Talent Management for Leaders

Quick Reference

About the Talent Management Process

Talent
Assessment

Career

Discussion

Calibration
Sessions

Participant Leader starts the
process by completing the
careerdiscussionform

The Rating Leader reviews
and discusses the leader's

career goals and aspirations.

Take place at multiple leader
levels rolling upwards to
ensure continuity. Rating

Then assesses Potential,
Performance, Readiness,
and 9 Box placement, and
attend calibrationmeetings.

online using the talent
management system.

leaders provide final
feedback from the
calibration sessions, review
9 cell placementand define
further steps for identified
talent.

Step 1 - Accessing Talent Management
Workflow

Baptist Health
South Florida

The best place to be your best.

-3

The System website:
https://baptisthealthtm.authoria.net/loginAction.action

User Name: Your Baptist Health AD login
Password: Your Baptist Health AD password

Please enter your User ID and password below.

User Name: | |

Password: ‘ ‘

[Uchln‘

Forgot your password? Click here | Forgot your user ID? Click here

Peoplefluent solutions help you achieve sustainable business results through
a consistent, integrated talent management process.

Powered by

peoplefluent



https://baptisthealthtm.authoria.net/loginAction.action

Steps You Need to Reference:

& \ & L4 &
Career Discussion Form / Face to Face Career Discussion /’l Talent Assessment /"’ Completed
A

A

The Rating Leader Should
Complete these Phases.

Illl'
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be discussing with their leader. Example- AVP

The Participating Leader
Should Complete This Phase

Example- AVP should be discussing

with their Director

Example- Director )

For Your Information:

To start the Talent Management Process the Participating Leader completes the career discussion form. This step is necessary to
start the process. The Rating Leader will not be able start the assessment step if this is not complete.

Step 2: Click on the Task Link

1 owchat [ TaskList | FrtErpisyess: b
Wy Dashboard Decision Views My Analytics
1 Click on the _
About Me a u My Tasks / task link a8
My Position: Dir HRIS Update your Career Discussion Form for 201 4 Talent Management
My Department: HR - Infarmation Systems
& My Development Activities a
fol 1 -
x| 4 1 Show Filters &g Tutorial
=5 i & Y 43 % “
L d Actions | Priority ‘ Activity Name Associations = Status  Start Date
Prol doumal Gzl IDP Pariomancs ui @ Skill5oft, Building Improved Work Relationships In-progress  05/2172014
= View All Activitie s
[© a0 o

‘i% My Company &

¥ Rebecea Jenkins 22 - Dir HRIS
¥ Robert Robinson 22 - Supy HRIS Suppart

o ) —
‘o MyLinks 8

@ PeopleSoft

@ Enterprise Learning Management

Viw All Links

For Your Information:
This form will help you and your leader prepare for the career discussion face to face conversation.

Career discussions are an important step in the talent management process because they provide valuable information about a
leader’s future career plans that could impact the organization’s talent strategy.




Step 3: Complete your Career
Discussion Form

Enter:
e Your current position
e Prior work history
o If adding work history, complete
all Employment Information
fields

Worbimoy

Internal Positions 4g===p Will list your current position
. Show Filters @ Tutorial

Position | ~ Start Date | End Date | Time in Position | Manager |
DirHRIS 1172902012 1 Year 6 Months 22 Frank Wiytek

Rows perpage:@

&—= Should have your prior work history.
If your work history is not listed,
please Add.

Page 1 of 1 displayed (1 total iterms)

Work History

There are no items ta display.

&) Add

ﬁ

Work History - [New] H

Employment Information

Previous Job Title: | |

Previous Employer: ‘ ‘

Previous Start Date: @ H
(i)
Previous End Date: :
(MMtiddiy)

Responsibilities and Functions:

e Select Years of Relevant Work
Experience

Years of Relevant Work Experience i—‘ Choose from the
Years of Experience: d r‘op down .

e Add Education, Licenses and
Certifications (if applicable) and
Languages

Education and Skills

Education

There are na items to display.

Licenses and Certifications
There are na items to display.
'EjAdd

Languages

Spoken Languages: //
Wiitten Languages:

Select Add and Fill Out All
Fields. Save




e Add Career Aspirations
o Once all fields are completed,
click Save and Close button

Click this

%ﬁ Navigats career paths tab

—d

_ Career Exploration Career Aspiration

Identity future potential positions

Career Paths

There are na career paths published for this jab

~ Career Exploration Career

Career Highlights

Use this section to highlight your career interests, skills, experience and strengths. This information will help express your achievements and aspirations

What do you consider to be your 3 key strengths? Refer to the leadership competencies. What are your long term careel

Type answers here. Scrall up to reference leadership

Type answers here
competencies link on the instructions

What do you consider to be your 3 developmental opportunities? Refer to the lead

ip competencies. What are your short term cares

Type answers here. Scroll up to reference leadership

Type answers here
competencies link on the instructions.

Key Experiences

What key experiences would you like to abtain in order to achieve your career goals?

Key Experiences: |Type answers hers

Career Aspiration
Use this section ta define potential future positions. Select job families, job functions, management level and other details ta better describe the role

There are no iterns to display.

Select Add to define a potential

aaa | -— future position.

{

Select Criteria for a Career Aspiration

Selectany criteria from below and click "Save” to add a career aspiration. Your
choices will be narrowed down depending on what selections you make

Job Selection Criteria

Job Family: LEERTYE 8
"

Job Function:

You may filter
H by any of
L._» - these
categories to
. -« find a job title.
Timing: * w » Select
Interest Level: hs appropriate
Visibilty: |Evervona who canview nrofie v gnswer from
drop dome.

Management Level:

Job:

Comments:

Development Activity: Develapment Activitizs cannot he associated until the aspiration is saved.

Save J [Haava and Close J [0 Cancel ] P
%

e  Submit the form

For Your Information:

Once you submit the career discussion
information your leader will review the
information and have a face to face
conversation with you.

The face to face conversation will provide more
details of your aspirations, potential,
performance and interest in growing within the
organization.

[ i e 3

o Talarw Profite | Rabocca s TAS MONSGEMENEZ014 Favinn Paric. D3E55014. n0ES

e s <o, T Idormation wi el @ess four achierements ane asgrations.
s e an e youn g e coves et 45 yers)
T angmors ers. Sceo us o refaranca adarshis [P ancwers hara
compsiercies ink on the inskusdans.
taa s, W ara youm short s

T ansswers hare

PNz vl o A i O aghieve e career gl

ey Exparionces: [Tjga answars har.

Career Asplration

maragemen el e obar deial o el descrbe e rle

Once done with the entire

form, click submit
Eam | dousomy | b e

= Mamagaman

& inareat Lovei | Ty Comuments | Duoiopuosit Actuasas | Delste

R T — 10 Manne UBTI01E | 5 Rubeccs Joning x

: Your boss will receive a
notice to login and review
R LT R —— e o your form.
s s || P




Step 4: Holding a Career Discussion

Instructions

HOLDING A CAREER DISCUSSION

Review your employes's talent profile to make sure you are up-to-date with hisfher professional interests and experiences. Hold a career discussion with the leader prior to completing the talent assessment form to get a better understanding of the leader's career aspirations, areas of
interest, and desires to transfer across entities. Allow a minimum of 30 minutes for each career discussion. Click "here” for questions and guidelines for leading a carser discussion.

If after your conversation the leader would like to edit their information you may select Reopen to maove the process back to the previous state.

When you have completed your revies, click Submit to move the process forward to the next state.

Review all information previously entered by the leader and discuss together. Once you have had the face to face
conversation you may submit to the next step.

For Your Information:

Rater leaders will hold a career discussion with the individual assessed prior to completing the talent assessment form to get a
better understanding of the leader’s career aspirations, areas of interest, and career mobility. Rater leaders should allow a
minimum of 30 minutes for each conversation.

Step 5: Complete Talent Assessment

Instructions

ASSESSING YOUR TALENT

During this step you will objectively assess your leader to accurately evaluate their performance and future potential for greater leadership responsibilities. Be sure to complete each component of the talent assessment including the accomplishments, key strengths and opportunities for

improwvernent, This information will be useful as you prepare for the talent calibration meetings.
When you have completed your review, click Submit to close out this process, For Your Information.'
- - Identify if the leader is in a Key
Position
Talent Assessment
®umnamnmmnmmnnm s Potentiali Whal s fhis person's long lerm potential for ising higher in lhe organization? Assess your direct report leaders as
: Low (L), Medium (M) or High (H) in
Select E mmmsmmmmmmns peformance: Ratethis person's overall performance history over the last 3 years. terms Of Performance and POtentIaI'
from : Do not assess leaders that have been in
d rop Ssmsmmmmmneenns Readiness: When doyou project that this individual will have mastered their current role and be ready to move out of their current position to current roIe fOI' |ESS than 3 months.
downs E [ Ready with Development (18-36 months) vl
. F Assess their level of readiness today to
3 = === === Future Potential Position: Forthose leaders identified as Ready Mow, Ready with Developrment or Ready Later, please select a future potential position frof . h d P
'—..}E | P Operations - South Miami Hospital - Administration ~| move into the targEte pOSItIOI’l.
®  Future Potential Position- Other: IFyau chose other fram the drop down list above, please write in the Future Potential Position. Include Entity, Tile and Readinas Assess the risk of the leader Ieaving the
: ‘ ‘ organization as Low (LRK), Medium
E- mmm==m=mn==nnsFlight Risk: |sthis person at risk of leaving the company? (MRK), or ngh (HRK)- If the risk is
: medium or high, list developmental
: actions that would help to mitigate the
L Retention: Flease list actions being taken to mitigate the High & Medium Flight Risk ) | .
. risk. Use the Flight Risk Assessment
: Tool Identify the Target Position(s) you
@ mmmmmmmnma L0ss IMpact: Whatis the impact if this person leaves the company? think each of your |eader‘s WOU|d be
High v .
[Hish ][ most successful in, after they complete
a development plan, given their current
levels of performance and potential.
A plish Key Strengths & Opy ities for lmp
Use this section to listthis employee's accormplishments, key strengths and ities for Describe il thatthis employee has made to
the arganization. When you have
7, Show Filters &@ Tutorial ﬁnished the Talent
Manage  Description =~ Year | Delete Assessment select
@ st 2014 x 1
Complete. «,
|0 Add | Page 1 of 1 displayed (1 total iterns) Rows per page -U . \-
I Add Accomplishments, Key Strengths & N,
fesmsnssssssnnnsnsnnannnnnnnnnnnnnnnnannnnss Opportunities for Improvement for the leader you Y 3
& Bpell Check | ‘ S Print ‘ e EEHEEsn . ‘H Save | ‘OReupen ‘ [U Complete ]

For Your Information:
Adding accomplishments, key strengths and opportunities will help you when participating in the calibration discussion. Tips to
complete this step:

. Focus on specific examples of sustained performance

. Highlight behaviors that reinforce the Baptist Health leadership competencies

. Include specific aspects of that reflect the potential of your participant leader (ability, engagement, aspiration)

. Include examples of the participant leader’s contribution and accomplishments.

. Provide information about opportunities for growth related to the leadership competencies




Congratulations!

You have completed your leader as part of the
talent management process.

Once you have completed all of your leaders,
you may move on to your next task of
Calibrating your Team Ratings.

w/)r

Career Discussion Form w//‘Face to Face Career Discussion w//‘TaIem A

4

Calibrate Team Ratings)i: ompleted -l.J

Calibrating your Team Ratings
Using 9 Box

For Your Information:

To calibrate your team ratings you will be using
the electronic 9-Boxt Talent Matrix with
horizontal and vertical axes, reflecting
performance and potential. Employees are
assigned to one of the nine blocks depending on
the performance and potential assessment
completed on the Talent Assessment Form.

Talent Breakout Guidelines

Best practices in talent management
recommend that roughly 30% of the population
is considered as promotable. At Baptist Health,
focused development is placed on our strategic
talent, comprised of about 20% of our
leadership pool.

Strategic talent is defined as those individuals
who meet the following criteria:
* Able to be promoted two levels within the
organization
» Ready for one level promotion within 18
months
* Willing to work anywhere in the system
* Committed to a career with Baptist Health
* Based on succession gaps and needs.

Template Name: Performance vs Potential
Last Updated: 07/16/2014 Show: Mot Specified Summary Percentages & Counts Recommended Percentages Key Attributes
Potential

Low Medium

4 High Profe: al
Tatel: O Percent: 0%

7 Adaptable Pro 9 High Potential

Total: O Percent: 0% Total: O Percert: 0%

8 Future High Potential
Tatal: O Percert : 0%

2 Future High Professional
Total: O Percert: 0%

5 Key Performer
Tatal: O Percert: 000

Total: O

6 Potential Performer
Total: O Percert: (1%

3 Inconsistent Performer
Tatal: O Percent: 0%

1Low Performer
Tatal: O Percent: 0%

Total: O

Performance

Not Specified

Percent: 0%

Percent: 0%

Percent: 0%

Step 1 —click the link in My Tasks
to Calibrate Team Ratings

3 A Reoisibicalth G fpomon [ ekis | scesone 3

My Dashboard Decisian views My Analynics

[ My Tasks

Calibrate Team Rabings for 2014 Talent Management Review

B About Me

| My Position: AV HR

My Depariment: HR - BH Site

= i > . 43

Ai My Development Activities

3y My Company

@ My Links

You do nat have any links.

/

N actvities fo summarize




Step 2 — Read the instructions
and click Add

gg&t‘lﬁ:‘%ﬂf"h @t ormcnan [ Taskust | Fng Empoyees P,

S

# The 9-Box Talent Matrix | PaulaMAllen | ¥ = Talent Management Review 2014 Review Pericd: 10/01/2014 - 12/21/2014

Complete (3

Calibrate Team R:mngs) Completed )
/

Instructions
The 3-Box Talent Matrix reflects performance and potential. During this step individual leaders are calibrated against each otherto ensure proper placement in the grid. To do this {

1. Select Add and choose the Performance vs Potential template and click continue.

2. Enter Calibration session name and include 3 date and click continue

3. Select direct reports by leadership level. If you have two or more leadership levels you will have to create one calibration grid per level.
4. Atthis point you will now see your 9-box grid populated.

5. Confirm the placement of each individual leader. If necessary, you may drag and drop the leaders name into a different cell.

6. Ifyou make changes to the Calibration grid, you must save your changes. Once you are certain of all your changes you MUST select the Make Visible button and then Publig)
7. Be prepared fo discuss each leader atthe calibration meeting. Click “here” for some fips on what to say.

There are no items to display

(On ] €—

Step 3 - Select the Performance
vs Potential template

Select a Calibration Template - Data for X and Y Axes

Select atemplate to create a calibration session. The template will define the data on the X and ¥ axes
Selecting an interactive template will allow you to move employees between boxes within the template as part
of the ranking process.

%, Hide Filters @ Tutorial

of RunFilter 27 Clear Filter

hd hd A
Step Enter Calibration « Template Display Name Template Description Type
2 Sfaion Dizizill Performance vs Potential Performance vs Potential  Interactive
Step Fage 1 of 1 displayed (1 tofal items) Rows per page:

Select Population for
3 Calibration Session

& Cancel ]

Step 4 — Name the Calibration
Session

Enter Full Name — Management Level —
Date

Enter Calibration Session Details

Enter your full name, the level you are calibrating and the date as the session name. Example: John Doe -
Directors - 7/28/2014

Step Selecta Calibration Calibration Session Namel ‘Jnhn Doe- AVP - 7/268/2014 ‘*I
1 Template

Template Hame: Performance vs Potential

Is the data in this calibration session relevantto a specific period oftime? If so, you may select start and ends
dates to define this period. These dates will display on the calibration session page.

Step
3 Calibration Session

Select Population for

& Cancel ] [U Previous ] [U Continue ] P

Step 5 — Select the Population to
Calibrate

Create grids by Management Level

For example: Directors together, AVPs
together, VPs together

Select Population for Calibration Session [#

Select a Population Type [@
]
it My Direct Reports Only[ 2

s';f SelectaCalraton s [

: P

10z E; 2 |Levells) Below - | Jane Smih | * | o
Sn;p Enier Calibration 1

" Session Details 7 E]

2[A

J.P Select Population Manually From Grid[Z

here. This will display when the calibration session data ks

Population: [ My Direct Reparts Only %3]

(@ canesl | @ :0 Provious | I | @ Finish | (@




Step 6 — Assign you team members to one of the 9 blocks

John Doe - Directors - 7/28/2014

Template Name: [ Performance vs Potential

-

Last Updatedg 1 07/2812014 Snow|3: & ¥ ot Specified [ 2 Summary Percentages & Counts [ M Recommended Percentages [g 2 Key Attributes

Low
Recommended - 200 %
Current: 0%
4 High Professional
Total: O Percent: D%

2 Future High Professional
Total: D Percent: D%

Potentisl [

Medium High
Recommended - 55.0 % Recommended - 25.0 %
Current : 0% Current: 0%

7 Adaptable Pro 9 High Potential
Total: O Percent: D% Total: O Percent: D%

5 Key Performer
Total: O Percent: 0%

8 Future High Potential
Total: O Percent: D%

Mot Specified

Recommended : 0.0 %

Total:

Current: 0%

;0 Percent: 0%

L1} Percent: 0%

0 Percent : 0%

0 Percent: 0%

Steps:
1. SAVE every time you make a change to the grid

2. Once you have made all your changes, MAKE
VISIBLE

3. Publish to Talent Profile
4. Go back to the homepage to start a new

Calibration grid if you have another level to
calibrate.

:

£

€

& 1 Low Performer 3 Inconsistent Performer 6 Potential Performer
Total: O Percent: 0% Total: O Percent: D% Total: O Percent: 0%

B}

‘ Total: D Percent: 0% Total: O Percent : 0% Total: O Percent : D%

{J Backto List [

Fublish to Talent Profile ] & [Q Make Visible ] & [& Import ] & [-E, Clone This Session ] & [@Add Fopulation ] & [@ Wedify Session Details ] & 5 Pr




