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High-Performance

Revenue Growth
Market Share
Profitability
Customer Satisfaction

Next Practice
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Over a 5-year period

What do high-performance organizations do differently?

Do those practices correlate to market performance?




* The Human / Al Interaction
* Culture Renovation
* Leadership Redefined

~ * The Personalization of Work
* Well-being
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Robotics & Artificial
Intelligence Predictions

Developments in automation
technologies and artificial intelligence
could see 75 million jobs displaced

However, another 133 million new roles
may emerge as companies shake up their
division of labor between humans and
machines

This translates to 58 million net new jobs
being created

75 —375M workers will have to switch
occupations in next 12 years

50% chance Al will outperform humans
in ALL tasks in 45 years




Top roles 2020 to 2025 across industries

Increasing Demand Decreasing Demand
1 Data Analysts and Scientists 1 Data Entry Clerks
2 Al and Machine Learning Specialists 2 Administrative and Executive Secretaries
3 Big Data Specialists 3 Accounting, Bookkeeping and Payroll Clerks
4 Digital Marketing and Strategy Specialists 4 Accountants and Auditors
> Process Automation Specialists > Assembly and Factory Workers
6 Business Development Professionals 6 Business Services and Administration Managers
7 Digital Transformation Specialists 7 Client Information and Customer Service Workers
8 Information Security Analysts 8 General and Operations Managers
9 Software and Applications Developers 9  Mechanics and Machinery Repairers
10 Internet of Things Specialists 10 Material-Recording and Stock-Keeping Clerks

Future of Jobs Survey 2020, World Economic Forum



Analytical thinking and innovation

Active learning and learning strategies

Complex problem-solving

D

Top 10 skills
for 2025

Critical thinking and analysis

Ul

Creativity, originality and initiative
Leadership and social influence
Technology use, monitoring and control
Technology design and programming

Resilience, stress tolerance and flexibility

Source 10

Future of Jobs Survey 2020, World Economic Forum
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Reasoning, problem-solving and ideation




@ Al and Automation

Upskilling

Only 1 in 4 high-
performance organizations
are prepared to handle the
capability gap coming from

automation and Al.




High-performance

organizations are 5 X

more likely to provide upskilling/
reskilling in anticipation of
future disruption

- High-performance organizations - Low-performance organizations

Organizations with 1,000+ employees. Source: i4cp



Most have no formal mechanism
to reward managers for developing talent

We have no formal reward mechanism for mangers for _ 63%

developing and promoting talent
12%

Tied to the manager's annual compensation . 9%
»
»

Tied to both compensation and advancement decisions

9%
7%

Don't know

Tied to decisions about the manager's advancement

High-performance organizations 60%
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Measuring and Managing

The New -
Corporate - amaz
Currency ~ ¢

Purpose, Culture,
and Brand* ¢ .

18 LEADERSHIP ACTIONS

TO BUILD AN
UNSHAKEABLE

COMPANY

KEVIN OAKES




Does Culture Translate to Performance?

"Longevity in this
business is about being

NSG(ljtYﬁt able to reinvent

aadella .

120 takes over yourself or invent the
as CEO future."

100 SATYA NADELLA

CEO OF MICROSOFT
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18 ACTIONS FOR A SUCCESSFUL

Ulture. Renoyad¥ens

Plan

il

Learn more at culturerenovation.com

Develop and deploy a

comprehensive listening strategy

Gather sentiment and related data from key stakeholders
to understand how they view the existing culture and
ascertain what theyd like the new culture to be.

Figure out what to keep

Intentionally ensure that the best of the company’s
existing norms are preserved and that fundamental
values and history are woven into the new culture.

Set your cultural path

Communicate a clear and concise organizational purpose
that extends beyond profit in order to connect personally
with employees.

Define the desired behaviors

Concisely and continuously communicate the new
behaviors that all leaders need to embody and model
(as well as avoid) to support the culture. Measure and
reward the desired behaviors.

Identify influencers and blockers
Conduct an organizational network analysis (ONA) to
identify the most influential employees to enlist for
perspective, and to leverage as culture ambassadors.

Determine how progress will be
measured, monitored, and reported
Define upfront what the indicators of a successful
transformation should be and put in place mechanisms
to monitor the transformation’s progress.

-

Build
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Clearly communicate

that change is coming

The CEO should articulate upfront why the culture
change is vital to the success of the business now and
looking ahead, and why all stakeholders should care.

Ferret out the skeptics and
non-believers early

The CEO should meet early on with senior leaders to
provide clarity on the behavioral changes required.
Successful CEOs also quickly identify and remove
non-believers and make the necessary adjustments.

Establish both a formal and informal
ongoing communication pattern

Plan on regular, CEO- and executive-led all-company
meetings to discuss geographic or functional-level
progress. Informally, consistent messaging via various
communication channels should also be used.

Develop and reinforce a
comprehensive change model
Include the development of a change model that
emphasizes the values and behaviors needed
throughout the organization.

Establish a co-creation mindset

Enlist, align, and empower leaders and key influencers
at all levels of the organization. Leverage crowdsourcing
to ensure that the change initiative feels like something
everyone had a say in developing.

Provide training on the desired behaviors

Train leaders in desired behaviors, including how to
model them in daily routines.
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Make onboarding about

relationships vs. red tape

Modify onboarding processes and programs to support
the change journey. To help them succeed, prioritize

helping new employees establish strong internal
networks.

Promote those who best

represent the new

Use promotions to reward those who model
behaviors that support the desired culture. Successful
organizations reinforce expectations by showcasing
such employees’ stories.

Change performance

management practices

Make changes to performance management practices
that reward and reinforce the desired behaviors (e.g.,
processes that align to what is accomplished and how).

Leverage employee affinity groups
Leverage influential members of employee resource
groups (ERGs/BRGs) to provide perspective and
reinforce the desired culture as culture ambassadors.

Increase the focus on talent mobility
Ensure the internal movement of talent that exhibits the

desired behaviors. Couple talent movement with ONA
to identify and leverage energizers and blockers.

Don’t underestimate the value

of external sentiment

Monitor external social sites that gather employee

and candidate feedback. They often skew toward the
negative, but are useful to analyze for common themes.




Leadership Redefined
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ESSENTIAL FOR THE FUTURE \
WELL-BEING

The multiple crises of 2020 altered what it means to be a successful leader. In i4cpls study,

673 business professionals identified the leadership behavibrs thaf TRANSPARENCY
markedly increased in importance during 2020—and will likely remain essential for yea: X
to come. These are the top 14 behaviors cited from a ist of six dozen selectiond: UNDERSTANDING

I AGILIT{

Shows empathy and 4 DIGITAL MINDSET

compassion to others | \

Creates a sense of community, / \

connection, and belonging

among the workforce Identifies and prioritizes
opportunities that position the

Ensures a psychologically organization for future success

safe work environment
Freely shares learning and best

Ensures a physically practices across the organization
safe work environment

Identifies and breaks down
structural silos

Uses the appropriate communication
tools, channels, and tone

Keeps others informed of Models the use and application of
matters that affect them technology / new media to connect
and collaborate with others

Prepares the workforce for the
application / impact of a digital world
Stays highly attuned to the opinions
and sentiment of the workforce

Practices active listening and
seeks to understand others’

points of view and concerns i4cp.com

Maintains positive relationships

under difficult circumstances Get more resources at

LEADERS ARE
PEOPLE WHO DO
THE RIGHT THING;
MANAGERS ARE
PEOPLE WHO DO
THINGS RIGHT.

QUOTEHD.COM Warren G. Bennis

DERSHIP REDEFINED »333)3)3))))0))N )

TO STRENGTHEN CULTURE AND'PURPOSE

In idcp’s study, , 673 business

professionals identified the leadership behaviors

that markedly increased in importance during 2020

—and will likely remain essential for years to come. /

Out of nearly six dozen behaviors considered, there
were 7 that strongly correlated to both an

G / TALENT
DEVELOPER:

Advocates
for others

BOUNDARYLESS

LEADER: Ensures
learning

Identifies and and best
practices

structural silos are freely
shared

Builds relationship across the

at all levels within organization

the organization

Provides
opportunities
for others to
learn and grow

Continually
seeks to
personally
learn and
grow

Actively moves resources,
including talent, across
traditional boundaries

Get more resources at
to solve problems



Most Commonly-Cited Behavioral Themes

Well-Being Transparency
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Behaviors with the Greatest Impact

1. Freely shares learning and best

Dependent Variables practices across the organization *
Market performance (MPI) 2. Identifies and breaks down structural
Performance compared with silos *
industry or peer group 3. Develops talent to address changing
g“'t“re business needs Talent

urpose . . . o D 1

Engagement 4. Builds relationships at all levels within SveOper
Capability 2021 and beyond the organization

5. Helps others establish productive
connections/networks across the
enterprise

6. Sponsors top talent for visible and
challenging opportunities

* Highest correlations to each of the six dependent
variables.
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THAT ARE INCREASING IN IMPORTANCE

® Actively supports

Establishes productive S
relationships with individuals Shi b

and processes within
the organization

from under-represented
groups.

® Consistently takes actions
that advance goals related
to diversity, equity, and
inclusion

® Actively seeks out
diverse/divergent
perspectives before
making important
decisions

Get more resources at




The
Personalization
of Work




Employees want more
Flexibility and Control
Around

Ml WVHAT to do
Q@ HOW to do it
) \WHERE it is done




In this highly personalized
environment, we will

that have a laser-like focus
on specific individuals.

Writing generic job descriptions
and then posting them for
applicants will no longer work for
top talent.




Experiences

More control i
when it is being taught,
importantly, the pace at which it is
taught.

Laying out a prescribed career paths
with exact titles and boxes will not
appeal to a workforce in a personalized
environment.

Managers will need to sit down with
their direct reports and have serious
discussions about a personal career
experience.



The Project
Revolution

Moving away from Jobs
to Work and Skills




It is not only about a
new way of looking
at Work...

But also, about
looking at new ways
to source Talent.

T4cp



INTERNAL TALENT
MARKETPLACE

Engineer flexible
opportunities real-time

OVERLOOKED for employees to match EXTERNAL
TALENT pOOLS skills and passions to TALENT EXCHANGE

i _ unmet business needs
Demonstrate an inclusive culture - - :
Build capability, perspective,

- ﬂg
1 < .
a.nc.! O bu§|ne§s ne.e_d.s oY &. Unillorron~ and relationships by swapping/
hiring people with disabilities, rotating talent with entities

ToMItary Velerans etc. outside of your enterprise
BE Microsoft AL EP HP
amazon F.0PRp

S——1

CO-OPS/

L 4
INTERNSHIPS/ S| COLLABORATIVE/
APPRENTICESHIPS AGILE TEAMS

Leverage affordable students and
those early in career transition to

ke e e e b TALENT workproject teams.
o (@) ECOSYSTEM H

INTEGRATION
ROBOTS/AI M o D E L GIG WORKERS/

Augment work components FREELANCERS

to improve efficiency,
decision making, and
workplace safety,
and reduce bias that

impedes diversity
PARTNERSHIPS PG
Leverage start-ups and/or CROWDSOURCING

academia to address Obtain input, information,
bottlenecks, commercialize and/or ideas from a
ideas, and/or launch new curated audience both

ventures internally and externally

7, AIRBUS m

Empower and support

Access on-demand skills and
capabilities when/where
needed without new FTEs

BizLab




Well-Being
of Employees




“Whole-person” Wellbeing

INTRODUCTION

Holistic Workforce Well-Being:
A Savwy Investment

iNn Performance

Almost every leader knows this simple truth: providing for the health and well-being of
employees is an expensive undertaking. And while the cost continues to increase, done
right it can be one of the best investments a company can make—enhancing culture,
agility, resiliency, and overall performance of individuals, teams, and the organization
as a whole.

Global employers are projected to spend a whopping $66 billion on workplace wellness
and well-being in 2020, and that figure is growing at about five percent annually (Global
Wellness Institute, 2020).

The global
COVID-19
risis is taking
monumental
tolls worldwide
on community

Physical Health

Emotional/Mental Health

Community Well-being
(volunteerism, involvement)

Career Well-being
(job/advancement satisfaction)

Financial Well-being
(money management)

Social/Relational Well-being
(connectedness to others)

90%
58% 1.5x—

62%
e — 1.5x—

66%
3x ———

66%
3.5x————

62%
Y — 2 5x —

55%
) ——— 4 —

. High-performance organizations . Low-performance organizations

Organizations indicating high/very high extent with 1,000+ employees. Source: i4cp
)

Tacp



Leadership Behaviors
Employee Well-Being

* Creates a sense of community, connection
and belonging among the workforce

* Ensures a physically safe work environment

* Ensures a psychologically safe work
environment

* Shows empathy and compassion to others



of Holistic Well-Being

Awareness an d Training:

lext Practices to Su pport
Mental/Emotional Well-Being  pz. 15

Despite Huge Investment,
Well-Being Program
Effectiveness is Elusive

The Foundation for
Well-Being: Culture
and Leadership

4 Ways to Make More
Powerful Differences
in Well-Being

includes insights from the following:
Humana. Genentech
facebook m Nationwide

Connected

Commons
An i4cp Report

Next Practices in
Holistic Well-Being:

The Performance Advantage

. ;,rief ‘ \] €~/ 3 ; : %‘;i s Purposeful & S
= ilfitasking  Collabgrative Approach
Ec\;ohr/?i %ft‘lﬁﬁéss to Holistic Well-Being The Well Workpace.

Shaping Organizationga| Environments

Next Practices in Holistic Well-Being:
The Performance Advantage

Tacp



Discussion

Questions




