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What is Employee Success?

Employees want to stay — and talent wants

to join. You have a magnetic culture that

attracts the best and keeps the best.

Your employees and teams are high Your employees have an engaging

performing. They understand the role they experience. You understand, validate,

play in helping the company achieve success. and improve upon what matters most.




Company Size

Valet Living

. . Location Solution
Eetting the Standards

Valet Living Improves Career Growth Opportunities
With a Comprehensive Succession Planning Strategy

65% of Associates 7% increase in employees 9 day decrease in the

worked with managers to who say their manager amount of days it takes

establish career goals cares about their growth to fill open positions
THE COMPANY

With B, 300 employees, Valat Living is an industry leader in tha multifamily hauwsing sector, providing a
wide range of services to apartment communities across 40 states.

Valet Living is rencwned as the largest nationally recognized full-service amenities provider, and
pionearad the doorstep waste and recycling industry, Thay have since expanded their offerings o
ancompass maintenance, turns, fitness, and other resident services. Annually, Valet Living delivers owver
415 million service amenities and events to approdimately 1.6 millicn apartment homes, setting the
standards in the industry.

THE CHALLENGES

‘alet Living faced significant challenges in their talent management and career development processes.
Previgusly, they relied on passive methads, hoping that internal candidates would recognize thelr own
potential and apphy for job openings, The postings lacked visibility which led to low scores in employes
engagemsant survays on career growth and development apportunities. That's because simply pasting
the job wasn't attracting internal talent at the rate that Walet Living wanted.

Cnly 49% of operations team associates fell they had room for professional growth within the company,

Exit surveys echoed these concerns, with employees citing limited career pathing as a reason for keaving,

Visualizing talent across an 8,000-person company was a considerable hurdle. Managers often
cvertoaked associates with the potential for a new robe if it fell cutsice their current department,
Promotions ware often luck-basad rathar than merit-based, as the traditional "career laddear” didnt
always hawve an open pasition.

falent wasn'T lash, and ossociofes

imed fo connect fhe dofs so that grea fadt that the argamization

aul more than just their curment rolie, ™ saps Nicole Davies, Wioe President of People & Culfure of

Vailat Livirng.

Valet Living needed a more proactive approach to:
= dentity and nurture talent within the arganization
= Cater to individual career aspirations
= Foster a culture of continuous growth within the company.

Quantum Make work better every day.
. Worlr.pluce quantumwaorkplace.com

A Roadmap for Success

ow Valet Living Improved Career
rowth with a Comprehensive
uccession Planning Strategy




“We wanted to connect the dots so that great talent wasn’t lost, and

associates felt that we cared about more than just their current role.”
- NICOLE DAVIES, VALET LIVING

SOLUTION: OUTCOME:
e Monthly 1-on-1s e 65%: set development goals
e Career development goals * 7% increase: “My manager cares
 Identified candidates for open roles and about my growth”

development opportunities * 9 day decrease: time to fill open roles




POLL:

Where are you in your
Succession Planning journey?

©




8 Steps to Transform Your Succession
and Talent Planning Strategy:

1. Identify critical roles to plan for

2. Define succession criteria

3. Complete a talent assessment

4. Implement talent development and training
5. Scale your mentoring, coaching, and 1-on-1s
6. Review and monitor your plans

/. Develop your knowledge transfer process

8. Continuously update your plan over time




POLL:

What area of Succession Planning
are you struggling with the most? @
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Succession Planning is tough e ———

because it’s hard to... e —

Institution: =ese on sy
Major: Industrial/Organizational Psychology

Parformance Evaluation
Year Overall Performance Overall Competency Overall Review Rating
Objectives Rating
. . LR | &= | N/A Critical Position: Current Incumbent Exit Year: Urgency:
1. Identify the right critical roles. o | prrm——— o " rewws
| Ratings on 9-Box Grid: Perf e Rating: Potentis
Retention Concerns: Little or no concerns Reason!  |ntegrity Love

2. Collect feedback to find the best candidates.

We uphold the highest moral and ethical principles. Everything

We approach one another with kindness, respect, and grace.

Polential Successor For (include limeframe): SVP FTF e dois built on a foundation of honesty and trust. We say We actively listen and show empathy with a caring,
anly) what mean and mean what we say. e understanding heart.
Developmental Opportuni Humility Courage
. . Area | Plan We seek to build up others, not ourselves. We acknowledge We embrace challenges and encourage new ideas. We have
3 o Effe Ctlve Iy CO a C h a n d d eve I O p Ca n d I d ates o “TFOR FUTURE USE™ .. celebrate each other's accomplishments because we know  the curiosity to ask questions, to continue learning and to
we can’t truly succeed on our own. explore new possibilities. —
4. Keep plans up_‘to_date. Reports to: Supply Chain Director _ -
A e c o 3 Fl e T w o 3 %
| Tl el B ™ " ol T el i Tl e e il maintaining and growing relationship with internal marketing
. . o I ]
5. Communicate plans effectively. I
W‘m I influence stakeholders and decision-makers in order to
|l S A P LT W S T BT W R

6. Evaluate how successful plans are and make changes.

Development Needs

w services and partnerships, resulting in operational success

|Iﬁ-li_'ﬂ-i-ll-‘* . r-‘_’?—.l RRL=. L ERS B

Career Aspiration |

Flight Risk Assessment
[ R E T By R e R e R B L L L L ] nm\.!—-‘-’l |

Next Moves |
| e bty [Spring 2023 I




E] Talent Reviews m

| Reset & Align ] [ Stretch & Grow]

- Complete a talent
a . assessment

« Know your people

e Assess potential vs. growth
« Make it objective

Coach & Guide ] [ Recognize & Retain]
Employee Performance Growth Retention
Malorie Milton o 3 Low Risk
Alex Anderson e 2 Medium Risk

C,



@ Development Goal

Lead major change management initiative

ﬂf’ Lauren Lowe

Last Update Progress Since Last 1-on-1

4 Weeks Ago +0%

How can we get this goal unstuck?

Thanks for talking to me about it.
Think we have a plan to move forward.

Anything | can do on my end to help you.

Scale your mentoring,
coaching, and 1-on-1s

« Go beyond development plans
« Create a culture that invests in growth

« Empower managers to have the right
conversations




5@ Roger Richardson
Vice President of Sales

Talent Grid Candidates Readiness

Review and monitor
your plans

Talent Readiness
« Make planning an ongoing initiative

! |
@ Jennifer Jones READY NOW e Monitor progress

e |Involve leaders outside HR
:’ Lauren Lowe Ready in 24M

Jennifer Jones

Sales Manager

4

Location Dallas

Hire Date  April 2020




FOCUS 4

Zane Zander Continuously update

Now 12M 24M 36M Radar

your plan over time

D
Ready in 12 Months
 Be agile
Developmental Goals - Ready Now « Analyze program effectiveness
(Cf Read 15 books by industry leaders this year » Leverage technology to make this easier
52%

C,



2 1-on-1s
What is on your mind that we should discuss?

%ﬁ Roger: Goal update

%‘ Roger: Priorities for the month

g Alex: Coverage plan for Holly's upcoming leave

Action Items + Action ltem

[ | Send out feedback request on pricing plans
Assigned to Alex Anderson
New Topic

s | Add your topic here

Smart Topics

Category: Diversity & Inclusion
If I could, | would change the following about the company

Add Smart Topic Shuffle Wiew Al

Technology to Empower

E] Talent Reviews
Reset & Align

nd

Coach & Guide

| Recognize & Retain |

Alex Anderson
Sales Manager

© 0 O

Performance Growth Retention

i‘, Roger Richardson

Alex is set up this year to excel or fail. It

will be dependent on her focus and desire.

Your HR Team and Leaders

@j Goal Progress

By Zane Zander « 3 Days Ago

Organization

$150M total company revenue this year

75%
Team
@j Accelerate recurring Q1 revenue growth
] 50%
Personal
@ Lead five product demos per week
E— 30%
& Jennifer Jones
@ I'm so proud of all of you for
making this the best quarter yet!

@ 1comment ofly Like

Post 4

=@ Roger Richardson

Vice President of Sales

Talent Grid Candidates Readiness

4 |

£

Talent Readiness

4
Qa’ Jennifer Jones READY NOW
5 Lauren Lowe Ready in 24M

Jennifer Jones

Sales Manager

Location Dallas

Hire Date  April 2020

Developmental Goals - Ready Now

( 1 Successfully lead product and sales merger in Q4
52%




Next Steps

Evaluate where you are.

|dentify top opportunities for improvement.

Design your roadmap.
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Questions?






