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e 1aien anagemen e ar : at It IS ... The Talent Management Eye Chart is a top-down
The Talent Manag t Eye Chart™ 1. What it
A Structured Approach to Talent Management (Getting the Right People in the Right Roles) assessment of the talent level among the leadership in the organization. This easy-

\. J to-understand graphic display provides a highly visual comparison across
All Department Managers Sorted by departments based on director, manager, or supervisor capabilities, leadership talent,
Top-Down Leadership Criteria # of Evaluators (VP Level) Leadership Index Score Average Leadership Score qualifier scores and obstacles and/or barriers that typically impede performance.
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Number of raters (at the VP level) 3 4 6 4 5 3 5 5 4 4 4 4 4 6 4 4 4 4 4 5 4 4 4 4 5 7 4 6 5 7 4 5 5 4 4 4 6 4 4 6 4 7 6 4 5 4 5
Has an optimistic and forward-looking orientation 00 00 30 00 00 00 2.50 8 00 2.67 2.50 3.25 3.00 2.40 2.50 3.00 2.55 3.50 3.00 3.60 3.00 3.25 3.00 2.80 2.67 3.00 3.20 2.80 3.00 3.00 3.00 3.06 3.33 3.50 3.50 3.80 3.50 3.89 3.67 4.00 4.00 4.00 4.00 3.74 $
Has a high EQ and demonstrates good communication and people skills 00 00 00 60 00 00 00 3.00 2.25 0 0 00 0 2.25 2.50 2.20 2.50 2.50 2.18 00 3.00 3.00 2.57 3.00 2.50 3.00 3.00 3.40 2.80 3.40 3.25 3.00 3.00 2.92 3.33 3.25 3.50 3.00 3.50 3.67 3.50 3.75 3.60 3.75 4.00 3.53 8
ﬁca;aiggzzgn“;f“ded perspective, is willing to change, and is seen as a 0 00 00 00 0 00 60 2.00 0 3 2.00 217 2.00 2.00 2.00 2.00 2.00 2.25 2.00 2.50 2.50 2.13 2.00 2.50 2.80 257 2.50 3.00 2.60 2.83 2.50 3.00 2.60 2,50 2,50 3.00 2.64 3.00 3.00 2.50 3.20 3.00 e 3.33 3.50 3.80 4.00 4.00 3.33 /
Is respected by his/her leaders, peers, physicians, and staff 00 00 00 00 80 2.33 2.40 2.33 00 3.00 86 3.00 00 3.00 2.75 2.50 2.80 2.50 2.50 2.47 3.00 3.00 2.60 3.43 2.75 2.50 3.40 3.33 3.00 3.20 3.00 3.00 3.25 2.50 3.00 3.17 3.50 4.00 3.20 3.50 3.20 3.50 3.75 3.60 3.75 4.00 3.56
Igsol;olgused on results and outcomes, is achievement oriented, and sets 0 00 2.33 00 00 00 60 6 00 2.75 2.50 2.50 3.00 00 00 3.00 2.50 2.50 2.50 2.45 2.50 2.50 2.60 271 2.50 2.50 2.80 3.00 3.00 3.20 3.00 3.25 3.25 3.00 2.84 2.83 3.00 3.00 3.80 3.50 2.89 3.50 3.75 3.80 4.00 4.00 3.46 6
g'r?\fii):gznctap“"y and ability to perform in a fast-paced work 0.6 0.00 00 00 60 00 60 6 00 0 00 2,50 46 00 2.67 2.50 2.25 2.50 2.50 2.50 2.75 3.00 2.50 00 2.47 2.50 2.50 2.40 271 3.00 3.00 2.60 2.75 2.75 2.60 3.10 3.00 3.00 3.75 2.83 3.50 3.00 3.50 3.20 3.00 59 3.50 3.75 3.80 4.00 4.00 3.50 6
:;Zi‘rrgfsle\};‘i‘/swaeﬁense of humor, and has the ability to handle high levels 00 00 00 00 60 6 2.20 00 00 00 2.75 2.50 3 00 00 2.50 2.50 00 00 2.50 00 2.50 2.50 2.20 3.00 2.25 2.20 2.29 2.50 3.00 2.80 2.80 2.80 2.60 2.80 2.75 2.75 2.75 2.66 3.00 3.00 2.50 3.20 3.50 3.56 3.00 3.75 4.00 3.75 4.00 3.39
Top-Down Lead ership |ndex Score 09 00 8.66 0.00 60 66 40 6 4.00 / 08 6 15.50 15.68 15.75 16.25 16.50 16.50 16.50 16.75 16.90 17.25 17.50 16.46 18.50 18.75 19.20 19.28 19.50 19.50 20.00 20.38 20.45 20.60 20.70 20.75 20.75 21.00 19.95 22.16 22.25 22.50 23.40 23.50 23.76 24.00 26.25 26.60 27.25 28.00 24.52 3
Top-Down Leadership Industry Rank D" Playe 8% "C" Players = 15% "B" Players = 52% "A" Players = 25%
Has already created a culture of high performance and service 0.00 00 00 00 40 00 0.20 1.75 2.25 1.50 1.75 2.00 00 3.25 1.7 2.00 3.00 2.67 0 2.00 1.75 3.00 3.00 2.50 0 2.86 2.50 2.20 2.20 2.83 2.00 3.00 1.80 2.75 2.75 4.00 2.17 3.00 3.50 2.60 3.50 3.33 3.67 3.75 4.00 3.50 3.60 3
Has developed or graduated other leaders over time 0.00 0.00 0.00 0.00 0.60 1.00 0.40 0.00 0.75 1.00 1.50 1.00 0.00 0.50 0.75 1.00 0.00 0.00 0.67 0.25 1.00 0.25 0.00 0.00 0.50 1.00 1.00 1.00 1.00 1.60 2.50 0.50 1.00 2.80 2.80 2.00 2.00 1.67 0.75 1.75 1.60 1.50 1.44 1.83 1.00 3.67 2.50 3.20 0
Has successfully led another department in a "turnaround" 0.00 0.00 0.50 0.00 0.20 1.00 0.00 0.00 1.25 0.25 0.75 0.50 0.00 0.50 2.25 0.50 0.00 0.00 0.67 0.00 0.25 0.00 1.50 3.00 1.00 0.00 2.00 0.00 0.00 1.60 1.67 2.00 2.80 0.40 0.75 1.50 0.00 1.17 1.50 1.50 2.00 2.00 1.89 2.00 0.25 3.67 2.75 3.20 0
Top-Down Qualifier Index Score 0.00 00 0 00 2.20 3.00 0.60 3.75 3.50 3.75 3.25 00 00 6.25 3.25 0 3.00 4.01 00 3.25 00 4.50 6.00 4.00 0 5.86 0 0 5.40 7.00 4.50 6.80 5.00 6.30 6.25 6.00 5.01 5.25 6.75 6.20 7.00 6.66 7.50 5.00 11.34 8.75 10.00 4
Operational factors: Ineffective, inefficient, or costly operationg processes -2.00 -1.00 -1.33 -1.00 -2.00 -1.33 40 -2.00 -2.25 0.00 -1.25 -2.50 -2.00 -2.17 -2.00 -1.00 -2.00 -1.50 60 60 -1.75 80 00 -1.00 60 4 -1.75 -1.33 -2.40 8 00 60 -1.50 -2.00 -1.25 00 8 -2.50 -2.00 -1.80 -1.00 6 8 -1.75 60 -1.50 60 06
tpo"t'ca' factors: Little decision making ability, little HR suppggt, and ahigh |, o, 00 -1.00 -1.00 -2.00 1. 30 -2.30 -1.00 -0.50 0 -2.00 -1.00 -0.83 -1.00 -2.00 -1.00 -1.00 0 -2.00 175 0 -2.00 175 -1.80 -1.86 175 -1.00 -1.40 167 0 60 -1.00 175 0.00 0 0 -1.50 -2.00 -1.00 -2.00 167 -1.00 0 -1.00 -1.80 6
olerance for low performers
Legacy factors: High historical momentum, pessimism, andgfesistance to 00 -1.00 -1.67 -1.00 -2.00 -1.67 -2.40 -2.00 -1.50 -0.50 -2.50 00 -1.00 -2.00 -2.00 -2.25 -2.00 \oo -1.50 00 2.60 -2.75 80 -2.00 -1.50 80 00 175 2.00 8 0 2.60 -0.25 -2.00 -1.00 0.00 0 00 -2.00 0 -1.50 00 A -1.25 00 -0.25 -2.60 06
change or new ideas
fﬂﬁiﬂ?é@' Z’;ﬁfors; disruptive external stakeholders - phygcians, peers, -2.00 -2.00 -1.67 -2.00 -1.60 -1.00 30 -1.33 2.25 2.25 2.25 -2.00 -2.00 -1.67 -1.50 -2.00 175 2.0 175 -2.40 -2.00 -2.50 00 00 175 -2.60 36 -0.75 -1.67 -2.40 00 2.5 -2.60 -0.50 125 -1.00 6 225 00 80 2.00 00 217 00 -2.40 -0.50 -2.40
Resources: unrealistic span of control and lack of peoplf, equipment, -1.00 -1.00 -0.33 0.00 -1.50 -0.67 40 -1.67 -1.75 -0.25 -1.75 -1.25 -1.00 -0.83 -0.25 -1.50 -1.00 00 -0.50 30 00 -0.75 -1.40 0.00 -1.00 30 : 00 -1.67 -1.20 00 15 30 -1.00 -0.50 -1.00 0.00 -1.00 -1.50 -1.40 00 -1.67 3 -0.50 30 -1.00 -1.80
workspace, budgets, time, etc.
TOp-Down Obstacle and Barri Score -10.00 -6.00 -6.00 -5.00 -9.10 -6.0 80 -9.30 -8.75 -3.50 -10.25 -10.75 -7.00 -7.50 -6.75 -10.75 -7.75 -8.00 6.25 00 -11.20 -9.50 0 -10.00 -7.00 60 -9.00 -9.00 -9.40 0 -4.25 -9.50 -6.25 -4.00 4.6 -11.25 -10.00 -11.20 -7.50 / -10.83 -7.50 00 -4.25 -11.20
Deg ree Of D|ff|Cu|ty Medium Low Low Low Low Low 0 Low Medium Low Medium Medium Low Medium Low Medium Medium Medium Lo 0 Medium Medium 0 Medium Low 0 0 Medium Medium Medium 0 0 0 Low Medium Low Low 0 Medium Medium Medium Medium 0 Medium Medium 0 Low Medium
Overa” Performance ailing ailing ailing ailing gling | Struggling ailing Succeeding | Struggling | Succeeding| Strugglin Struggling Succeeding | Struggling | Succeeding | Struggling | Succeeding | Succeeding | Succeedindl Struggling | Succeeding | Succeeding | Struggling Succeeding | Succeeding ailing ailing Succeeding | Succeeding | Sy#eeding ailing Succeeding | Succee ceeding | Excelling Excelling Excelling ailing Excelling | Succeeding ] Excelling Excelling | Struggling | Excelling Excelling | Succeeding ] Excelling Excelling
) e - - - -
Coaching Opportunities: c Hing O funiti Right People,Right Roles FREBER Succtes LT
i ifi : ; TFFi i i oacnin ortunities.
The 3 Leadership Qualifiers Ineffective Leadership Degree of Difficulty Index Leadership Index Score Obstacle and Barrier Score st Leaccllergﬁi o DUl Leader Success Rates Considering Talent & Degree of Difficulty (DoD)
.. . Q0% Q0%
Minimal Obstacles and Barriers P, : ’ ’
ObStaCIGS & Barrlers 80% High Success Zone = "A" & "B" Talent 8004
Excellent Alignment =
COdds 2:1 "Likely to Succeed”
70% 70%
( \ ( \ / : : : _ \ ©  50% /z" »}ﬁfw B0%
o | | | o _ 4. How This Chart is Different...The Talent Management Eye Chart™ differs from The Performance g B R g N
2. How it is used... With this reporting format, an organization can: 3. The compelling value... Using this tool your organization can: Management Eye Chart™ in a fundamental way. The Talent Eye Chart is composed of top-down assessment criteria @~ R Possible Success Zone | o "
» Determine how front-line directors/managers compare to other leaders in your organization. > Create an objective and transparent picture of leadership performance evaluated by the senior executive team (usually at the VP level for each major campus). o 40% | AL s o FosrAlenmEnt | 4006
» Determine where there may be obstacles and barriers impacting performance. » |dentify common and unique obstacles and barriers (within and outside of the managers control) The Performance Management Eye Chart is composed of bottom-up assessment criteria from the staff at the employee S 00 _ 00 // 00
. . - g, = . . . . . .. . . . . . n . n - . . . . [n] [n]
» Determine appropriate responsibilities and spans of control for optimum performance. » Distinguish director/manager talent levels and create more specific action plans for improvement. level. The combination of the two perspectives offers a "multi - rater" objective evaluation that is reliable, accurate and @ * fﬂbﬁ ./
» Develop an understanding of each director/manager's talent levels for future appointments. » Use objective performance data to connect the Talent Management process to the Succession Plan. inexpensive to create. The correlation/overlap to performance between the two perspectives is typically between 85% 20% @ Q%) Unlikely Success Zone = "@" & "D" Talent | | 20%
Bad Alignment
and 90%. Odds 3:1 "Likely to Fail” 109
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The chart above illustrates the approximate odds/probability of success for Front-Line Managers to

For a comprehensive overview of the Talent Management Eye Chart™ | , roximatc ccess
and Other measurement SerVIceS’ please COntaCt US for a demonstratlon at 877_582_8884. 3[165}1%/?orl?hepHeirgﬂrgtljr::%ecsust;é?]:lghlonstev(\elliihSZigecl)leﬁ?gtlirgn.menf)l.r:Ifo,I\{r?e[:sra?én;iigc;er%?n:atncaet
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. . . - - levels that qualify for unlikely success (out of alignment and two performance levels that qualify for
Creating Business Intelligence 877-582-8884 R I g ht P eop I e, R [ g ht RO I es possible suqccessy(those Withypoor align(ment). k P e




