Individual Development
Plan (IDP’s)

Discussion
& Decision

Hi-Po’s
Accelerated Leadership
Development Processes

Objective
Assessment
Process

29 INeksom, $(2003)Tialent: Management:: How, To Do Mere: Wit Less; OD Summit: Showcase/Presentation, Cambridge MA: Linkage; Ing:.
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[ Administering Multi-Rater The GMS Survey of

X

Survey Results and
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TAP

Talent Assessment Program

Administering Multi-Rater Surveys




B Talent Assessment Program - Main M

The first step to administering assessments for succession
planning with TAP is creating an assessment.

N
Talent Assessm Program
Georgia Merit System's Automated Su rogram for Succession Planning
g_ Create Assessment Create a customized
AddfEdit Enfploves Daka Sur\fE}-f Df L_Eﬂ(lerﬁhlp

Potential with the

Print surfey letter “Assessment Wizard.”

Acsessmant Resulks This wizard hEIpE to @

Ausdliary Surveys setup a multi-rater ik
"Assessment Event" e

Aesessmint Status based on the level in the %1

Completd a survey ﬂrganizatiﬂn that iﬁf ] ] ] )
being targeted for A.successmn plannlng coordinator or

Progran] Options . .| assigned committee member can create
succession plannis a custom survey based on the level in

Change UserIDjPassword the organization that is being targeted
for succession planning. Click here to
Eadt Program see the “Assessment Wizard.” )
™ Show "Getting started with TAP" tutorial.
iaStartl J ] & (<l |JE|I‘I|:ID}{ - Microsoft 0., |Talent Assessment ... | |<H;i%@[ﬂ @G‘?—g'ﬁgﬁ 19141 &b

(wema ) Cprevious (e J[eat ||




B3 Talent Assessment Program - Main Menu E

= B2 Assessment Wizard - Step 1 of 6 E

E Ta I €| Forwhich succession pool is this assessment?

= | Georgia Mer

g ¥ ExecutivesSenior Leadership

= O i

= Create Middle Management

g E—— " Frontline Supervisor = |
= AddfEdit ~

= Brin < To setup an assessment for a group of

= ) candidates for selection into a

= P development pool for senior leadership,

= “Executive/Senior Leadership” is selected

= Al L in this step. )

E Ao B
E Complh

E Progr -'=
E Change LI Cancel | | Mexk |

E ExiFFogram " NEQ|T GYSTEN
E [ Show "Getting started with TAP" tutorial.

HMstart||| I & B @ || [Blinbox - picrosoft 0., | [Z] T alent Assessment .., | G W WO 1143 a0

Cvers | reviows |[ vemt [ Bxt |




B Talent Assessment Program - Main Menu

B Assessment Wizard - Step 4 of & =
TEI I el select a competency model for this assessment? . . .
Georgia Mer Depending on which organizational
¥ Use the defautt competency model 1or ExecutivesSenior Leadershigp. +— level an assessm_ent IS targ_etmg’ the
) - : Assessment Wizard provides the
Create & Adapt the default competency model for ExecuiveScnior Leaderzhip. .
I corresponding competency model.
————
AddjEdit A alahle compelencies: Selected competencies: \ /
Applies Technology to Tasks - Collects and Organizes Information -
Prin: < Arithmetic and hathematical Reazoning External Awareness
] Conflict Managemernt = Human Resources Managemert
Cregtive Thinking Manages Resources '
Assess Custamer Service == Oral Communication
Dedisiveness Organizational Awareness
Lrili Diverzity Management Planning and Evaluation
Effart and Initiative = Teaches Cthers
Asses: Flesikility Team Leadership - =
i Gogl and Task Management e Tearmwork
IntegrityHonesty Career Specific Expertize
Compl |- 1 LI
Prog: If a preloaded competency model needs to Wt“ show ighigtted defiton | ]
e ——— be modified for an organization’s specific
Change L needs, that option can be selected here. Canicel | Back | Mext | -
\ _T‘TD
Exit Program o NEI|T BYSTEN

™ Show "“Getting started with TAP" tutorial.

EﬂStart”J i) & (< |ngnhnx - Microsoft 0, .. |Talentﬁhssessment | |<H;—‘%&EI @G?— ';ﬁ 11:44 &M

Click anywhere to continue.

Cvers | reviows |[ vemt [ Bxt |




B3 Talent Assessment Program - Main Menu E

- | Upper percentile ranges are set using this
B2 Assessment Wizard - Step 5 of 6 drop-down menu. This pre-sets the Talent
Matrix display and related assessment
reports. The default setting is 15%.

Candidates with the highest leadership potential are those w
ranges for both "Potential and "Resulks”, Seleck the percent ] ]
you want the TalentMatrix ko sort into the upper ranges basy ~ For example, if 10% is selected here, only

Create Top 15% candidates with scores in the top 10% for
I— A v both Potential and Results will appear in
Add/Edit \the top right box of the Talent Matrix.
Primk < ‘ Top 15%
Assess E
=
_ 2
Al E
Set upper percentile range:
fsses: B
Zompl -
Results
Progr = |
Change L Zancel | Back, | Mexk |

Exit Program L..g NEI|T BYSTEN

™ Show "“Getting started with TAP" tutorial.

EﬂStart”J i) & (< |ngnhnx - Microsoft 0, .. |Talentﬁhssessment | |<H;—‘%&EI @G?— ';ﬁ 2:22 Ph4

[[ Menu ][ Previous ][ —_— ][ a0 ]J Click anywhere to continue.




B Talent Assessment Program - Main Menu

D

E B2 Assessment Wizard - Step 6 of 6 E

= Georgia Mer . .

= Mame this assessment. (Example: GMS_SrLeadership_AssessmentsFY05)

E Create  pececoment Mame: | GMS_SrLdr_Assmnts_FY06

= AddEd

E Primk < f

= In the final step, the Assessment Event can be given a custom name for =
= Assess ease of reference within the application and to provide meaning when

= - the event is seen on reports or communicated in meetings.

= Asses: Click on the Assessment Name box to enter a custom name for this -
= — \_ Assessment Event. )

E Zompl

E Progr _,=
E Change L Zancel | Back, | Finish |

E Exit Program k—,.‘:-:"‘ MEi|T STSTEN
E [ Show "Getting started with TAP" tutorial.

Mstart| | [ &

|| [ inbox - Microsoft o, | [Z]Talent Assessment .., | SEcTs NP N Ry

B )

8144 AN




B3 Talent Assessment Program - Main Menu

Talent Assessment Program

Georgia Merit System's Automated Survey Program fi

Once an assessment has been
Create Assessment Add new I created, individuals may be linked to
and edit s{ the assessment as a candidate or a
employee! rater using the Add/Edit Employee
Print survey letter currently Data features accessed with this
program. k button on the main menu.

Add/Edit Employee Data

Bssessment Resulks

-
Ausdliary Surveys Set permission levels or L\j}d#:
UserlDs and passwords,

assign assessments to
Complete a survey raterﬁ, or add
candidates to
Assessment Events.

Assessment Status

Program OpLions

Change UserIDjPassword GEOREI4

Exit Program NEF|T BTSTEN

™ Show "“Getting started with TAP" tutorial.

#start]
(wema ) Cprevious (e J[eat ||

J :ﬂ & L.";;l |ngnhnx - ticrosoft O, ., |Talentﬁhssessment | |<H;—’%EG@ @?ﬁ'ﬁ 921 AM
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TAP

Talent Assessment Program

GMS Survey of Leadership Potential

-




B3 Talent Assessment Program - Main Menu

~
Ta I ent ASSESS ment Pl'Og r After an assessment has been

Georgia Merit System's Automated Survey Program for Succession Pla created and after candidates and
raters have been entered into the

: Create Assessment \W dan program, raters may login and

<wmpmw/ aESESEment Survey. complete assessment Surveys.

Print surwesy letter

Bssessment Resulks

Auxiliary Surveys

Assessment Status

Complete a survey

assessment survey.

i
This button is clicked to begin an }

Program OpLions

Change UserIDjPassword GEOREI4

Exit Program NEF|T BTSTEN

™ Show "“Getting started with TAP" tutorial.

EiStart”J :ﬂ &8 L.";;l |ngnhnx - Microsoft O, |Talentﬁhssessment | |<H%%EG@ @?ﬁ'ﬁ 11:49 AkA

(wema ) Cprevious (e J[eat ||




ES Talent Assessment Program - Survey

Raters select the candidate they

Talent Assessment Prog rFam will be rating. In the candidate

Georgia Merit System's Automated Survey Program for Succession Planning Sele_Ctlon drOp'dowr_] box, raters
will see only candidates that

have been assigned to rate.

Welcome, John Sample

o ) . Click here to continue.
Please select the individual you are rating and indicate
 TOMPIETE.

The survey will take approzimately thirty (30) minutes to
begin, complete the information in the box below then click the “Star
button. To exit and not start a survey use the "Exit Program™ b

who are you rating? IJim Benson |

What is your relationship with this individual being rated?

" Manager & Peer " customer  Self 4 Indicate relationship.

Start | ‘—[ Click “Start” to begin survey. ] LGHMM S
MEIRIT EYETIM

LF 00 A Formemia MMoriF Cuctoarns &1

EiStart”J :ﬁ & L";I |JE|I‘I|:ID}{ - Microsoft O, |Talentﬁhssessment | |<H%%E@Ea @?ﬁ'ﬁ 9:27 AR

[[ Menu ][ Previous ][ Next ][ Exit ]] Click anywhere to continue.




ES Talent Assessment Program - Survey E

Section 1 - Competency Assessment
itemns 1to 8 of 46

Instructions: For each competency itern, select the behavior that best describes the person you are rating,  Indicate your
answer by clicking the circle that is located next to your selection,

7. Manages Resources - Abilicy to appropriately allocate a variety of resources that may include, materials, money, Facilities, and equipment.
Requires the ability ko assess needs and track progress.,

= Poorly plans For resources needs,
= Uses unreliable methods,

i~ Uses set procedures,

% Performs independent analysis,

" Forecasts resource needs,

@, Meqgokiation and Influence - Gaining cooperation, support, and buw-in From others, The ability ko Facilitake positive dialogue between others

with the goal of resalving differences and reaching compromises, Waorking cooperatively with others to resolve issues, which impede organizational
ar personal success,

™ Dictates outcomes, a N\

{ Accepts one-sided solukions.

{+ Reaches compromise and consensus, Competency itemS are inCIUded based

" Gains mukual suppart and buy-in,

- o o on the competency model selected
Orcheskrates situations to achieve win-win results, .
when the assessment Is created.

Quit This Survey Mext Page \

J

EiStart”J :ﬁ & @ |JE|I‘I|:ID}{ - Microsoft O, |Talentﬁhssessment | |<H%%E@[ﬂ @?’ r;ﬁ@ 10:48 AkA

Cvers | reviows |[ vemt [ Bxt |




B Talent Assessment Program - Survey

Section 1 - Competency Assessment

itemns 1to 8 of 46

Competency items mirror

Instructions: For each competency itern, select th

answer by clicking the circle that is located next o CompetenCieS in Georgia’s
competency dictionary, G-COMPS.

7. Manages Resources - ahility to appropriately allocate a
Requires the ability ko assess needs and track progress.,

Each Competency Assessment item is an actual
competency definition from the G-COMPS dictionary.

% Performs independent analysis,
" Forecasts resource needs,
8. Megotiation and Influence - Gaining cooperation, suppork, and buy-in from others, The ability ko Facilitate positive dialogue between others

with the goal of resaolving differences and reaching compromises, Working cooperatively with others to resolve issues, which impede organizational
or personal success,

{” Dickates outcomes, )

{~ Accepks one-sided solutions,

_ Response options are the behavioral indicators
¥ Reaches compromise and consensus. > from G-COMPS rating scales, which are specific
™ Gains mutual support and buy-in, to each particular competency.

" Orchestrates situations to achieve win-win results, )

Quit This Survey | Mext Page |

M Start |

[[ Menu ][ Previous ][ —_— ][ a0 ]J Click anywhere to continue.

J ] & e |ngnhnx - Microsoft 0., |Talentﬁhssessment | |<H;—‘%&{*}EI @?@f@@ 10048 AR




ES Talent Assessment Program - Survey E

Section 2 - Scope Assessment
ltemns 14 to 19 of 46

Instructions: For each scope itemn, select the behavior that best describes the person you are rating,  Indicate your answer
by clicking the circle that is located next to your selection,

15, Planning and Evaluation - The concurrent m
coordinating wikh respect to goals and objectiv
effectiveness of a given plan.

{ Plans personal work and activities,

= Plans work and activities for several indivi
€ Plans work. activities for multiple wark, units
= Plans impact an entire business Function, d

= Plans impact an entire arganization,

19, Reasoning - Abilicy to breakdown comples ikerns or problems into their component parts, Analyzes and uses information in order to gain
understanding or salve problems, Uses information ko gain insight inko time sequences, causalicy, warying contingencies, ekc,

4 )

- Scope items are included based on
{ Reasoning impacts work of groups of others,
{~ Reasoning impacts an entire function, large prograrn the C0m petency mOdeI Se I eCtEd
= Reasoning impacts a large division, entire arganizatid When the assessment |S Created .

" Reasoning impacts personal wark,

" Reasoning impacts work of others,

Quit This Survey | Previous Page | NE:H:I:\\ j

EiStart”J :ﬁ & @ |JE|I‘I|:ID}{ - Microsoft O, |Talentﬁhssessment | |<H%%E@[ﬂ @?’ r;ﬁ@ 10:51 Ak

Cvers | reviows |[ vemt [ Bxt |




B Talent Assessment Program - Survey

Section 2 - Scope Assessment

ftemns 14 to 19 of 46

15, Planning and Evaluation - The concurrent management of projes

coordinating wikth respect to goals and objectives, Abilicy bo create oo S SR
effectiveness of a given plan.

Each Scope Assessment item is an actual competency
definition from the G-COMPS dictionary.

Foups.

= Plans impact an entire business Function, division, or stakeholder group.
= Plans impact an entire arganization,

Instructions: For each scope itern, select the behavior th SCOpe |temS mirror CompEtenCIeS
by clicking the circle that is located next to your selectio in Geo rg ia’s Competency

dictionary, G-COMPS.

= EVE d Joal, B0 WO OETEFTT

19, Reasoning - Abiliky ko breakdown complesx items or problems inko their component parts, Analyzes and uses infarmation in arder ba gain
understanding or solve problems, Uses information ko gain insight inko bime sequences, causality, warying conkingencies, ekc,

" Reasoning impacks personal wark.
{ Reasoning impacts work, of others,

 Reasoning impacts work, of groups of others,

{* Reasoning impacts an entire Funckion, large program, or class of stakeholders,

" Reasoning impacts a large division, entire organization, all skakeholders,

Quit This Survey I Previous Page | MNext Page I

EiStart”J ] & i |ngnhnx - Micraosoft 0., |Talentﬁhssessment |

™

~

Response options present the levels of impact
from G-COMPS impact scales, which are
specific to each particular competency.

(wema ) Cprevious (e J[eat ||

GBR@ W TAE 1051 am

Click anywhere to continue.




ES Talent Assessment Program - Survey E

Section 3 - Results Assessment

— [
LRI [ I

1 2 3 4 5
Instructions: For each outcome category below, use the Most Below | Average Better = Among
scale to the right to rate the persan in achieving the LT (GG E 0 L LTI s L) e

_ eople | inthe | middle |average, best,in
listed outcomes. Base your responses on actual results P arg bottorn | ofthe | in thg " | the top

produced by the person you are rating. better 30%0 pack |top30% @ 10%
at this

Employee Outcomes

22. High Performing Teams
23. Increased Capability of Others

24. High Employee Performance Leyel

dml.!n_a!fte_r

25. Confidence in Others / -

26. Employees that are Inspired to P . )
7. More trust from Others Survey items from the results domain
28. Motivated Employees are presented in a Balanced Scorecard
Process Outcomes fram ewo rk -

29, Paositive Change \ e

30. Improved Business Strategies - I E

31. More Effective Implementation of Change - I 4

EiStart”J :ﬁ & @ |JE|I‘I|:ID}{ - Microsoft O, |Talentﬁhssessment | |<H%%E@Ea @?’ ';ﬁ 1140 A4

(wema ) Cprevious (e J[eat ||




ES Talent Assessment Program - Survey

Section 3 - Results Assessment

fems 2210 46 of 46 I — —
1 2 3 4 5

Instructions: For each outcome category below, use the Most Below | Average Better = Among

scale to the right to rate the persan in achieving the LT (GG E 0 L LTI s L) e

_ eople | inthe | middle |average, best,in
listed outcomes. Base your responses on actual results P arg bottorn | ofthe | in thg " | the top

produced by the person you are rating. better 30%0 pack |top30% @ 10%
at this

V
Employee Outcomes

High Performing Teams
Increased Capability of Others

. High Employee Performance Level
dml.!n_a!fte_r

Confidence in Others /

Employees that are Inspired to P ]
More trust from Others The four Balanced Results categories

ated Employees include (1) Employee Outcomes,
(2) Process Outcomes, ...

29, Paositive Change \ e
30. Improved Business Strategies - I 3
31. More Effective Implementation of Change - 4

EiStart”J :ﬁ & @ |JE|I‘I|:ID}{ - Microsoft O, |Talentﬁhssessment | |<H%%E@Ea @?’ ';ﬁ 1140 A4

(wema ) Cprevious (e J[eat ||




ES Talent Assessment Program - Survey E

Section 3 - Results Assessment

ttems 22 to 46 of 46 I I
1 2 3 4 5

Instructions: For each outcome category below, use the Most Below | Average Better = Among
scale to the right to rate the persan in achieving the LT (GG E 0 L LTI s L) i

i people in the middle |average,  best, in
listed outcomes. Base your responses on actual results are bottom | ofthe | inthe | the top
produced by the person you are rating. better 30%0 pack |top30% @ 10%

at this

Customer Outcomes

Teetl Customer Satisfaction

35.
35, Increased Numbers of Customers

37. Increased Customer Usage or Pu

38. Decreased Customer Complaints

39. Increased Customer Retention Rates - | 4

Business Results, Cost Outcomes

40. Positive Impact on Business Res

..(3) Customer Outcomes and

1. High value to Achievement ofRel - (4) Business Results/Cost Outcomes.
42. 0Objectives Under Tough Conditio

43. Results with Limited Resources
44, Greater Goal Contribution Levels - I 3
45. Regular Results that Exceed the Typical ﬂw I 5

o T [ Rpuiyigi Ry - JRIpUS IO PRpepe, e pepgn1 N [N S . Py §

aStart”J M & K @ | Elnhnx - Micrasoft 0., | .Talentf-‘«ssessment | |'=CH %EG@ @54 10:55 am

Cvers | reviows |[ vemt [ Bxt |




ES Talent Assessment Program - Survey E

Section 3 - Results Assessmlent
N\ I ]
I I

Raters use this 5-point scale to rate the 1 2 3 4 5

Candidate in achieving each result item. Most | Below | Average Better = Among
other | average | inthe than the

people in the middle |average,  best, in

Raters are asked to base responses on actual are | bottom | ofthe | inthe | the top

results achieved or produced. hetter | 30% | pack |top30% ) 10%

38. Decreased Customer Complaints

39. Increased Customer Retention Rates

—=
—

Business Results, Cost Outcomes

40. Positive Impact on Business Results

41. High ¥alue to Achievement of Result This is the last page of
42. 0Objectives Under Tough Conditions the survey. Raters

43. Results with Limited Resources click “Finish” to submit

survey responses.
44, Greater Goal Contribution Levels y P

45. Regular Results that Exceed the Typical

46. Goal Completion in less Time and with Less Cost
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ES Talent Assessment Program - Thank You

Thank you for completing this survey.

Return to Menu
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ES Talent Assessment Program - Main Menu

Talent Assessment Program

Georgia Merit System's Automated Survey Program for Succession Planning

Create Assessment

addjEdit Emploves Data

Prink survesy lekker . ]
Multiple users can can view

and/or print scoring results from
multi-rater assessments. Click
Ausilary Surveys here to view assessment results

\_

Azsessment Resulks

Assessment Status

Complete a survesy

Program Options

Change UserIDfPassword GEODREIA

Exit Prograrm NEAIT BY3TEH

™ Show "Getting started with TAP" tutorial.
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B Talent Assessment Program - Survey Results

Candidate Assessment Report

Print Report

Exit to Main Menu

1. Select Assessment Event:

2, Select Wiew:

Management Lewvel:

I T able

Senior Leadership

|sr_Ldrshp_FY05 -~

b4 atrix |

This report accesses candidate assessment results for Assessment Events at each leadership level In Table
view, candidate scores and rankings for Potential and Results are displayed. The Matrix view indicates which
candidates have the highest potential by sorting the candidates into a 3 % 3 matrix,

This report provides

Marne

Amanda Carnter
Kent Clarke

Tina Davis

Scott Fvans

Barhara Fincher

Mike | awson
Davis Mitchell
Nancy Oneal
Sean Palmer
Olivia Parker
Tom Parnell

Paul Quisenbury

iiStart”J @ &= L;";l |JE|I‘IDD}{ - Microsoft O, .. |Talentﬁssessment |

Mo, Times Assessed

1
1
2

Sort by fLast Mame

a table view of
assessment scores.

2

1
1

N

1
1

((Cwena ) (previous (e )&t |

Potential Rank Resulks ?
333 12 4.05
285 15 336
285 20 372
i 354 11 3.52
In table view, the report . 340
, can be sgrtegapy Name, 12
Potential o4r22ResuIts. -
1 . 327 13 3.00
Click the Sort By box to
A0 21 2.52
sort by Results.
339 y 308
2594 19 3.20
340 g 3.80

Rank,

4
14
7
10
13
3
i
15
21
17
16
a2
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B Talent Assessment Program - Survey Results

Candidate Assessment Report Print Report | Exit to Main Menu

This report accesses candidate assessment results for Assessment Events at each leadership level In Table
view, candidate scores and rankings for Potential and Results are displayed. The Matrix view indicates which
candidates have the highest potential by sorting the candidates into a 3 % 3 matrix,

To see these individuals in
a Matrix view, click the
Matrix button.

1. Select Assessment Event: lSr_LdrShp_EYOS j (

2, Select Wiew: T able b atrix

Management Level: Senior Leadership Sort I {Results

Resulks
4.40

Mame Mo, Times Assessed Paotential Rank.
Jerry Stephens 1 443 1

Cind:-,[ Ritter 352 5] 416 2
Mike L awson 337 10 412 3
=
Amanda Carnter 3.33 12 400 4 ]
Paul Quisenbury 3.40 g8 350 5 |
Mike Rodrigquez 431 o 2 376 g ———
Chris Templeton h'Tf‘?eﬁ% deVIdual%_havi theﬁ.?z 7 |
Davis Mitchell Ighest average ratings for the 7 =
- . Results section of the survey. =
Tina Davis 285 ] T2 7 ]
Scott Fvans 334 11 352 m e
Renee Simpson 1 325 14 3.44 11 e —
Orlando Smith 2 2493 17 3.40 12
: tart o Inbox - kicrosoft O, ., Talent Aszses=ment ... e m 1156 Ak
Mstart| | [4] & & & box - icrosof 2Tl 37 Y

((Cwena ) (previous (e )&t |




ES Talent Assessment Program - Talent Matrix

Candidate Assessment Report Print Report |

This report accesses candidate assessment results for Assessment Events at each leadership level. In Table view,
candidate scores and rankings for Potential and Results are displaved. The Matrix view indicates which candidates have
the highest potential by sorting the candidates into a 3 ® 3 matrix,

1, Azsezsment Event: lSr_LdrShp_FYOS

2. Select Yiew: Table | I b atrix

nderztanding the T alent b atriz

Quincy Washington Jerry Stephens

= Mike Rodriguez
= Top 18% == Davis Mitchell

Jimmy Ritch Olivia Parker il Amanda Carter

John Smith Orlando Smith Cindy Ritter
Barhara Fincher Mike Lawson
Renee Simpson
Scott Evans

Scroll down to view
Sean Palmer Tina Davis entire Talent Matrix
Gene Turner Tom Parnell Area. To scroll down,

Bottom 15% == click here.

Potential
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ES Talent Assessment Program - Talent Matrix

1. Assessment Event;

2, Select Yiew:

Sr_LdrShp_FY05

T able | I b atris

Inderstanding the T alent b atrix

The Talent Matrix sorts candidates based on multi-
rater assessment scores for Potential and Results.

Potential

Bottom 15% ==

iiStart”J @ &= ISI |ngnhu}{ - Microsoft O, .. |Talentﬁssessment |

Jimmy Ritch
John Smith

Sean Palmer
Gene Turner

an Bottom 15% A~ [ %

Quincy Washington
Mike Rodriguez
Davis Mitchell

Jerry Stephens

Olivia Parker ﬂ Amanda Carter
Orlando Smith Cindy Ritter
Barbara Fincher Mike Lawson
Renee Simpson

Scott Evans

Tina Davis
Tom Parnell

A% Top 15% »* E——
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ES Talent Assessment Program - Talent Matrix
Sr_LdrShp_FY05

T able | I b atris

1. Assessment Event;

2, Select Yiew:

Inderstanding the T alent b atrix

Quincy Washington
Mike Rodriguez
Davis Mitchell

Jerry Stephens

Jimmy Ritch

This view allows you to quickly and easily see
which candidates received the highest ratings in
both Potential and Results.

These candidates have ““high-potential” for
future leadership positions in your organization.

H

Hstart

Olivia Parker
ith

(| A Top1%hssr EE——

|J :ﬂ & ISI |ngnhu}{ - Microsoft O, |Talentﬁssessment |

Amanda Carter
Cindy Ritter
Mike Lawson

NET
n

=
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ES Talent Assessment Program - Talent Matrix

1. Assessment Event;

2, Select Yiew:

Sr_LdrShp_FY05

T able | I b atris

Inderstanding the T alent b atrix

Potential

Bottom 15% ==

H

iiStart |J @ &= ISI |ngnhu}{ - Microsoft O, .. |Talentﬁssessment |

An Individual Assessment Report is printed when
you double-click on any candidate’s name.

frrete Jerry Stephens

To see a sample of an Individual Assessment guez
Report, click here.

ell

Jimmy Ritch
John Smith

Sean Palmer
Gene Turner

44 Bottom 15% A+

Olivia Parker ﬂ Amanda Carter
Orlando Smith Cindy Ritter
Barbara Fincher Mike Lawson
Renee Simpson

Scott Evans

Tina Davis
Tom Parnell

A% Top 15% »* E——
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Talent Assessment Program 41512005
Individual Assessment Repoart

Employee Information

Employee ID: 00256938 Assessment Event: Assessment_ 0113
Name: Jerry Stephens Current Position: Budget Officer

Potential

High
Averace
Jemy Stephens

Loy

High
Averace

Jewy Stephens
Loy

' y Click the Next

((Cwena ) (previous (e )&t |

button to continue.




ES Talent Assessment Program - Talent Matrix

Candidate Assessment Report

Print Report |

This report accesses candidate assessment results for Assessment Events at each leadership level. g/l able wiew,
candidate scores and rankings for Patential and Results are displayed. The Matrix view indicates with candidates have
the highest potential by sorting the candidates info a 3 % 3 matrix,

1. Assessment Event:

2, Select Wiew:

Table | I b atrin

S| Top15% >>

Jimmy Ritch
John Smith

Potential

Sean Palmer
Gene Turner

Bottom 15% ==

M Start

H

| Sr_LdrShp_FY05

I nderstanding the T alent batis

To view a sample of a
printed report for the
Talent Matrix, click here.

Jerry Stephens

J :ﬂ & L‘Q |JEI|‘|I:IDH - Microsoft O, |Talent Sccessment ... |

Mike ﬁudriguez
Davis Mitchell

Olivia Parker ﬂ Amanda Carter
Orlando Smith Cindy Ritter
Barhara Fincher Mike Lawson
Renee Simpson

Scott Evans

Tina Davis
Tom Parnell
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MR R
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Talent Matrix Report

Box 1

Hatee Tms Assessd Potential Rank Hesults Hank
Jerry Stephens 1 443 1 4. 40 1
Box 2

Hatee Tms Assessd Potential Rank Hesults Hank
Cindy Ritter 1 23.52 G 416 2
Mike Lawson 1 3.37 10 4.12 3
Armanda Carter 1 3.33 12 4. 03 4
Box 3

Hatee Tms Assessd Potential Rank Hesults Hank
Mike Rodriguezr 1 4.3 2 3. 76 ki
Davis Mitchell 1 4.22 3 372 7
dincy WWashington 1 3.81 4 3. 32 14

Euxﬁ
button t ti :
{[ Menu ][ Previous ][ Next ][ Exit ]] ution to continue




ES Talent Assessment Program - Talent Matrix

2

Print Report |

Candidate Assessment Report

This report accesses candidate assessment results for Assessment Events at each leadership level. In Table wiew,
candidate scores and rankings for Potential and Results are displayed. The Matrix view indicates which candidates have
the highest potential by sorting the candidates info a 3 % 3 matrix,

1. Agsessment Event: | Sr_LdrShp_FY05

2, Select Wiew: Table | I b atrix

I nderstanding the T alent batis

Click here to toggle back
to Table view.

Quincy Washington Jerry Stephens
Mike Rodriguez

Bottom 15% ==

MR R

= Top 15% »> Davis Mitchell

E _ Jimmy Ritch Olivia Parker ﬂ Amanda Carter
E (A John Smith Orlando Smith Cindy Ritter

— = Barbara Fincher Mike Lawson
— E Renee Simpson

= E Scott Evans hd

E (a8 Sean Palmer Tina Davis

E Gene Turner Tom Parnell
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B Talent Assessment Program - Survey Results

Candidate Assessment Report Print Report Exit to Main Menu

This report accesses candidate assessment results for Assessment Events at each\leadership level. In Table
view, candidate scores and rankings for Potential and Results are displayed. The Matrix view indicates which
candidates have the highest potential by sorting the candidates into a 3 % 3 matrix,

1. Select Assessment Event: [ Sr_LdrShp_FY05 -] To view a sample of a
5. Selact View: I—Table — | printed report for the

table view of the
Candidate Assessment

Management Level: Senior Leadership Report’ CIICk here'

Mame Mo, Times Assessed Potential Rank Fesults Faank. E
Jerry Stephens 1 4 43 1 4.40 1 ——
Cindy Ritter 1 3.52 & 416 2
Mike L awson 1 337 10 412 3 —
Amanda Carter 1 333 12 405 4 =
Paul Quisenbury 1 340 5 3.80 ;
Mike Rodriquez 1 4.31 2 376 6 [
Chris Templeton 1 3.20 15 3.72 7 s
Davis Mitchell 1 422 3 372 N 00
Tina Davis 2 285 20 372 7 _
Scott Evans 1 334 11 352 1m e
Renee Simpson 1 325 14 344 11 =
Orlando Smith 2 285 17 3.40 12
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Candidate Assessment Report

Ratee Tms Assessd Potential Rank Results Rank
Armanda Carter 1 .33 12 408 4
kaent Clarke 1 2498 18 3.36 14
Tina Davis 2 2.85 20 372 7
Scott Evans 1 3.34 11 362 110
Barbara Fincher 1 3.66 a 2.40 13
filke Lawsan 1 23.37 10 412 c
Davis Mitchell 1 4,22 c 372 7
Mancy Oneal 1 327 13 .00 18
Sean Palmer 3 210 21 282 21
Clvia Parker 1 3.349 H 3.08 17
Torm Farnell 1 294 19 2.20 16
Faul Quisenbuny 1 3.40 a .80 ]
Jirmmy Ritch 1 2.48 7 2.88 149
Cindy Ritter 1 .62 ki 416 2
Mike Rodriguez 1 431 2 3.7h ]
Fenee Simpson 1 3.24 14 3.44 11
Jaohn Smith 1 2.00 16 284 20
iJrlando Smith 2 2498 17 3.40 12
Jerry Btephens 1 4473 1

Chris Ternpleton : 3.20 15 Click the Next button

to continue.
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GROW GREAT LEADERS

High
Stretch/
developmental
jobs

Feedback/
mentoring

Formal

training

Low

Low High

Source: War for Talent 2000 survey




Development Matrix

Coach / Develop

To continue towards
full performance

Develop for current role

Coach / Develop

To be an exceptional
performer

Develop for current role

Cross-Functional Move
Move Out-next year

To a larger job at the
same or next layer
Move ‘em or loose ‘em

7 3 | Develop for future role 1
Within-Function Move
Coach / Develop for Coach / Develop To be an Move. R
current role exceptional performer To a job a.t the same level
To become fully Develop for current role Plan multlpl.e Mmoves
performing Ensure pay is sufficient
8 S | Develop for future role 2

Coach [ Noavalan

Input for development discussion

periorming or
Move out - next 12
months

69

Y3 Development Grid pp 13

Move/Promotion Not Considered

current role
To be an better performer

Input for performance discussion

Link to Reward (Base Salary, Performance Increase )

I everage ;71stery for
renefiz ” the
organization
Develop for current role

4
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10 Great Part-Time Assignments

Re-launch a product or service that’s failing.
Launch a new product or service

Manage a fix-it/turnaround

Manage a rapidly expanding product/ service

Prepare & make a strategic proposal to top
management

Take on an assignment where others have failed
Manage a start-up

Create a new product/ service from scratch
Manage an unpopular change

0. Chair a multi-functional team solving a tough issue

S E= 5 B

= © © 3
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6.5. Hire Managers &

72

L.eaders

Standard merit-based hiring event

Match people to jobs based on
competency profile fit

May have to look outside your
organization




The War for Talent

Performance / Potential Grid

High

Potential

(Competency
Proficiency

Low

Balanced Results

Adapted from (Employees, Processes, Customers, & Mission Outcomes) L
73 Michaels, et a, War for Talent, 2001
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7. Evaluate

Succession Planning

Collect, analyze, and interpret data on
effectiveness of communications and
succession devel opment




Measures of Success

1. Oneor more well-qualified internal candidates
are prepared and ready to assume each key job
(i.e., ready list)

2. A record of successful promotions (or lateral
placements); few people fall

3. Few leave the
organization because of ‘lack of opportunity’




Subjective Measures

EXAMPLES:

1. workforce perception of discrimination--ethnic, gender, age, etc.
Diy perceptions of fairness

3. ” understanding the promotion and placement process
4,7 morale & employee satistaction scores

5. ” perceptions of a clear career path, development options
6. stakeholder perceptions of managerial and executive competence
7. ” confidence in primary and alternative candidates

8. ” perceptions of bench strength for key positions.
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