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Introduction GITP Belgium

nNSince 1947, GI TP hel
business and individual performance
by assessing & developing people and
organi zationso

A Focus on alignment of people
and business

Offices throughout Europe
More than 300 professionals

Over 2,500 clients

> >y >y D

Turnover in 2010 : 4 38 million

P S
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Introduction GITP Belgium

Individual Performance Organization

Making this interaction work, is the core business of GITP

Three issues have to be answered for optimizing the integration:

1. How do we align our organization and processes with our
people and their competences?

s 2. How do we evaluate whether the right person and

!\ competences are available and
' needs?

3. How can we ensure that we develop and
maximize our human capital potential ?
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Gl T POy Performance Management

Definition and context of Performance Management

Performance Management is a
process of motivating and
/nspiring teams, managers and
employees to undertake actions
and achieve results that
contribute tothe or gani s

goals and to the /mplementation
of its strateqy
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Performance Management

> Strategy Development
or Update

> Qrganisational

Level

> Communicate
& Cascade

> Compare
& Learn

i i
\ InitiativesA/
/ Strategy \

/y Initiatives \
i i

> Business
Unit
Level

> Compare
& Learn

> Set
Objectives

> |ndividual
Level

> Evaluate

>
Performance -

Objectives

> Monitor & Coach

| —

jusuedaq

[ — >

Performance Management at
Organisational Level includes
the strategy formulation and
strategic objectives-setting
process, budgeting, strategy
transl ation, é

The integration of the cycles is
crucial in order to assure
successful performance
management.

The manager acts in both
cycles and is the linking pin
between 2 cycles.

Performance management at
Individual Level covers the
translation and commitment-
building process for the
individual.
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IMPORTANCE

Survey Results Survey Methodology
4.0 - TENSION CONFIRMATION
3.6
2 AXES divide the
3.4 | tension,
confirmation, L !
5.2 |- indifference and ol
dilemma zones _ goe 11
™y @0
3.0 a0
1 @ 24
2.5 F - ;
,'i::- 14
From a mathematical point
22T of view, the majority of
participants already The axe is situated at
50 - fi a g 10d ehe average on the level « 2,75 ». A
L the reality scale is about scale from 1 to 4 was
1.8 F 2,50. used in the survey on
the reality scale.
16 L Therefore a Safety Zone

As of level « 2,75 » the
indication is participants

agree that the company o~
realizes the statement in @

reality.
DILEMMA

was built in between 2,50
and 2,75 on the reality

1.4 ' ? scale.
1.2 |
INDIFFERENCE

1.0 1.2 1.4 1.6 1.5 2.0

3.0 3.2 3.4 3.6 3.8 4.0

REALITY




Survey Results Survey Methodology

Performance Management topics

A We asked respondents to give us their perception of the importance and the current
achievement within their organisation regarding 5 performance management topics

i

The organisational performance cycle (11)

The individual performance cycle (18)

The link between the organisational and the individual cycle (7)

§

The fact whether performance management is culturally embedded as a
continuous process in the organization (20)

o ()

The alignment of competences with the strategy (=strategic re-skilling)
(11)
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Survey Results Survey Methodology

Investigation of a BMI score for each respondent company

A We calculated the Performance ManagementBMIof our r espon
companies.

A Anorexia (BMI < 20)
A Obesitas (BMI > 25)

a5 BMlniy BMl,q BMIa
30
25
20
15
10 [ — —
5 /[ | | A
0 JLJT-T!. L B 5 -—.—74—1
13 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29
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Survey Results Participants
— 50% of the participants works in a company with more than 1000 employees. The spread
N’ of participants is satisfying, except for CFO 5

5

> 1000 89 49% Middle management 59 33%
101 - 500 31 17% - HR Director/HR Manager 27 15%
10-50 20 11% - CEO/Managing Director 26 14%
51-100 13 7% - COO/Operations Director 11 6%
501 - 1000 12 7% CFO/Finance Director 3 2%
<10 10 6% other 49 27%
No answer 5 3% No answer 5 3%

Total 180 100% Total 180 100%
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Survey Results Participants

e

\ ;': A mix of private and public sector companies on 4 continents (80% Belgium)

Bank and Insurance 33
Energy 16
Industrial 15
Public Sector 15
Information Technology 12
Technology and Media 11
Chemical 8
Logistics and Transportation 7
Food Industry 5
Real Estate and Construction 3
other 55

Total 180

18%
9%
8%
8%
7%
6%
4%
4%
3%
2%

31%

100%
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Survey Results Cloud of statements

IMPORTANCE

+ 0 LENSION CONFIRMATION

L.
3.8 | :

3.6 -
L More than 50% of the statements is
located in the Confirmation Zone
@)1

I 40,3 % in Tension zone

56,7 % in Safety and

.8 1 An  important part of the Confirmation zone

statement cloud shows tension

@ /55

3,0 % in Indifferencezone

" INDJFFERENCE o | DILEMMA
1.0 1.2 1.4 1.6 1.8 2.0 2.2 2.4 2.6 2.8 3.0 3.2 3.4 3.6 3.8 dq.,0
REALITY




GITP | International Performance Management Survey 2010 |Turn Strategy into results

Survey Results Key Findings

/# Compared to our previous surveys, awareness is growing yet

L.)S‘ Implementation in the organization is lagging behind

Y

1. Strategy
IS not
known!

2. Procedures are
bureaucratic and
employees are not
at all motivated by
the process!

3. Thereis still f
a missing
link!

4. The people who

benefit the most from

having the right

competences in their
t eam, don
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Survey Results / Findings

g:g Strategy is not known! [ p— ‘]
iCascading t H ®eabtylmportangeySoale Realty J

53. Employees are encouraged to provide feedback when

] : e Employees are not encouraged
the company's strategy is presented I
pany ayisp g to provide feedback to the c’ /
4. | know the strategy of other departments o ¢ 0 mp a BlRegyY
7. Most of my colleagues can explain the company's
strategy to an outsider

Most employees | do not
understand the ¢ ompan

8. Most employees are aware of and fully understand the
strategy.

company's strategy and objectives.

36. Managers take the time to effectively communicate and

explain the company's vision and mission to their staff & The mvolv_ement Of. _dlrect 0
managers in communicating the
strategy is not deemed sufficient! \\
39. The company's strategy motivates me = Most respondents are motivated
by the c o mp a stratégy.
6. Top management participates sufficiently in the -
communication of the company's strategy Most respondents are happy
with top management support in
11. Departments have performance indicators and targets communicating the strategy
-

2. The objectives of departments are shared and aligned
with the corporate strategy
Most companies develop a
1. My company develops a clear strategy (mission, vision, clear strategy wich cascades
strategic objectives,...) | | _ _ _ _ onto department level

10 12 14 16 18 20 22 24 26 28 30 32 34 36 38 40
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Survey Results Key Findings

m Strategy Is cascaded to the department level!

Statements about strategy on the organisational level are located
in the Confirmation Zone: |_]U

Most respondents are motivated by the
C 0 mp a Bthatégy.

Most companies develop a clear strategy which
cascades onto department level

Most respondents are happy with top
management support in communicating the
strategy

2 Leadership skills are most important for managers,
gg followed by Communication and coaching skills
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Survey Results

E::aBut for most employees é the str

Statements about strategy on the individual level are located in the
Tension Zone. Employees generally are not satisfied that: - ii

& Most employees do NOT understand the companyos
strategy.

& The involvement of direct managers in communicating the
strategy is perceived to be insufficient.

© sitpl

PO PROME AND SROAMSATONS
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Survey Results Key Findings

Procedures are bureaucratic and employees are not

at all motivated by the process!
} ﬂ

10 12 14 16 18 20 22 24 26 28 30 32 34 36 38 40

REALITY
Importance &
Reality @

14

14. Employees can propose objectives for their
personal objective setting

22. People scoring well on the evaluations
generally receive a recognition or reward

22

after their performance appraisal

19. Most employees are inspired and motivatedl
29. Employees are also evaluated on team resultsl

29

28. Managers actively coach their team members
on the realisation of their objectives (e.g. one-to-
ones)

28

Performance Management are efficient rather than
a burden

54

54. In my company, procedures related toI

56

56. In my company, procedures serve the
employees and not vice versa
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Survey Results / Findings

k4 Procedures are bureaucratic and employees are not
&~ at all motivated by the process!

Ll

Only 3 statements (out of 18) are located in the

28 2 Confirmation Zone. Employees generally are happy that:
-
e %y iz #24
gy @ % 22 their objectives are related to their job (24)
e 1 1 20 s
o 14 _ :
- A they can make suggestions for their personal
objectives (14)

scoring well on objectives pays off (22)

But these are the only positive conclusions for the
Individual cycle.
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Survey Results / Findings

Tt Procedures are bureaucratic and employees are not
e .
@ at all motivated by the process!

One of the lowest scoring statements of the entire survey is:
Most employees are inspired and motivated after their performance appraisal (19) ii

B Most managers do NOT use indicators and
targets to track their employees' progression

28 12 a7)
11y ¢ Yo i3 024
1161 ! %5 ';'D ¢ B Most managers do NOT actively coach their
: 23-25 *14 team members on the realisation of their
5* objectives (e.g. one-to-ones) (28)

B Most employees are NOT evaluated on team
results (29)

gg Evaluation skills are indicated |east
Important for managers
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Survey e
"@ There is still a missing link!

Topic ALink between Or gani siaReality//madrtante Scaledi vi du

33. Management actively supports all strategic projects or m All statements are in the
O Anf g m
initiatives Tension or Safety Zone.
32. All strategic projects or initiatives are continuously o
monitored on scope, budget and planning
34. Managers are aware of their crucial role in aligning their =
employees with the company's strategy (Most participants
acknowledge the
30. Each strategic project or initiative disposes of the = |m po_r?ance EitG
appropriate resources (HR, financial, ...) V'S'b'“Fy and good
execution of
strategic projects.)
35. Managers are effectively taking up their role to align ﬂ
their employees with the company's strategy
Management effort to 6 a |l it @
31. Most strategic projects are known by the employees " and 6i nf oarbno u stéategic ‘
initiatives is not adequate
36. Managers take the time to effectively communicate and o \
explain the company's vision and mission to their staff 1)
10 12 14 16 18 20 24 26 28 30 32 34 36 38 40

Importance
Reality @

LY
N
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This 6 L ibetween Organisational & Individual Cy c Is thésecond lowest
scoring topic of the entire survey and lies in the Tension Zone. ™ i

& Most managers are NOT effectively taking
up their role to align their employees with
the company's strategy

& Most managers DO NOT take the time to
effectively communicate and explain the
company's vision and mission to their staff

B8 As a consequence, most strategic
projects are not known by the employees
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Survey Results Key Findings

L The competence acquisition & development

W activities are still disconnected from strategy
Topi ¢ 0 SReskllngg iReality/Importance Scale

66. We have training modules and a training schedule for

most employees ) Only 1 out of 12
_ _ statements is in the Most = respondents
58. Senior management is aware of the competence gap Comfort Zone have a |personal
between available and needed competences to execute ﬁ development plan.
strategy
61. Competence acquisition and development is an -
integral part of our strategy ©
57. Our strategy is translated in strategic or core ~
competences 1)) S
60. Line management has an important responsibility in § 3
closing the competence gap 8 = B
< B
59. Middle and lower management is aware of the =
competence gap 2 ©
64. The HR organisation is responsible for all competence
related matters T ® &
e HR is not responsible for all |

62. The competence acquisition and development competence related matters.

strategy is translated in a practical action Respondents do not find this
plan with clear ownership crucial.

52

65. All employees and managers have development
objectives in line withthe o r g a n i ssaategio n
competence needs

6%

The biggest discrepancy
67. The training of employees is fully aligned with the ~f Dbetween reality and importance

strategic needs is in statement 67: training is
not aligned with the strategic
needs.

63. The competence acquisition and development
activities are closely monitored and measured.

63

10 12 14 16 18 20 22 24 26 28 30 32 34 36 38 40



GITP | International Performance Management Survey 2010 |Turn Strategy into results

Survey Results / Findings

The competence acquisition & development activities are

},M still disconnected from strategy

I Most respondents have a personal development plan. UUU
L

gg More than 90% of respondents claim that
Technical & Managerial competences are in
scope of strategic competence management

Less than 75% of respondents claim that
Language & Behavioural competences are in
scope of strategic competence management
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Survey Results Key Findings

}4# The competence acquisition & development activities are
W still disconnected from strategy
il

& The competence acquisition and development strategy is
NOT translated in a practical action plan with clear ownership

I &trategic Reskillingdis the lowest scoring topic

Q & NOT all employees and managers have development
© objectivesi n | i ne with the organisatio
needs
'7 i o | & The training of employees is NOT aligned with the strategic
S needs

& The competence acquisition and development activities are
NOT monitored and measured.

Although competences (soft and hard) are considered a strategic
issue, € it remains a strategic issue. The competence
acquisition & development activities are still disconnected
from strategy.
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Survey Results Key Findings

; The people who benefit the most from having the right

LA _ . .
},i competences I n their team, donot

Topi ¢ 0 SReskllingajiReality/Importance Scale per function group

HR Director/HR The largest differe_nce betwee_n
1 Importance and Reality of the topic
Manager Strategic Reskilling is to be found

with the HR crowd.

CEO/Managing
Director f

\ [ Importance a]

Reality @

Middle management

/
. COOs/Operations Directors score
COO/Operations /<£ Iin the for

Strategic Reskilling.

Director

10 12 14 16 18 20 22 24 26 28 30 32 34 36 38 40
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Trends &

W) our clients GITP comes to the following trends &
o recommendations for building a sustainable

-, performance driven organization
§.5¢
o

\.\

ab’v

O0RERRR-ARAD
8

_— 1. Involve your
— employees in the
strategy of your

organization.

2. Introduce team
dynamics in your
organization.

3. Review your
individual cycle
(and its link to

4. Convince your line :
remuneration).

management: Human
Capital is more
important than CAPEX.

5. Select & develop

people managers as 92?
linking pin between J!g

the two cycles. —
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Trends & endations

Involve your employees in the strategy of your organization.
| t6s the only way to get the strat

A Follow-uponyour CEO® sonsmumicatioasy y
A Inspire your managers first
A Make them discuss with their team

A Strategy communication tips:

Anf i naoncmiaslsi on, vi svilloaver aenrdpirsnt r a t&8
Trytorelatetoan h i g h e rthap prafit o
Answer the question.iwhat 6s i n it for meo

A good story and a visual always help
Create fora to support the bottom-up process

To T Jo To To
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Trends &

' Introduce team dynamics in your organization. Together Everybody
Achieves More. The effective road to organizational success!

A Team dynamics will help you make a sustainable performance driven culture
A Setteam objectives and follow-up on the status
A Conduct team sessions on achieved results and improvement actions.

A Team objectives and team discussions allow you to simplify the individual cycle
A Limit the number of (too) many (formal) 1-2-1 sessions.
A Peer pressure is a strong motivator.
A Make team members accountable for team achievements.
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Trends &

Review your individual cycle. Make it an inspiring journey!

Always ask yourself (higher management 1 HR): why are we
doing this?
A iBecause everybody el se doeso?
A Question your 1-year cycle. (hey the world is changing fast)
A It can be an expensive process

Stop wasting valuabl e i p emppdereorkmnd,
A Involving remuneration A ibar gai ni ngo negotiati on
A o surprises managemento

Instant and appropriate (damn difficult!) feedback is the only
feedback that will provide a lasting positive impact

A What happens between formal sessions is far more important

A Decrease last-minute behaviour.
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Trends &

Review your individual cycle. Make it an inspiring journey!

A Try to balance the power equation. Make it a 2-way street.
A Focus on positive performance aspects.
A From an evaluation (guillotine) mindset to an improvement
mindset.

A Give the employee the chance to explain what he has achieved
and what he really wants to achieve

A Implement 360 /180 feedback tools

A Beware of expensive, static & impersonal IT tools
supporting your process and for digitalisation:

In some companies up to one third of the managers send the evaluation
outcome via malil

A Beware of i 0 nséze-fits-al | 0 .
A Different people have different fAperformance
needso
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Trends & endations

Convince your line management: Human Capital is
\ﬂ'é«»‘r&ﬁs« more important than CAPEX.

mmwﬁ Todayos i nvestment i n =g wlbbeegi c
‘ your future success!

A Make sure all employees have development objectives (hard & soft) in
line with the strategy

A Follow-up on your investment
Clearly define your competence needs (start from your strategy)
Practical action plan with clear ownership.
Monitor

Measure your ROI

To o Do o

A Permanently monitor if your corporate training plans are still in line with
your strategy.
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Trends &

Select & develop people managers as linking pin

?
i}gg betweenthetwocycles.l t 6s a bumpy road f
— Aapplicationo. The ROI will be h

A People management will be the nr 1 driver for sustainable results
A fipeopl e managemené what el seo

A As a manager you will be (and not HR) responsible for the development of your
employees.

A Consistently complement your traditional leadership training with practical on-the-
job follow-up, team inter-vision and coaching sessions on the work-floor

v
A 1

A (Middle) managers, and especially their ability to translate the acceleration of
business change into operational results (obtained via employees), will
determine your companyo6s future survival
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mmers

A Marc Bihain
Group HR Director / Secretary General
ING

e 010 1 ateq Nto re
Panel Members

A Dimitri Hovine
Group HR Director
SPE

A Herman Craeninckx
Partner
Stibbe

A Hans van der Molen
CEO
GITP




