In today’s world, information overload and
constant change is the new normal. More than
ever before, your people need clarity on what
success looks like on the job.

How can we help your employees understand what
success looks like in their role?

At the heart of everything we do is our belief that leadership is
relentlessly contextual. We believe that the talent solutions you use to
shape your leaders and manage change should be designed around the
context of your business. And, they should consider what it's like to lead
your business — not someone else's.

That's why we've developed Great Profiles and Playbooks — to help your
leaders know how to be successful at their job in a way that's completely
personalized to your company and people.
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Great Profiles and Playbooks
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Consistent with our belief that leadership is contextual, we codify what Great leaders

do in your organization based on their insights and experience. In doing so, we ensure
that the capabilities defined actually resonate with the people who need to embrace
them - your leaders and employees. Gaining this needed buy-in enables the people in your
organization to make the behavior-changes necessary to execute against your

strategy and adapt quickly.

While Great Profiles define how to be successful in a targeted
role or level, our Great Playbooks help bring that content
to life in the eyes of employees. \We do so by identifying
the most pivotal moments your people experience
on the job. What does that mean? Not all
moments that people experience on the job

We help you identify
to your customers, your business, and your which 8 to 12 moments
employees. We then define what your are the most critical for
"Great"” talent do and what your “Not- your pe°p|e to know
Yet-Great" talent do in each moment. based on impact to your
customers, your business,

and your employees.

are equally important. We help you identify
which 8 to 12 moments are the most critical
for your people to know based on impact
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Great Profiles and Playbooks

Employees love our Great
Playbooks because they
describe success in the same
way people talk about
their work to family

and friends.

Think about how most people
talk about their jobs. People
describe their day in moments
or experiences they have on-the-
job — like when having a difficult
conversation with a direct report,
trying to sell an executive on a
new idea to adopt, or celebrating
the success of the team.

To your people, Great Playbooks will
provide a concrete representation of
their life on the job. That's why Great

Playbooks complement Great Profiles
so well. In the simplest of terms, Great
Profiles tell your employees "how" they can
be their best while Great Playbooks tell them
"when" they should do it.

When working with our clients, we often find the need to
develop multiple levels of leaders.

What are the distinctions in what great looks like from individual contributors up to
Executives? Let's take a look at an example where we did this with one of our clients. We
developed profiles for four levels — VP+, Directors, Managers, and Individual Contributors.
Consistent with our intention to keep things streamlined, we built common expectations
to cascade leadership capabilities across levels.

The only difference between each level was how each leadership capability was defined
by behaviors. For example, a VP is going to show many different behaviors than an
Individual Contributor when they "Build Bridges to Win" given their role responsibilities.
Yet simplicity is maintained for both levels of talent to understand how they can move
between levels by going with a single set of capabilities.
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Strategy made personal

We create powerful experiences that help
leaders build the future of their business
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