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Stanford IT Services - talent management model

Anticipate and
plan for the
future

Establish and
maintain
alignment

Build on organizational
strengths and grow talent
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Stanford IT Services - talent management model

Establish and maintain alignment

Job Descriptions
(setting and documenting expectations)

Performance Management
(goal-setting, performance measurement,
performance evaluations

Key Tools: ePerformance (IPP);
Performance Improvement Plans/PIP)

Competency Models

(Stanford Leadership Competencies; IT Services
IPP/360 Behavioral and Leadership
Competencies [currently being revised];
workgroup Competency Profiles that document
expectations for technical and management/
leadership roles, with cumulative skill/
competency progressions)

Orientation
(under construction)

Anticipate and plan for the future

Staff Portfolio Management

(talent management based on assessment of results
delivery, meeting commitments, meeting expectations
for future performance, capacity, and interest in
growing to the next level [either technical or
management]

Key tools: 9Block assessments for leaders/managers,
individual contributors, workgroups; rotational
assignments, term assignments)

Skills and Competencies Assessments
(Key tools: 360 for Managers and Directors;
departmental Skills and Competencies Assessment)

Succession Planning
(Key tool: Succession Readiness Grid)

Strategic Planning
(workgroup quarterly roadmaps; annual strategic plan;
technical architecture and planning)

Build on organizational strengths and grow talent

Individual Development Plans
(Training classes and other skills/competency development; Leadership
Development Library/ThinkBox)

Coaching and Mentoring
(formal program; informal and peer mentoring; ITLP and external mentoring)

ITLP/SSLDP (and other leadership development programs)
* Note that organizational, strategic, management

communication is a tool that supports and enables
every other tool in this toolbox
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Stanford IT Services - talent management model

Establish and maintain alignment

Job Descriptions
(setting and documenting expectations)

Performance Management
(goal-setting, performance measurement,
performance evaluations

Key Tools: ePerformance (IPP);
Performance Improvement Plans/PIP)

Competency Models

(Stanford Leadership Competencies; IT Services
IPP/360 Behavioral and Leadership
Competencies [currently being revised];
workgroup Competency Profiles that document
expectations for technical and management/
leadership roles, with cumulative skill/
competency progressions)

Orientation
(under construction)
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Establish and maintain alignment

Establish and maintain alignment
Job D ioti IT Services Talent Management Tools
_ 0D Descripaons Job Description TEMPLATE
(setting and documenting expectations)
&
Performance Management N - :
(goal-setting, performance measurement Primary Purpose(s) Summarize the basic function(s), general purpose, and role of
performance evaluations this job.
Key Tools: ePerformance (IPP);
Performance Improvement Plans/PIP)
Competency Models Duties and Statements that describe the major duties and
(Stanford Leadership Competencies; IT Services Responsibilities responsibilities of this job. Include only responsibilities
IPP/360 Behavioral and Leadership related to the primary function of the job where failure to
Competencies [currently being revised]; perform them would have serious consequences.
workgroup Competency Profiles that document
expectations for technical and management/
leadership roles, with cumulative skill/
competency progressions)
Orientation Knowledge Describe the technical or business knowledge required to
(under construction) complete the job’s primary responsibilities.
Education Required and desired level of educational background to
perform this job.
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Establish and maintain alignment

. . . . ® 00 SS DR Create Performance Docs
Establish and maintain alignment
(«]>] @ https://pscsuat.stanford.edu/psc/pscsuat_2/EMPLOYEE/HRMS/ c/ROLE_MANAGER.EP_C|
JOb Descriptions [I0 Apple Yahoo! GoogleMaps GMail YouTube Wikipedia Popularv Linksv Designv Randomv News|
(setting and documenting expectations) Create Performance Evaluations
Select the employees to create new performance documents for.
Performance Management
(goal-setting, performance measurement,
performance evaluations >
Key TOO/S. ePerformance (|PP), View Selected Employees Cancel
Performance Improvement Plans/PIP)
Reports To: Daniela Aivazian As Of: 04/21/2009
Competency Models Continue |
(Stanford Leadership Competencies; IT Services Select Employees Find  First (4] 141 of11 [ Last
|PP/360 Behavioral and Leadership Select Name EmpllD HR Status Business Title Degnpent +
Competencies [currently being revised]; Emety e L
workgroup Competency Profiles that document (00033333) Operations
. B Empty Shared
expectations fo.r technlca! and manag_emer)t/ Position Senviees DC
leadership roles, with cumulative skill/ (00036601) Operations
. Em Strategic
competency progressions) P Planning
O . t tl (00043427) Operations
rientation ) Executive )
) Janice . . . Client Support
(under construction) E Cicero 08792847  Active gb’;g‘” Client operations
. Strategic
O ganete  09g75915 Active fi‘;?;f)%": Planning
! Operations
Mark Executive Shared
(] Mivasaki 05430163 Active Director, Services CNS ;5
¥ Communica  Operations
- Research .
O  Phip 05186707 Active Computi Finance
O puting N
Reese Strategist Operations
Executive Shared
O Mahew  ooesss3s Active Directorof  ServicesDC (&,
Computin Operations
Executive .
Samuel } A Finance
8 Steinhargt 99990889 Active [B)U;f]'g;g s  Operations kb
Bruce Information Strategic
O Vincent 09753716 Active Systems Planning
Specialist Operations
Info Systems  Strategic
O Nancy Ware 03074770 Active Project Planning
Manager Onerations
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Establish and maintain alignment

Establish and maintain alignment
IT Services Talent Management Tools

Job Descriptions Performance Improvement Plan
(setting and documenting expectations)

Employee Name: Discussion Points / Overall Summary

Performance Management
(goal-setting, performance measurement,
performance evaluations

Key Tools: ePerformance (IPP);
Performance Improvement Plans/PIP)

Title/Position:

Classification/Grade:

Executive Director:

Manager/Supervisor:

Competency Models

(Stanford Leadership Competencies; IT Services
IPP/360 Behavioral and Leadership
Competencies [currently being revised];
workgroup Competency Profiles that document
expectations for technical and management/
leadership roles, with cumulative skill/
competency progressions)

Measurement:

Performance Improvement Plan
Goals and Deliverables Expectations Measure Status and Other Notes

APPENDIX - Role Description
Orientation INSERT
(under construction)
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Establish and maintain alignment

Establish and maintain alignment

Job Descriptions
(setting and documenting expectations)

Performance Management

(goal-setting, performance measurement,
performance evaluations

Key Tools: ePerformance (IPP);
Performance Improvement Plans/PIP)

Competency Models

(Stanford Leadership Competencies; IT Services
IPP/360 Behavioral and Leadership
Competencies [currently being revised];
workgroup Competency Profiles that document
expectations for technical and management/
leadership roles, with cumulative skill/
competency progressions)

Orientation
(under construction)

Leadership Attributes

Personal Attributes

Q

Adaptability and
Flexibility

Courage and
Conviction

Emotional
Intelligence

Ethics and Values

Integrity and Trust

Intellectual Agility

Interpersonal Attributes
O Building and

Maintaining
Relationships

Communicating
Effectively

Leading &
Developing Others

Achievement Attributes
O Accountability

a

Building and
Supporting
Diversity

Business Skills and
Knowledge

Contextual
Perspective

Making Decisions
Effectively and
Decisively

Vision and Strategy

Note: This is an example of a competency model in use at
Stanford. Specifically, this is the Stanford Leadership
Competency Model.
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Establish and maintain alignment

Establish and maintain alignment

[

APPLICATION SUPPORT TECHNICAL COMPETENCY PROFILE DRAFT v3 - 032309 |

Job Descriptions S/ Competency res i Vi amg il Espereie
(setting and documenting expectations) J’Iﬁ‘il"i’fﬁ::ﬂ“”“’“ : -

administration skills*

as well oz

cancepts, functions, and terminalogy understanding of appiication administ

Performance Management T — oo o manaiement o | srchn’s gl sy
(goal-setting, performance measurement, B

Apply in dv:::lh knowledge of gven Apply in-depth knowledge of appiications and | Apply expert kmwlcdgc of the whole OSI

underlying OS to proactwvely froubleshaot and | reference model {e.g., every dependent
. rezalve complex Tier 1 and 2 problems. P ck parinaring with céher ITS service
performance evaluations apphing undorsiande of appteation ayer o saivs 1o problom tha cross
/ f 08, and bas ing and firewals “unctionaliorganizational lines: act as
. . “Solutions Architect” proaciively designing
Key Tools: ePerformance (IPP); Soluons Archiect” sroacivaly dozigning

Performance Improvement Plans/PIP) probloms ot e ross diverse

zupport of client/enterprise needs

Manage the *care and feeding” of "off the Manage the *care and feeding” of "off the

Competency Models 2l (O7S)spplcsions nd e 2l (075) e deveires

(Stanford Leadership Competencies; IT Services :

IPP/360 Behavioral and Leadership
Competencies [currently being revised];

workgroup Competency Profiles that document

expectations for technical and management/ oo o

leadership roles, with cumulative skill/ iy o emiooddagan | sttt gt v

competency progressions) secening 2 sandard preceszes roeadures ot o reporing,fak ovr,

data efficie -an be maintained and
by mare junior

Lead the “care ;nrd’cc:mcl of applications,

Proactvely analyze and document customer
needs in crder o create busines:

i meet documented
; execute zcalable,
le code and zolutions

address specific client needs reusable, a'd exiens

Create and document new operaticnal Design complex systems with muktiple

and
ocumentation curront

Orientation
(under construction)

Aaromation ety e v romodir e
Py o e and emplaren = ez | Cotabarsie i resahing sy
cor mrv au\ sate and im; -
a0
Weodsionies oo = B
i oo,
i cocumon icurst oo o o
Forus on cporsionsl o
Campe wo e
management and.
Cormnicatsard
oty 3
Vertor oo o et
ps ncioraly and e ooy obr
s - APPENDIX A - Curreat Application Portfolio
Sepered Canm Appieatoos | Pk Reman G T o oo e
S T R s o S manie S (S
o
SR e ey pr— Cermneer Eronea e vy creren
abodded nll project o
Corcosnet sz G Tk R Tokng
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Establish and maintain alignment

Establish and maintain alignment

Job Descriptions
(setting and documenting expectations)

Performance Management
(goal-setting, performance measurement,
performance evaluations

Key Tools: ePerformance (IPP);
Performance Improvement Plans/PIP)

Competency Models

(Stanford Leadership Competencies; IT Services - ; A%

IPP/360 Behavioral and Leadership ——— VS & BN , ; :

Competencies [currently being revised];
workgroup Competency Profiles that document ° ° C
expectations for technical and management/ IT Se rVICeS Orle I'\tatIO n
leadership roles, with cumulative skill/ .

competency progressions) ‘ \ ‘\ g

Orientation B

(under construction)

Revised Program Materials

DRAFT 091809 v7
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Stanford IT Services - talent management model

Anticipate and plan for the future

Staff Portfolio Management

(talent management based on assessment of results
delivery, meeting commitments, meeting expectations
for future performance, capacity, and interest in
growing to the next level [either technical or
management]

Key tools: 9Block assessments for leaders/managers,
individual contributors, workgroups; rotational
assignments, term assignments)

Skills and Competencies Assessments
(Key tools: 360 for Managers and Directors;
departmental Skills and Competencies Assessment)

Succession Planning
(Key tool: Succession Readiness Grid)

Strategic Planning
(workgroup quarterly roadmaps; annual strategic plan;
technical architecture and planning)
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Anticipate and plan for the future

A GROW PROPEL ADVANCE -
High | | employee is stilliearning 2 new jobor | Employee demonstrates sustained Employes demonstrates sustained Anticipate and plan for the future

ro'e (often wthin & montns of strong performance and effectivencss, h?\ugxw':amm:"ndeﬁewm

aszuming new role); typically e N i i i Staff Portfolio Management

employee = meeting objectives, dut Individual goals and expectations; expectations, achieving all & exceeding

we expect more; expectations should | REEEERRIREIERRER most indhidual goals, aften with (tal.ent managgment bas'ed on assessment of resul.ts
e documented in PP sdlls/competencies; expectations dreakthrough results; employee shows delivery, meeting commitments, meeting expectations

Sl T w""'“:m:“m'"dwm“ for future performance, capacity, and interest in
1 . D ey oty . growing to the next level [either technical or
management]
TRANSFORM DEVELOP LEVERAGE {(e){ tgo/s: 9Bloc!< assessments for Ieaders[managers,
Employes’s current performance Is implayee damonsirates sustained £mployes demonstrates sustained individual contributors, workgroups; rotational
mconsistent, often just meeting or effective performance currently strong performance and assignments, term assignments)
POTENTIAL missing objectives; employee has working “at leve!™; development / effectiveness, achieving all and !

capacity for more; expectations for career plans and expectations exceeding some indhvidual goals and . .

transformative improvement shou'd {especally to keep skills current) expeciations; empioyee models Skllls and CompetenCIeS Asse.ssments

e documented in 2 Performance should be documented In IFP positive behaviors; expectations (Key tools: 360 for Managers and Directors;
mpravement Plan {FIF) should be documested In IPP departmental Skills and Competencies Assessment)

e 5 8 Succession Planning

= p— m— == (Key tool: Succession Readiness Grid)

Employee’s current performance Is Employee’s current performance Is Employee demonstrates sustained . .
nconsistent and/or Inadegquate; adequate, often meeting objectives; strong performance; employee Strateglc Plannlng

there needs to be 2 dramatic change howewer capacity and Interest in madels pestive behaviors; (workgroup quarterly roadmaps; annual strategic plan;
n their 2pproach to work excelling deyond basks of role Is expectations shou'd de documented technical architecture and pIanning)

documented in 2 Performance unclear; expectations should de n PP
mprovement Plan {FIF) and/or documented in 2 Performance

Transition Plan mprovement Plan {PIF)

0 7 3 E
>
Lo RESULTS High

Sustained Highest Performers

Note: The 9Block tool was developed specifically for IT
Services, and was originally based on organization
effectiveness tools used by Sun and Cisco.
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Anticipate and plan for the future

/3 QPIFramework Administration Menu - Microsoft Internet Explorer ; g 18] x|

J File Edit View Favorites Tools Help i
| Bk - = - D 4t | Qsearch (Favorites @vedia 4| BN S =1 1S

JLinks “Agdress I@ http:{fwww. 3dgroupsurveys,comsmsadmingFs_top. jsp L] PGo

FLD)/s Feedback that fuels success Wersion 3.0.8

W Project Management | Survey Management Admin

Project Browser ¢ Import Queue

grobinson@3dgroup.net Group

Greg Robinson

,,,,,, Task'List' "Print

Help

— e
Greg Robinson 61912005 o |

‘When the opportunity arises, how often do you see this person do the following? Never Infrequertly | Sometimes Usually Always appropneﬂel
knovv'

1. Sets challenging, yet appropriate, goals. (ol e e « o
2. Follows through on commitments. el ol el (ol (ol ol
3. Proactively addresses issues befare they become problems. e e ol el ol (e
4. Adapts to deal with unexpected changes. C ol e (ol « ol
5. Holds others accountable for delivering results. el el el ol el el
6. Appropriately takes ownership of projectsitasks. el ol ol (ol ol el
7. Acts decisively and switly when necessary. (ol e e (ol « (ol
8. Effectively prioritizes tasks, projects, and initiatives. e (ol e (ol « C
9. Anticipates obstacles when planning and implementing initiatives. e e e el ol el v
10. Suggests solutions to problems. (ol ol e (ol « el
=
|&] Done [ |4 mtemnet

Note: IT Services’ 360 assessment tool is 49 questions based
on the IT Services competency model. The survey is
administered by an external vendor (3DGroup) to assure
feedback confidentiality.

Anticipate and plan for the future

Staff Portfolio Management

(talent management based on assessment of results
delivery, meeting commitments, meeting expectations
for future performance, capacity, and interest in
growing to the next level [either technical or
management]

Key tools: 9Block assessments for leaders/managers,
individual contributors, workgroups; rotational
assignments, term assignments)

Skills and Competencies Assessments
(Key tools: 360 for Managers and Directors;
departmental Skills and Competencies Assessment)

Succession Planning
(Key tool: Succession Readiness Grid)

Strategic Planning
(workgroup quarterly roadmaps; annual strategic plan;
technical architecture and planning)
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Anticipate and plan for the future

COMPUTING SERVICES TECHNICAL SKILLS AND COMPETENCY ASSESSMENT [
APPLICATION SUPPORT

SUMMARY OF SELF ASSESSMENTS « MGR AVERAGE

DUMMY DATA

Anticipate and plan for the future

Staff Portfolio Management

(talent management based on assessment of results
Area SUMMARY OF Notes . . . . .
B T delivery, meeting commitments, meeting expectations
e - Pat | jose | Cal Guanemt MANALER . . .
b |t | st | v | e ot for future performance, capacity, and interest in
2 s . - growing to the next level [either technical or
20 management]

Key tools: 9Block assessments for leaders/managers,
individual contributors, workgroups; rotational
N assignments, term assignments)

(Key tools: 360 for Managers and Directors;

. Skills and Competencies Assessments
: departmental Skills and Competencies Assessment)

Succession Planning
(Key tool: Succession Readiness Grid)

= Strategic Planning
- (workgroup quarterly roadmaps; annual strategic plan;
technical architecture and planning)

T T
Pat | Josie | il Guaned MANAGER
(-5 151 f1-5) 1510 AVERAGE AVERAGE Notes

—
Pat | osie | GOl Glaned MANAGER
G5 | (5] | (85)  (15) | AVERAGE vE Nates
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Anticipate and plan for the future

o G SERVICES TECHNICAT SKILLS AT COMPETENCY ASSESSMENT p—
A SON SUPPORT - -
WORKING ANALYSIS - FOR DISCUSSION o

HINMY DATA

Anticipate and plan for the future

Staff Portfolio Management

e (talent management based on assessment of results

o o o o o e — delivery, meeting commitments, meeting expectations
| [N e e for future performance, capacity, and interest in

a N L] growing to the next level [either technical or

management]

Key tools: 9Block assessments for leaders/managers,

individual contributors, workgroups; rotational

.' B assignments, term assignments)

Skills and Competencies Assessments
(Key tools: 360 for Managers and Directors;
departmental Skills and Competencies Assessment)

a NN P .. ... Succession Planning
(Key tool: Succession Readiness Grid)

T SR  maEEE e l Strategic Planning

(workgroup quarterly roadmaps; annual strategic plan;
technical architecture and planning)

[

Siils/ Competency Arex
il arecumalaive from 17 8 ight

sdminiatraton skils®

e cpcaton samimtraties

Payea e Croar Care Merchars Sarvces Soparmors Cosom
Appications for Schcolof Humanes a0 Sclences (WAS)

[
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Anticipate and plan for the future

Anticipate and plan for the future
SUCCESSION READINESS GRID Staff Portfolio Management

Complete the “succession readiness grid” to identify employees who couid fill specific job roles or assignments in the future. (ta l.ent manag?ment bas'ed on assessment of resul.ts
skills, knowledge, and attributes needed to be successful. This groundwork is followed by identifying employees and their le\ delivery, meeting commltmenFs, meet.lng expe.ctatlons
for future performance, capacity, and interest in
growing to the next level [either technical or
management]

Key tools: 9Block assessments for leaders/managers,

THE ROLE READY NOW READY WITHIN 18 individual contributors, workgroups; rotational

assignments, term assignments)
CRITICAL JOB / POSSIBLE CAPABLE? POSSIBLE . .
ROLE SUCCESSOR(S) INTERESTED? SUCCESSOR(S) Skills and Competencies Assessments

(Key tools: 360 for Managers and Directors;
departmental Skills and Competencies Assessment)

ORGANIZATION:

NAME

Succession Planning
(Key tool: Succession Readiness Grid)

Strategic Planning
(workgroup quarterly roadmaps; annual strategic plan;
technical architecture and planning)

Notes:
For Capable? Interested? column, note more than yes/no; note key rationale plus areas for development
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Anticipate and plan for the future

Iy Services Rosdwap ccdort S Anticipate and plan for the future

Fropaeed FY28-12 Projects and Mbestoner [revined Octaber 2, 2005

[ aumes o IT Camared w0

Staff Portfolio Management

(talent management based on assessment of results
delivery, meeting commitments, meeting expectations
e for future performance, capacity, and interest in
growing to the next level [either technical or
management]

Key tools: 9Block assessments for leaders/managers,
individual contributors, workgroups; rotational

don Dotacs assignments, term assignments)

Skills and Competencies Assessments
(Key tools: 360 for Managers and Directors;
T departmental Skills and Competencies Assessment)

Succession Planning
(Key tool: Succession Readiness Grid)

IT Services Strategic Plan Strategic Planning
(workgroup quarterly roadmaps; annual strategic plan;

technical architecture and planning)

*... we want a strategic plan that Is vislonary, that talks
about the way we should be thinking about Important
Information technology to support the core of research
and teaching efforts.”  suuceer jomn © weseoiay, Sangars Generory

DRAFT

DRAFT Updacec Sapramser 28, 2284 v3)
Prajected Campletion Dace: Octeber 2008
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Stanford IT Services - talent management model

Build on organizational strengths and grow talent

Individual Development Plans

(Training classes and other skills/competency development; Leadership
Development Library/ThinkBox)

Coaching and Mentoring
(formal program; informal and peer mentoring; ITLP and external mentoring)

ITLP/SSLDP (and other leadership development programs)
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Build on organizational strengths and grow talent

Computing Services Skills and Competencies Assessment
Individual Development Plan

IT Services Talent Management Tools
Development Plan

=
Employee Name: Current Career Direction and Professional I
Title/Position: * Career Goal: [insert goal/direction after co
employee]

— = Professional Interests: [insert text after cof

Classification/Grade: with employee]
* [insertother notes as necessary]

Executive Director:
Manager/Supervisor:
Mentor (if applicable):

Employee Name:

Possible Next Position:

Title/Position:

* Career Goal: [insert agreed-upon direction to be inserted
after conversation with employee]

Classification /Grade:

Notes from Succession Readiness Grid (Dec 08): [insert
notes)

Executive Director:

Manager/Supervisor:

FY09 Mentoring Program:
{if applicable)

Key Development Activities:

Key Development Activities:

Other Development Activities
Strategies Training Reading

D
Opportunity

Leadership Team Q ITLP Attended O

ITLP Scheduled

Mentor 1 Mentee O

Skill!

Project/Work

Training Assignment

Governance Group
Assignment

Other Development Activities

Project/Work Assignment(s):

Notes from Development Conversations:
*  [linserttext]

Notes from Development Conversations - Current Career Direction and Professional Interests:

s [inserttext)
.

FY09 Development Plan - [name] | 1

Build on organizational strengths and grow talent

Individual Development Plans
(Training classes and other skills/competency development; Leadership
Development Library/ThinkBox)

Coaching and Mentoring

(formal program; informal and peer mentoring; ITLP and external mentoring)

ITLP/SSLDP (and other leadership development programs)
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Build on organizational strengths and grow talent

* -

SN

Developing IT Leaders

MOR

Build on organizational strengths and grow talent ASPOCLATSS

B e M e e M

Individual Development Plans

(Training classes and other skills/competency development; Leadership
Development Library/ThinkBox)

Coaching and Mentoring
(formal program; informal and peer mentoring; ITLP and external mentoring)

ITLP/SSLDP (and other leadership development programs)
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Where to find the tools

ESTABLISH AND MAINTAIN ALIGNMENT

TOOL WHERE TO FIND IT

Job Descriptions Templates for creating job descriptions are available through IT Services HR and at https://www.stanford.edu/dept/its/group/allstaff/hrprograms.html;

contact IT Services HR for current job descriptions

Performance Management For IT Services’ performance management process and current IPP forms, go to:

html (Note: This information will be updated to reflect the

new ePerformance tool and process)

Competency Models Refer to IPP appendix for current IT Services Competency Model and Stanford Leadership Competencies

ANTICIPATE AND PLAN FOR THE FUTURE

TOOL WHERE TO FIND IT

Strategic Planning Templates for workgroup quarterly roadmaps and technical strategy documentation are available from your Director; current workgroup quarterly
roadmaps may be found at: http://its.stanford.edu/roadmaps, and the current Strategic Plan may be found at:
I . ford.edu/d s/ lstaft/i

Staff Portfolio Management Templates that support Staff Portfolio Management include 9Block tools for workgroup and individual contributor assessments, and 9Block tools for
leadership/management assessment; blank templates and process guidelines are available from your ED

Skills and Competencies Assessments Workgroup-specific tools and analysis are created in the course of a facilitated organizational effort; for example, Competency Profiles are updated/created
in the course of Skills and Competency Assessments; (Note: Some workgroups have existing (potentially out-of-date) competency profiles which may be found
at https://www.stanford.edu/dept/its/group/allstaff/model.html; this website itself is currently out of date and will be updated/replaced at some point in the
future). There is a technical skills/competency assessment currently underway in Computing Services; contact your ED for more information

Succession Planning Contact your Director/ED for information about succession planning and for the Succession Planning Grid template

BUILD ON ORGANIZATIONAL STRENGTHS AND GROW TALENT

TOOL WHERE TO FIND IT

Individual Development Plans Development Plan templates are currently available through your ED and will soon be posted on the web (URL TBD); development plans are also created as
a result of Skills/Competency Assessments and Staff Portfolio Management-related 9Block assessments; skills-building classes and other competency
development opportunities (such as project/governance group membership, etc.) should be included in Development Plans

Coaching and Mentoring Contact your Director/ED for additional information

ITLP/SSLDP Contact your ED for information about these leadership development programs; nominations for these programs are determined annually by the EDs

Communication Communication is a two-way tool that supports and enables every other tool in the Talent Management Toolbox; cascading communication points are typically included in itsinbits and

through management lines; contact your Director with questions and concerns related to communication
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