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Executive Summary

Background

A major challenge for organizations continues to be leveraging their human capital as a
source of competitive advantage. Talent management practices allow organizations to maximize
their human capital by identifying who in the organization is top talent or high potential, and
placing these individuals into key roles where they can have the greatest impact.

The Great Recession, and the overall challenging nature of today's business environment,
has forced organizations to make difficult decisions regarding cost allocation. One area in which
some organizations have reduced spending is in talent management, particularly leadership
development. Before the recession, organizations invested heavily in leadership development
programs for most management level employees; in 2008, however, these programs were
increasingly removed from the budget as organizations attempted to scale back on spending.
Even as the economy improves, cost cutting has become inevitable. Another way organizations
have tried to remain profitable, other than cost reduction, is through increasing employee
productivity. Still, organizations are finding it difficult to increase prices for services and
products due to reduced customer tolerance of such practices. Therefore, it remains critical for
organizations to improve the productivity of employees as a means of profitability, and this
requires effective talent management practices.

Purpose

The present survey was conducted to determine what today’s leading organizations are
doing to manage talent in a post-recession environment with limited dollars. More specifically,
we want to know how organizations are using various tools to differentiate top talent, develop
and retain them, and fill key roles.

Data Collection

Data was collected in two phases. In the first phase, surveys were sent to over 40
respondents in HR related roles. The questions on the survey dealt with succession
planning/talent planning within organizations, understanding the use of talent planning tools such
as 9-Box Grids, and how companies manage key roles and key jobs. The response rate was 50%
with 20 completed surveys in 17 different organizations. In the second phase, any respondent
that indicated in their survey that they would be willing to participate in a follow-up interview
was contacted for a follow-up interview. There were 9 follow-up interviews in total.

Key Findings

Talent Planning Processes

¢ In general, there was wide variation in terms of who was included in the talent planning
process. Most often, the talent planning process focused on middle-level managers and
above. Most organizations surveyed conducted a talent planning or talent review process
on an annual basis.



High Potential Identification

Organizations reported using various tools to identify high potential employees, including
9-Box Grids (Performance vs. Potential Matrices), performance appraisals/reviews,
organization charts, 360 appraisal data. Ultimately, most organizations relied on
subjective methods, such as the recommendation of committees or a managers “gut-
based” recommendation. Most organizations had set criteria that had to be met in order
for employees to be identified as “high potential” (60%). Among these, only 25% of
responders said they used assessments or surveys during this process.

Talent Planning Tracking & HRIS Systems

Many organizations did not have an HRIS system in place (84%), but almost every
interviewee indicated a desire to implement one. Convenience, speed, and streamlining
were some of the benefits most cited as being associated with HRIS systems. Also, some
of the interviewees expressed a desire to use HRIS software in regards to housing and
storing talent planning data. Costs or lack of resources and time were some of the factors
that impeded the implementation of HRIS systems. We found that the use of spreadsheets
is most prevalent when it comes to 9-Box Grid data.

Talent Planning Tools: 9-Box (Performance x Potential Matrix)

Not all organizations use a 9-Box Grid or Performance vs. Potential matrix. Only 50% of
respondents indicated they routinely use this tool. For organizations that do use this tool,
there is great variation in how the data is used. In general, the data suggests that the
majority of employees who place in the top right box (highest in potential and
performance) are either placed into a role with greater responsibility, moved into a role
that could be considered a key role or key job, or placed into a leadership development
type program.

In speaking with organizations in the follow up interviews, the format of the 9-Box Grid
varied. Some organizations used 6 boxes, while others used the full 9 boxes. In addition,
some had definitions associated with each box placement while others did not. Lastly,
some organizations had forced distributions around the percent of individuals within each
box or group of boxes, while others imposed no such forced ranking. In summary, it was
clear from our interviews that the 9-Box Grid or Performance x Potential matrix was
something that was not one-size-fits-all, but rather something that was flexible enough to
fit the needs of each organization. All interviewees felt the tool was valuable and
enhanced the talent planning process.



General Recommendations

Based on the information gathered from the survey and the follow-up interviews, we have three
major suggestions:

The first suggestion is to focus on developing more objective and rigorous methods for
identifying high potentials and leveraging their talent. One interviewee in particular
noted that his role in the process was to help make it more objective, in order to facilitate
accuracy and reduce bias. We acknowledge the accomplishments and successes that
organizations have had thus far in establishing talent discussions and conversations.
Now, the field needs to move into more formal methods to get the most out of our talent
and ensure we’re investing in the right people.

The second major suggestion is in regards to the formal identification of High Potentials.
Even though most organizations we spoke to did not formally recognize high potentials
as such, a 2008 study from the Center for Creative Leadership highlights the positive
effects formal recognition can have in an organization, from retention of top talent to
leveraging high potential employees to develop other talent. It should be noted, that if an
organization does decide to implement formal and public identification of High Potential
employees, this should be done delicately and with tact. While there can be positive
effects for having formal identification, we do not want to marginalize or discourage
other employees who have not been identified as High Potential. It is well known that a
scorned workforce can have detrimental effects on business results.

The final general suggestion to take away from this study is, if you have the resources,
invest in an integrated HRIS system. While it is true that not all survey respondents and
interviewees had integrated HRIS systems, but everyone we spoke to saw the value and
wanted such a system. Where they did exist, saving time and being able to organize data
more seamlessly were some of the benefits cited most among interviewees.



Next Steps - Future Research

It should be noted that this study was done on a small scale, and was meant to gauge what
some of the current practices in the field were regarding talent planning and high potential
management. Much further and larger scale research is needed for several reasons. Primarily to
validate the findings of this study and determine if there are any significant differences between
certain demographics, including: company size, market position, and others. Also, to investigate
more clearly what happens in organizations once the talent planning discussion has occurred.
Future research would also be able to help determine what happens in situations of success or
failure of individual contributors. Another research question that might be of particular interest
and concern is which clients/business units are being managed by whom, and what effects do the
individual contributors have on the business outcomes of those managed clients. Yet another
topic that could be further developed through future research is the relationship between
placement in a 9-Box Grid/Performance x Potential Matrix and turnover. Does it exist; if so, to
what extent?

Overall, this small, exploratory study has unearthed that despite being a popular topic of
discussion as of late, and a function of Human Resources that every organization seems to take
part in some way, there is still much variety in the “How’s” and “What’s” of talent planning and
high potential management. It is our hope that this will stimulate further research and discussion
to guide and facilitate future decisions and policies made by organizations in these areas.



Methods and Demographics

Talent planning is a practice utilized by organizations to identify performance potential and
maximize continued employee, and executive performance through targeted development and
role changes (both horizontal and vertical). The current study investigated how key variables
such as the criteria and process used to select high potential individuals; the use of specific talent
planning practices, namely the 9-Box Grid/Performance x Potential Matrix; and other business
metrics specifically relate to talent planning, future role changes, and business performance.

In order to identify the best practices and trends employed in industry today, E. Rogers
Associates, Inc. designed, administered, and analyzed the survey presented here. Approximately
18 large and mid-sized organizations responded to the survey. The survey consisted of several
items representing the general areas of overall talent planning processes, the use of a 9-Box
Grid/Performance x Potential Matrix, and potential links to other business analytics.

This survey was meant largely to be exploratory about the different methods that are actually
being used in organizations today for talent planning. For that reason, and to ensure that all
possible answers and methods of the talent planning process were captured by the survey, many
questions were asked in a “check all that apply” format. These responses were analyzed as the
number of organizations who responded in the affirmative for a particular method/response.

Because the sample size was so small (n = 20 participants, across 17 organizations), the
responses were not divided or typed in any way. Doing so would lead to a statistical power issue
and would only misrepresent the findings.

Upon the completion of data collection and preliminary analyses of the survey data, exploratory
follow-up interviews were completed. Any respondent that indicated in their survey that they
would be willing to participate in a follow-up interview was contacted. A total of nine follow-up
interviews were conducted during the month of October 2012. Respondents were primarily
from the greater New York area. The industries interviewees were representing included a
variety from retail to consumer products and finance.

Follow-up interviews were an hour long and conducted in an open format. All interviews,
however, did follow a similar pattern. Typically, interviews started with a discussion of overall
talent planning processes. Then moving into a discussion of how the 9-Box/Performance x
Potential Matrix is used in the organization. Finally, interviews wrapped up with a dialogue of
high potentials in the organization; their identification, their development, their recognition, et
cetera.



The following tables represent the demographics of the organizations surveyed:

Organization Types:

e Aerospace e Chemical
e [Food/Beverage e Healthcare
e Technology e Insurance
e Other

e Financial
e Household/Paper
e Retail

Total Annual Organizational Revenue (in
millions of dollars):

Total Number of Employees:

o <S50 5.5%
o 51-200.....cciiiiiiiiiiii 5.5%
o 20.1-100.0....cceviniiiiiiininnnnn 5.5%
e 100.1-200.0....c.cvuuinieninanne. 5.5%
® 2001+ i 78%

Questions Answered on Behalf of:

e Entire Organization............... 65%
e Respondent’s Division............ 6%
o Other.........cccovviiiiiinn 20%

® <50,000......ccccceiiiiiiiiiinnn.. 55.5%
® 50,001-75,000........cccccuvenen.. 17%
® 75,001-100,000.......ccccccenvenenn. 0%
® 100,001-250,000..........cceennenne 0%
® 250,001-500,000....................22%
® 500,001-1,000,000................... 0%
® 1,000,001+.........................05.5%




Survey Results

Section 1: Talent Planning Process Basics

This section outlines the basic parameters under which respondents performed talent planning or
talent reviews within their organizations. Questions ranged from who are included in the process
to how often does the process take place.

Figure 1.1

Does your organization go through a talent review/talent planning/succession planning process,
which can be defined as a process through which business leaders plan for the transfer of their
organizations and roles to the next generation of workers?
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Figure 1.2
What levels of the organization go through the talent planning process? (Please select all that

apply)
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Figure 1.3
How often does your organization conduct a talent review process?

% of Respondents

Monthly, 0%

Quarterly,
0%

B Annually
® Quarterly
B Semi-Annually

B Monthly

No respondents indicated that their organizations performed a talent review process more
frequently than semi-annually. (This could be due to the fact that most follow-up interviewees
indicated that the process was lengthy, time-consuming, and sometimes mentally draining.)
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Figure 1.4

Does your organization have a process in place to identify high performers?
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Section 2: High Potential Process

In this section, we asked participants specifically about high potentials in their organizations.
How are they identified? What is done once they have been identified? How are they
differentiated from the rest of the workforce?

Figure 2.1
Does your organization have a process in place to identify high potentials?
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It is clear from the chart that a majority of respondents indicated that they have a process for
identifying high potentials within their organizations. How that identification is made is assessed
in the following figures.
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Figure 2.2
Does your organization have clear criteria in order for someone to be identified as a High
Potential?
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A majority of participants indicated that there were specific criteria for high potential
identification. There is still a sizeable amount of participants, however, that indicated that they
do not have specific criteria even though they do still identify high potentials within their
organization. If participants selected yes to this question, they were then asked to provide a brief
description of that criteria for high potential identification.
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Figure 2.3
How are High Potentials identified within your organization?
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Approximately 44% of respondents indicated that they used talent review committees to identify
high potentials. Almost 44% of respondents also indicated using recommendations from
managers as the basis for high potential identification. Only 25% of respondents cited more
objective and formal methods of identification such as assessments and surveys. These results
indicate that the current trend in organizations is to identify high potential employees through
subjective, or gut-reaction, methods. This indicates an opportunity for more objective,
potentially less biased methods to be implemented.

The good news is that most organizations include various outside tools at some point during the
talent planning process. Tools that were typically used included:

® 9-Box Grids (Performance vs. Potential Matrices)

e Performance appraisals/reviews

e QOrganization charts

e 360 Appraisal data
* Please see Figure 4.1 for specific information regarding the use of those tools listed above. *
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The same, however, cannot be said when it came to high potential identification. 40% of
organizations did not have any clear criteria in the identification of high potentials. In addition,
for those that do have clear criteria, only 25% of respondents said they used assessments or
surveys during this process. Most organizations relied on the recommendations of committees or
the proposed high-potential employee’s direct manager. This demonstrates a need for more
structured criteria and evaluation methods within organizations.

There was also no single method for what happened with high potentials once they had been
identified. In follow-up interviews, it was discovered that some organizations (typically those of
smaller size) had only one leadership development/high potential program for the entire
company, while other organizations had different programs dependent on the business or
department that they were a part of. Also, while no organization seemed to “broadcast” or
publicize to everyone who was identified as a high potential, there were organizations who
would explicitly tell those employees who had been identified as “high potential” and others that
did not tell employees.
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Section 3: 9-Box Usage within Organizations
We also asked participants to answer questions regarding the use of the 9-Box tool, also known
as the Performance x Potential Matrix, in their talent planning or talent review processes.

Figure 3.1
How extensively is the 9-Box Grid/Performance x Potential matrix used in your organization?
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Over half of the participants answered this question that the frequency of their 9-Box use was, in
fact, infrequent or even never. Less than half indicated using the 9-Box frequently or greater.
Only a third of participants said that this tool was always utilized in their talent planning
processes.

If participants answered this question with anything other than “never,” they were asked to
briefly describe their organization’s use of this tool. Some of the responses included:

» “The 9-Box is used by HR and the executive team during the talent assessment process to
map out performance and potential. Our organization finds it very helpful to be able to
graphically see how the entire team is laid out.”

» “The 9-Box is the backbone to how we identify PXP (Performance x Potential)
placement...”
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Figure 3.2
Does your organization use a forced distribution to place employees into the individual cells of
the 9-Box Grid/Performance x Potential Matrix?
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No participants indicated that they use a forced-distribution, or rank-order method, to make 9-
Box placements.
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Figure 3.3

Does your organization have definitions/criteria around what each box in the 9-Box
Grid/Performance x Potential Matrix mean? (e.g., top right cell considered “key performer”
versus bottom left cell considered “ready to exit the business”)
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An overwhelming majority of responses were in the affirmative for this question. If participants
did indicate a “Yes” answer choice, they were asked to provide some of the definitions for the
cells of the 9-Box tool. A sample of the definitions provided is:

» “We are in the process of changing the definitions.”

»  “All keyed to moving to the next level of management. There are [a number] of ranked
pools from middle managers to top executives.”

» “1. Too new to rate. 2. Must keep. 3. High potential. 4. Outplace. 5. Performance
improvement needed. 6. Well Placed.
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Figure 3.4

Once your organization has finalized the 9-Box Grid/Performance x Potential Matrix positions,
what is done with the individuals who are in the top right box (i.e. highest in performance and
highest in potential)?
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Due to the lack of responses in any given answer choice category, and a majority of responses
being “Other,” it can be ascertained that there is a lot of variety in the field, specifically on what
the next steps are once 9-Box placements have been made and the talent review process
conducted. If a participant selected the “Other” answer choice, they were asked to specify.
Responses included:

» “It depends on the person & the role. They can be placed into a Leadership Program,
moved into a new 'key job' or given greater responsibility.”

» “Try to find them opportunities to accelerate their growth based on business needs.”

» “It depends on the tenure in which the individual has been in their current role but it is a
combination of the first 3 options.”
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Figure 3.5

Once your organization has finalized the 9-Box Grid/Performance x Potential Matrix positions,
what is done with the individuals in the bottom left box (i.e. lowest in performance and lowest in
potential)?
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Similar to the results of the previous question and figure, there was a large variety of actions
taken by organizations in this situation. One response, “Moved into New Roles with Decreased
Responsibility and Decreased Scope,” was not chosen by any participants. As in the previous
question, if participants answered with “Other,” they were asked to specify. Among the
responses were:

» “Both exit from business and involved in last minute save coaching initiatives.”

» “Dependent on person and role, can be placed on an improvement plan, coached or exit
the business.”

» “On-going conversations about what the right "next" move is for them.”
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Figure 3.6
How does placement on the 9-Box Grid/Performance x Potential Matrix (either high

performer/potential or low performer/potential) influence lists of “Key Roles”/“Key Jobs™?
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In the follow-up interviews one interviewee even stated, “It would be great if they used the
Talent Review binders when looking to hire internally, but no one remembers they re there.’
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Figure 3.7
When you are plotting your employees on the 9-Box Grid/Performance x Potential Matrix, does
your organization use multiple years of performance appraisal data?
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The recommended practice by Lombardo and Eichinger (2011) is to use multiple years of
performance data to assess performance ratings on the 9-Box Grids/Performance x Potential
Matrix. A majority of respondents indicated that they do follow this practice for their own 9-
Box use.
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Figure 3.8
If you selected “Yes” to the previous question, how many years are included in your assessment
of “performance” for the purposes of the 9-Box Grid/Performance x Potential Matrix?
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A majority of respondents indicated that they used three years’ worth of performance data or
more when making 9-Box ratings. If participants indicated that they used a different amount of
performance data than two, three or four years, they were asked to specify the amount of
performance data they did use. Some of the responses included:

»  “2-3[years].”

» “As many years as they've been with the organization.”

»  “Well we say it is a few years of performance data, but let’s be realistic, this is a short
term lens. And the problem is the drastic change that can take place in terms of box
movement.”
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Figure 3.9

When plotting employees on the 9-Box Grid/Performance x Potential Matrix, do you use number
weights to rank order which plots are more valuable to your company? (i.e. Lower left-hand
corner box is weighted as a “1” because it ranks lowest on performance and potential, or middle
right-hand box is weighted as an “8” because it ranks highest on potential and middle on
performance)
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The majority of respondents did not use number weights, or rank, the different cells of the 9-Box
Grid.
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Figure 3.10
When using your 9-Box Grid/Performance x Potential Matrix, does your organization cross-
check or compare your ratings against the ratings of another team/department at the same level?
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Approximately 60% of respondents indicated that they do cross-check the placements of
employees on the 9-Box Grid. If respondents indicated that they did cross-check placements
and rankings, they were asked to describe which teams or departments they cross-check against.
Some of the responses were:
» “Compare global to regional business units. All regions are compared by role within the
matrix.”
» “As HR, we cross check all departments.”
» “They are compared on a regional basis. We currently have [a number of] regions and all
associates who work in those regions are compared to one another.”
» “All [executives] who discuss [mid-manager] level and above positions cross-
check/calibrate who is plotted and where in the 9-Box.”
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Figure 3.11
How closely does your organization link 9-Box Grid/Performance x Potential matrix outcomes to
financial metrics?
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Most participants did not regularly link their 9-Box Grid results to the financial metrics.

Only n = 2 participants indicated that there was a close link of the results to financial metrics.
The researchers feel that there may have been some confusion with the definition of “financial
metrics” in this question that could have led to inaccurate results.

If participants did indicate that their organizations linked 9-Box Grid results to financial metrics,
they were asked to specify in what way this happened. A sample of these responses includes:

» “Financial metrics are used in relation to ranking of performance in certain roles and
departments.”

» “Project financial success [is accounted for].”

» “[We use] business scorecards.”

» “Financial metrics drive where a person ranks on [the 9-Box] Grid.”

Despite many participants indicating that they did use a 9-Box Grid or Performance x Potential
Matrix at some point, not all organizations did. Only 50% of respondents indicated they routinely
use this tool.
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When it came to individual employee placements on the 9-Box Grid, of those who were placed
in the bottom left hand box (lowest in potential and performance) about 35% are still retained by
the business and asked to go through some type of performance improvement plan or coaching.
In addition, as an outcome of the 9-Box process, the majority of employees who were placed in
the top right box (highest in potential and performance) are “rewarded” for this achievement with
either:

» Being Placed into a role with greater responsibility
» Moved into a role that could be considered a key role or key job
» Or placed into a leadership development type program

Overall, there was a lot of variety in how organizations make 9-Box Grid ratings and placements,
and how that information is used after the placements have been finalized. In the follow-up
interviews, it was revealed that most participants were familiar with the 9-Box Grid even if it
was not currently in use at their organization. All follow-up interviewees expressed a desire to
implement this tool into their talent planning process. Some of the issues that were discussed in
association with using the 9-Box Grid included the confusion and sense of being overwhelmed
for managers when actually using all nine boxes. A few organizations cited using “shortened”
versions of the tools with only six cells. The second issue that was brought up during the
follow-up interviews was the ambiguity and confusion associated with the concept of potential.
One interviewee even said, “Potential, what are we really talking about here?”. We were excited
and enthusiastic to learn how many organizations we surveyed were using the 9-Box Grid, but it
is obvious that a little clarity and streamlining could be used to make the process more effective
in some organizations.
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Section 4: Talent Planning Tracking and HRIS Systems

This section outlines some of the methods participants used to track talent planning data and
information within their organizations. Questions ranged from what tools are used, to questions
regarding lists of “Key Roles”/“Key Jobs”.

Figure 4.1
What tools are used during the talent planning process? (please select all that apply)
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If participants indicated using another tool not part of the list provided, they were asked to
specify what that tool was. Some of the responses were:

»  “[We like to use the] viaEDGE® [assessment by Korn/Ferry International powered by
Lominger] when possible, movement potential, etc.”

» “Competency models.”

» “Capability assessment and testing.”

»  “[We sometimes use] an Individual Development Plan (IDP) to understand career
aspirations and areas to develop.”
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Figure 4.2
Does your organization keep a list of “Key Roles” or “Key Jobs” for senior/executive level
positions?
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Approximately two-thirds of participants indicated that their organization did have a list of “Key
Roles.”
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Figure 4.3
Does your organization use any criteria to define “Key Roles” or “Key Jobs”?
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A majority of respondents did indicate that they did have a set of criteria defining what a “Key
Role” or a “Key Job” is for their organization. Those participants that responded “Yes” to this
question were then asked to provide a brief description of what these criteria were. Some of the
responses were:

» “Roles which are linked to the business's change strategy and have the highest impact on
business [profitability].”

P “Aselect few positions that are ‘mission critical’ to the business. [In other words,] if
person left, the company would experience great hardship. Usually limited to 10 or less
critical positions.”

» “Business GM...running certain functions involving customers.”
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Figure 4.4
What method does your organization use to keep track of succession planning data? (please
select all that apply)
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A majority of respondents use Excel spreadsheet to keep track of succession planning data. Only
approximately one-third of respondents indicated they used a more sophisticated or integrated
system such as an HRIS system. Some of the other tools cited if a participant selected “Other”
were “Success Factors Talent System” or “PowerPoint Slides.”
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Figure 4.5
If used, what method does your organization use to create and track 9-Box Grid/Performance x
Potential Matrix data? (Please select all that apply)
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HRIS System Excel Customized  No Tracking Other
Spreadsheets Software Tool

A small majority of participants selected using the “Excel Spreadsheets” option for this question.
Also, a little over a quarter of responses for this question were for the “No Tracking” answer
choice. One participant indicated using another tool not already listed in the answer choices, but
did not specify as to what tool was used in their organization.

Again, we see a wide variety of methods used by organizations to track employee data from
talent planning to turnover and retention.
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Appendix A: Survey Questionnaire

Survey Quasticns

This survey alms o Mentity and understand different aspects of an onganization's Talent Planning process. You will also be
asked questions regarding your arganization's s of the 9-Box GridPerformancs ¥ Potential Magrix and some demographlc
questans about your onganization.

The swreey will take about 10-15 minutes of yowr time.

We appreciste your participation!

Does your crganization go through a talent reviewtalent planning!ssocesskon planning process, which can be defined as a
procass through which business leaders plan for the transter of their arganizations and roles ta the next generation of warkers?

L

b

What levels of the organization go through the talend planaing preceas? (Please select all that apply)
I Irdbvichal Connbutors
] Managers
] Edcutives
a Al Ernployaas

ﬂ i | phass Spetity]

‘What looks are used during the lalent planning process? (Please select all that apply)

a SuBox GridsPeriomance ¥ Pobaniial Matrix

:] Revaws of Pafomanca Appraisals

m Omanzaion Ot

T 380 Agpraisal [ats

|l Kay Financisl Metics

rl Oinganczadonal Surveys (9.0, Engagersent, CHmake)
] Mona of T Al

:'l Db {Plaase spacily|
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Qualtrics Survey Software Page Z of 10

How often does your organization conduct a talend review prooess?

) Ennualky
) Sarni-Annualy

& Cuarely
) Bdgnihiy

i e

Does your arganizatian have a process in place o idenlity High Perfarmers?

5\'&!
ﬁN\:'

Does your organization hanve o process in place bo identity High Potentials ?

i Wos
& Mo

Does your organization hanve clear critesia in order for someans to be Ideniifed as a High Polential?

& Yer
& M

M you salected "Yes™ o the previous question, pleass beielly descriie 1hal criteria lor idenlilying High Patentiala,

How are High Patentiale idemtified wilthin your erganizalion? (plesse check all that apply)
Ir] Assessmenis'Sursns
] Cemmimas
m Fecuwrmandaions from Managars
] Pe Formal Procees in Place

] Sher {Pimase specily|

hitps:ihofstra.qualtrics.com/Control Panel/ PopUp.php?Pop Type= SurvevPrintPreview& W1, 10042012
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Qualtrics Survey Solftware Page 3 of 10

How axtansivaly Is tha 9-Box GridParfarmancs ¥ Potantial Matrix used in your crganization?

(The %-Bax GriddPerfarmance ¥ Polential Matrix can be detined as a process in which a 3x3 grid is used to plot employees in
regards to their level of performance against their level of potential)

i Meves
= Saldom
i Fraquently

i Abwars

M u=ad, briedly describe youwr organization’s use of the B-Box Grid'Performance x Polential Mabrix,

Does your organization use a forced distribution to place employees info the individual cells of the 8-Box GridPerformance x
Patential Matrix?

& s

L

Does your organization have definibons/oriteria anound what each box in the S-Box Grid/Performanos 1 Potential Matric mean?
(e.g. top right c2ll considered “key performer” sersus bottom ledt cell considered “ready to exit the business")
i Yak

# MNe

M you selected "Yes® to the previous guestion, what are the definitions?

hittpshofstra.qualtrics.com'Control Panel ' PopUp.php?PopTyvpe=SurvevPrintPreview & W1, 10/4/2012



Qualtrics Survey Software Page 4 of 10

Once your organization has finalized the 9-Box GridPerformance & Pabential Matrix posilions, what is done with the individisals
wio dre in b bop right be (e, highest in performance ard highest in potentialy?

] Mdizisead brvic Haw Roles with Greabtar Responsibility and ncreased Ecope

# Movest into Roles which Could be Considered a "Hey Rola™ or "Hay Job™

] Placed inlo Leadarship or Talent Davelopenant Prograss for Further Davelapmani
# Mothing or Keptin Zame Raole

5  Diher |pleass specifyh

Onice your arganizaticn has finallzed the 9-Bcx GrdiPerformance x Patentlal Matrix positions, what s done with the Individuals
In the bottam left box (L2 lowest In performance and lowest in potentlal)?

¢ Moved inde New Rolkes with Demeased Resmonsbiity and Decreasad Scope
7 Ewind from the Busiress.

) Piaced orig Perfermance improyement Plans

& Mothing or Keptin Same Rok
=]

Diher |pkease Specity]

Does your arganization keep a lisl of “Key Roles™ or “Key Jobs™ for =1} utive levwel pasiti 7

f)‘l'ﬁ!
f}N\:'

Does your organization wse any oriteria to deinde “Key Aoles™ or “Key Jobs*?

z-:, Yk

& Mo

i you selected "Yes” to the provious guestion, please define the criteria used for “Key Roles""KeyJobs® within your
organization.

hitps:ihofstra.qualtrics.com/Control Panel/ PopUp.php?Pop Type= SurvevPrintPreview& W1, 10042012



Qualtrics Survey Software Page 5of 10

How does placemend on the 8-Box GridPerformanoe x Potential Matrix either high performer/potential or low
perfarmer/patential) influence lists of "Key Roles" /" Key Jobs™?

= Flacament on e 3-Box GridPaformance x Polental Mairis has Swicl Bsanng a5 We Try o align Our Lists so thal Dnky
Figh Parformren/Polenlols am in “Key Roles" ey bobs®

& Placement on e §-fox GridPedormance x Folential Malris has No Bearng on Whetter an Individual can Be in 2 Hey
Rola"Hay Job™

& on oK afarmance « Polential Malris has X nizaton Lsas o
) Plascameant o2 S-Box GridPa Poiental Mairia has Sornes Boar Eutt Owr Ornganization U sadd b onal
Cribaria n Making Our Firal Lists

g Ml Applicable

What methed doas your organization use 10 keap track of succession planning dataT (please selact All that applyh
[ HS Syntem
E‘ Ewcial Spraadshiasts
[l Customizad Softwane Tool
7] M Tracking

| Oihed |phiass Speoiy]

M wused, what method does your organization use 1o create and track 3-Box Grid/Performance x Potential Matrix data? {please
s=lact all that apply)

[l HFES System

ﬂ Ewcal Spreadshasts

] Sustomized Softwars Tool
1 P Trackng

I ther {pleass speciyh

Wmen you ang platiing your ampleyess on the 3-Box GridPerormance & Posential Matrix, does your organization use multiple
years of parfarmancs appraisal data?

o e
& MNe

hitps:ihofstra.qualtrics.com/Control Panel/ PopUp.php?Pop Type= SurvevPrintPreview& W1, 10042012
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Qualtrics Survey Software Page 6 of 10

i you selected “Yes' to the previous question, how many yesrs are included in your of “performance” for the
purposes of the 9-Box GridPerformance x Potential Matrix?

6 2

e 32
) 4
g9 Other (Plegss spacly)

Vihen plotting employees on the 9-Box GridiPer x P lal Matrix, do you use number welghts to rank order which
plots are more vaduable to your company?
(i.e. Lower left-hand corner box is weig as3"1" b lt ranks lowest on performance and potential, or middle right-hand
box is weighted as an "8" b it ranks highest on p | and middte on performance)
) Yes
0 Ne
Vinhen udnq your ssox Gric'Performance x Potential Matrix, does your org check or pare your g
a g teamidepartment at the same level?
m Yes
o No

it you selected "Yes” to the previous question, 1o which teams or departments do you cross-check your 9-Box Grid/
Performance x Patential Matrix with?

| -~

Does your company track tumover and retention statistics?

o Yes

o No

M your orgsnization uses the 9-Box GridPerformance x Potentisl Matrix, have you ever tracked your { and retenti
statistics according to your $-Box Grid/Performance x Polentisl Matrix celis?

o Yes

o Mo

https:/hofstra.qualtrics.conv/ControlPanel/PopUp.php?PopType~ SurvevPrintPreview& W1, 10/4/2012
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Qualtrics Survey Solftware Page 7 of 10

W you sslected “Yes® to the previous guestion, what tools does your arganization use for this purpose? (please select all that
applyl

E HRES Eysbaim

] Excol Sproadshocts

M Customimed Software Toal
| Pl Trackng

E CHher | pleass spesciy|

How chasaly dons your arganizatian Bnk 9-Bay Grid/Perfarmancs ¥ Potantial Matrly oulcomes o financial matrics?
7 Matat Al
£ Seldom

) Closa Link

M your organization does link 9-Box GridPerformance x Py il Matriz = ba i ial medrics, n what way are they
used?

Demographics

Before you end the survey we would like to ask you some guestions about your company.

What is thia name ol your company?

hitps:ihofstra.qualtrics.com/Control Panel/ PopUp.php?Pop Type= SurvevPrintPreview& W1, 10042012
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Qualtrics Survey Solftware

Which type of indusiry best describes your organization (check all that apply)

7] Aercspaco

y Aurlomekik

[ Shemica

[ Celrvery

i Enfertainment

[F Financial inswlulicns'Sardce|
ﬂ Fooed andion Bavarage

T Farest andior Fapar

) General Morchandises

[ Healtcam

i Househald andior Persanal Product
[ ndusirial andior Fams Equipment
] ‘reuanca

] Peeinl

) Pairoleum Refining

[ Pharmacaulical

I Fetar

I Technalogy

P Tobacoo

ﬂ ‘Wiholasalar

o Dither |please apecify)

‘ihich of the iollowing best desoribes your organization’s. todal annual revenue (in millions):

# Less than 5.0
S9-100
161200
H1-50.0

S01-400.0

Ls s s R R |

10012000

1 or Mors

F

hitps:ihofstra.qualtrics.com/Control Panel/ PopUp.php?Pop Tyvpe = SurvevPrintPreview & W

Page & of 10
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Qualtrics Survey Software Page 9 of 10

Which of the lellowing best describses the nember of employees al your arganization;
& Less than 50,000
@ S0001.75,000
f TE001.100.000
gs 100,001.250.000
= FE0001-500 040
& S00.0M-FR0 000
i TEL- 000 000
=]

1.000,201 or Mona

Have you answered these questions on behalf of
@ our dhision
# Your antre organizalcn

# Olher {please spacify)

General Commianis

‘Would you or someone on your stafl be willing to participate in a follow-up inftervies

ﬁ\'ﬁ!-
?_';.NG

Please enter the contact indormation for the follew-up Inendew.

Nafia

Tide

Phasng Mumier

E-Mail Adoress

hitps:ihofstra.qualtrics.com/Control Panel/ PopUp.php?Pop Type= SurvevPrintPreview& W1, 10042012



