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July 12, 2010

Dear Attendee,

Unbound Ideas is pleased to have you join us in welcoming influential thinker, Dr. Shirley
Davis.

In this packet, you’ll find the presentation slides that Shirley asked us to forward to you in
advance. The slides only include those you are intended to see before hand, and the full
presentation may be more extensive and contain elements not in this package.

After the live event, we will also be forwarding to you some additional resources provided by Dr.
Davis.

Thank you in advance for joining us. We are looking forward to an informative and productive
session.

Sincerely,
Unbound Ideas
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Question 1:

What's Keeping You Up At Night About
Diversity and Inclusion?

Please provide your thoughts using the LiveMeeting Q&A feature.
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SIRM Ten Challenges that Keep HR and Diversity

Professionals Up at Night

1. Becoming more strategic and less transactional
2. Aligning with key business objectives

3. Recruiting top talent and building a pipeline with
leadership capability

4. Establishing an inclusive culture

5. The changing global landscape of Diversity &
Inclusion

6. Globalization

7. Practitioner’s skills, competencies, and personal
well-being

8. Health care
9. Religion and spirituality
10. Legal risks and reputation
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SIHRM 1. Becoming More Strategic and Less Transactional

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

O HR/Diversity professionals report that they spend most of
their time on administrative transactions, tactics, and putting
out fires.

O Very little time spent on being strategic

O Being more strategic means “anticipating change and putting
systems in place to rapidly align employee behaviors with
evolving organizational needs.”

0 Ina 2008 PWC survey only 43 per cent of more than 1,100
CEOs globally in the agree that their HR function is equipped
to handle changes required to compete for talent.

O Stop asking for a seat at the table. When HR and Diversity
strategies are aligned with business objectives and enabling
business success, a seat will be earned.
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SHRM 2. Aligning with Key Business Objectives

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

o CEO and senior leader engagement is critical to the
sustained success of HR/Diversity initiatives.

o What are your organization’s Top 3 Business objectives?
o What is keeping your CEO up at night?
o In order to align with key business objectives, we need to:

»  Clearly articulate the organization’s key business objectives

»  Clearly articulate the business case/strategy for diversity and
inclusion

A\

Ensure alignment

»  Fully integrate HR/Diversity initiatives in every part of the
business

A\

Communicate up/down/across/out
»  Measure/report meaningful business outcomes
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SHRM 2. Aligning with Key Business Objectives

SOCIETY FOR HUMAN
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Examples of what can show an impact on the bottom line:

U Increased efficiency (due to better recruiting processes, new
technology in HR, advertising / marketing)

L Cost per hire (decreases)
O Cost savings

O increased retention; decreases in health care costs
due to wellness programs instituted

U new hire ramping up time/learning curve is cut by xx
days or weeks

L e-learning solution vs. classroom; new vendor benefits
U Product improvement/development

U Increased quality scores on customer service (due to
training).
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Question 2:

What do you Think is the Most Important
Management Challenge Facing
Business Executives in the Next 5 Years

Please provide your thoughts using the LiveMeeting Q&A feature.
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S ]—R M m 3. Recruiting Top Talent & Building a Pipeline

ST FoR LA with Leadership Capabilities
RESOURCE MANAGEMENT

Finding talent is seen as the most important management
challenge facing business executives in the next 5 years

* Increasing number
« of markets served

* Increasing size
of company

«  Greater competitive
intensity

« Finding talent 31

Source: McKinsey & Company
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S ]—RMW 3. Recruiting Top Talent & Building a Pipeline

with Leadership Capabilities

External Environment: Demographic shifts place greater
complexities and higher demands on recruiting.

o According to Bureau of Labor Statistics, there are 76.9 million
Baby Boomers in the US workforce.

> Accounts for more than 50% of the workforce
> Every day 10,000 Baby Boomers turn 55 years old

>  With Baby Boomer retirements, loss of executives and
experienced workers

>  Impact to pension plans and retiree health costs
>  Employees are stretched with care of children/parents

o For every 2 experienced workers leaving, 1 inexperienced
worker replaces them.
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3. Recruiting Top Talent & Building a Pipeline
with Leadership Capabilities

External Environment: Demographic shifts place greater

complexities and higher demands on recruiting.

o For the first time, we have the largest number of all four
generations in the workplace than we’ve ever had.

o Women and minorities now represent 70% of new labor force
entrants.

o  The Hispanic population has nearly doubled since 1990 (the
largest growing segment of our population).

Estimated that 1 in 3 people has a disability

Growth in number of employees whom English is a second
language

o Increase in religious diversity
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SKRM 3. Recruiting Top Talent & Building a Pipeline

STV with Leadership Capabilities

Internal Environment

L Building leadership capability starts with creating a culture that
makes employees want to stay

U Ensuring that all employees have full and equal access to
opportunities

O Implementing leading-edge talent management programs
such as:

Mentoring

Cross-functional development assignments
Job rotations

Special assignments

Career pathing

Skills inventories

Succession planning
» 55% of employers already doing succession planning
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