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Objectives

After attending this session, you should be able to:

* Understand the need to show impact and ROI for major programs.
* Design leadership development programs to deliver impact and ROI.

* Explain how to measure program results at all five levels of
outcomes.

3

About the Book

Proving the Value of Leadership Development will show you how to measure
the value of leadership development programs through detailed case study
examples that illustrate how to measure and evaluate different leadership
programs and initiatives.

PRV
Meet us in the ATD Store at 5:30 pm HE\; UE
immediately following this session! LEADERSHIP

DEVELOPMENT
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THE ROl MODEL

THE FOUR PHASE ROl METHODOLOGY MODEL

PLAN THE EVALUATION COLLECT DATA ANALYZE DATA (NN OPTIMIZE RESULTS
Capt::g(:;):s of
LEVEL 1: REACTION LEVEL 3:
LEVEL 0: INPUT AND PLANNED ACTION APPLICATION

Make it Optimize
" H Tell the Story:
. (3% ; 3 Credible: . " i ible: 3 .
Sta.rt with Why: Make it Feasible: pect ; Ma.ke it Matter: Make_ it Stick: Make it Credible: Make it Credible: LI Results:
Align Programs N Success: Design for Input, Design for Isolate the Calculate ROI Use Black Box
X Select the Right . = Convert Data to Results to Key Thinking to
with the S Plan for Reaction and Application Effects Monetary Value Stakeholders Increase Funding
Business AL Results Learning and Impact of the v
LEVEL 5: ROI
Program
LEVEL 2: LEARNING  LEVEL 4: IMPACT Make it Credible:

Identify Intangible

Measures

INTANGIBLE BENEFITS

® 2024 ROl Institute, Inc. All Rights Reserved ROI INSTITUTEF
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Empowering Managers and Building Leaders
(SOAR):

Global Screening Tech
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“I was a SME on my
team and was promoted
to my current job when
our manager left.”

People Managers Business Impact

e Convert SMEs to leaders o Lack of respect from former ¢ Their employees log
« No substantive managerial peers frequent complaints with
training e Struggle managing difficult their HRBP
7(y people & situations e Lawsuits ensue many times
(o]
of FA's employee size « No basics in HR law ¢ Good employees resign
414 people e Unable to effectively e Managers are not confident
managers
manage performance and don’t feel empowered

This inspired the need for a program for
empowering managers and building leadessProductivity levels negatively

MAKE IT FEASIBLE & SELECT THE RIGHT SOLUTION

COVID-19

10
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m 414 PEOPLE MANAGERS BY REGION

116 (28%) SOAR GRADUATES/CERTIFIED

:\'.‘

NORTH AMERICA

(39 COMPLETED)

EMEA

(6 COMPLETED)

INDIA

(40 COMPLETED)

APAC

(31 COMPLETED)

11

Program is /

©  THE SOAR PROGRAM

The SOAR Program Is a 7-month (or ~50 hours) learning experience designed to Empower Managers and Bulld Leaders. By participating in the program, you'll receive
the tools you need to effectively manage yourself, your team, and how to become a better leader in a great organization.

The program is divided into 5 stages.

Months or 1 2 3 4 5
~50H &8 ~ a3 ® LO
>0 Hours 2 i e
i yu @O
Pre-work Management Distance Leadership Business
re-wor 101 Learning Workshop Impact
2.6% of a
o 0 3 hours 24 hours 9 hours 12 hours in e o 00 et
7 =1 ’ over2weeks  over2weeks  over 3 months 1 week O Percpaes st
p a rt | C | p a nt S ® Kickoff call  Virtual workshop—2 hours  + The next 3 months will * The final virtual workshop ﬁﬁrz
» Business impact on FA per day, 4 days a week require around 1 hour per will be 4 days, focused on Gevelopment progress (1
. with Action Plan draft (Tue.-Fri.), for 2 weeks eek inthe £ e o Development Plansin
© 360° Review * Self-Directed Leaming — Employee Advantage portal hours per day Wiorkday for se¥ and each
WO r k | n g * DISC behavioral style additional 1 hour per day . mm‘lcl::;r:md -mmﬂl . m‘:n’:v:‘mm
h : e e s AP O o i
ours/year e IR e
'm ) m;gn.mamau:‘x -rl-wlm:l'nw«--l‘“L
:gmm
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A
GLOBAL
EXPERIENCE

Group 2

Group 5

hilippines, 2,
17%

England, 5, 71%

S.Korea, 1, 8%

USA, 1,8% China, 1, 9%
o

New Zealand, 3,

25%

India-
Bangalore, 3
25%

Japan, 1, 8%

13

B 24 SOAR FACILITATORS BY REGION

16 CERTIFIED* FACILITATORS - others in training

/

:\-.‘

NORTH AMERICA

10
* 9 Certified

EMEA
4
* 2 Certified

INDIA

4

* 2 Certified
APAC

6
* 3 Certified

14
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COLLECTING THE DATA

OO 1.=REACTION,
[ 2 ; LEARNING ]

Empower Increase
Managers Leadership

360° N
Assessments

improvement

3= APPLICATION
months usihg'kn on thefob! )

o mea b IMPACT ..

Comparing préraTn Iﬁgils to costs

16
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MAKE IT
MATTER

then

MAKE IT

STICK!

then

MAKE IT
CREDIBLE

Data Collection Plan

Level Program Objective(s) Measures Me?ﬁiiﬁﬁl'ﬁﬁ‘m"e“ms sgjartcaes
. SATISFACTION/PLANNED ACTION
1
LEARM NG
2
: I 'APPLICATION/ IMPLEMENTATION
3
BUSINESS IMPACT

Comments:

17

Level

EARLY
INDICATOR
success

‘ogram Objective(s)
LEARNING
e
manaer i
Rt porsarlhty ypes
dentify the global competencies
Self.assess emational inelligence.

o i on 360° feedback.

Costrty e ertomance cvertions
th employes(s)

So iy S gt nd epectatin

Avticulate steps to address

Hanage cruci comeratons around conlcs and

10 dentity desrees of deegation

11.Recognize when to coach or mentor appropriately

yees
Etalent

terview questions and lsten

18 »wy strateges for managing teams through 3
. Kmmvwwln o sy mindtiness o prodctive

Demonstrse succesil use of th following

leadership sl sets:
1 can name the key rests of stening to
understand

2. 11can describe the actionable outcomes that
come from influencing.

Measures

Test
improvement

domafSana
Spoint scale.

Data Collection
Method/Instrum

Facilitators” observation

Pre-post Test (Quantum
Survey Tool)

Data
Sources

Faciltators

participants

Timing

Test before
and after
EACH

workshop

SOAR

PROFE

Data Collection Plan

Program Objective(s)

Measures.

Data Collection
Method/Instruments

ata
Sources.

SIONAL GR

Timing

WTH for F.

MANAGERS

Responsibilities

TLC Team &
Faclltators

EARLY
INDICATOR

SUCCESS

SATISFACTION/PLANNED ACTION

Participants will rate the following reactions to pre-
work:

1. Howwould youate the pre-vork pregaratio?

2. The design of the program was cle:

3. My accountability in the program was clearly
stated

4. know how the SOAR program is aligned to the
business of First Advantage

5. How would you improve the pre-work phase?

Participants il rate the flluingreations 0
Commnities of practice (CO

vt s e the COF'arganizatonof
topics?

How viould you ate the pre-work for each COP?
How would you Improve the COPS
ot you ke th pre vk or the
Cevieriy veriehest

Participants will rate the following reactions to
‘each workshop:

1. The workshop is important to my suce
The content s releyant t my shuation
| would recommend this workshop to others
‘The offline training and homework were
valuable

The techrlogywed vas effective

The fcltators enhusian et me actively

ram is easy to follow
Ican start implementing the training and
lessons learned immediately in my work

. Which topic ¢ i you ind HOST benefitiol to the
training sessio

. Vi oty ind LEAST beneficil to
the training session?

Data Collection Da
Level  Program Objecti Measures iming  Responsibilities
Ry Method/Instruments_Sour = =
APPLICATION, WPLENENTATION Saul6ona
& aint sale
i it
e the acion plan vitinseven month (3 | +

i st e ot oo Lesmer Acton lan il .

2. Compiee development plans fo each employee | Change in -

(2 menths aitr the lct werkchos) bvir | Completed Deelopment [ o | Inments | i ream
kot e 3 ek Pans n Workdoy comeletsd 23 | Faciators
Stk e the leaming por . . il

. Panicipte i s conmunites o practice || 360 Fesdback

s managerendeahp sllsreuenly Lo 2t | estonnaive

5
e T T
Paticpantz il mlke improverents inane o 0 of | impact o
e Tl mesures o o b it | Impenementc
HARD DATA (des, becauee i’ mesursie) ket eborah Masak
< ourur progam
* qury
o Cosr . Paticpants
e .
SOFTOATA oy 1 oo pinr) | e .

P ebeRdp inGatal | Leamer ction Plan Rl 3 monts after | TLC Team
et TE/SKTSFACTION Erssement | v e for L) | 5900 it vorihop | Faciitators
Stk : wmmmummﬂm Sunvey Empioree

: aueston: 162 Engogement

B - professionl Sumvey

* NAGE/REPUTATI hand

Gvelopment
opportunies
formysaltat

VP Global Talent & Inclusion — First Advantage, Inc

Soutof6ona
6-point scale

Survey
(Quantum Survey Tool)

Participants

Directly after
Pre-work

phase

Directly after
the final COP

Directly after
each

workshop

TLC (Talent,
Learning & Culture)
Team & Facilitators

18
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OO

REACTION an Early
Indicator of Success
(83%)

Key Insights

* Overall response rates
increased from 71-96%;
coordinators focused
on follow ups

* Pre-work was
confusing as was
content location and
setup

* M101 Offline
homework needed
urgent attention and
improved to 91%

* COP pre-work needed
more clarity

* LIFT improvements
made to earlier stages
positively impacted the
final stage.

> 3

PILOTS LEVEL 1 (REACTION - EARLY INDICATOR OF SUCCESS)
—+—Pre-work -#~M 101
Response Rate: 75% 100
Favorability Rate: 88% 9% B2 85 %
- 00 84 80 72
= —— g
Response Rate: 71% 7? 78 38 81 94 87 86 88
Favorability Rate: 85%
EST 9 AM EST1PM UK 9 AM UK 3 PM IST 9 AM IST5PM HK 9 AM HK 5 PM
PILOTS LEVEL 1 (REACTION - EARLY INDICATOR OF SUCCESS)
——COP -=-LIFT
99
95
93
Response Rate: 96% 88 - - %8 2 1)/.
Favorability Rate: 91% l/-\/- il -
Response Rate: 91% 87 79 75 ;8 100 % 97
Favorability Rate: 83% 75 2
EST 9 AM EST1PM UK 9 AM UK 3 PM IST 9 AM IST5 PM HK 9 AM HK 5 PM

20

10



5/20/24

LEARNING an Early
Indicator of Success
(1%+)

Key Insights

* Learning gain varied

* Varying knowledge of
participant

* Exposure to other L&D
programs prior to
SOAR (one region
implemented a mentor
program)

* Boomerangs
experienced some of
the same material, but
still had a gain.

* Unable to select “no
change” on survey and
may have forgotten
prior score.

* Overall Gain:

*M101 31%
* LIFT 24%

(1%

EST9AM

LEVEL 2 (LEARNING - EARLY INDICATOR OF SUCCESS)

Learning Gain

%
2

EST1PM UK9AM UK 3PM

(3456

IST 9AM

Boo merangs
% of participants

|a9%|

IST 5PM HK2 PM

21

21

APPLICATION

| am using knowledge on the job!

360° Assessments saw
improvement within 5 months.
Meeting their HRBP discusses
variances in scores and any
opportunity for development.

[ [
I:ETEI HRPB Meeting: 93% completed

this task

IMPROVEMENT:
* Overall Score: 5.4/6.0

¢ Overall Improvement: 0.11 (i.e.,
5.20 to 5.24/6.0)

* Self: 0.04

* Manager: 0.12
* Peers: 0.09

* Direct Reports: 0.14

&

Q

AL

Required for Certification

In‘dividual Development Plans (self +

reports) within 6 months in Workday:

Self IDPs: 87% completed this task

Dirﬁct Report IDPs: 16% completed this
tas

Action Plan worked on during the

Emotional Quotient (EQ) Assessments

Private EQ test at the beginning of the program
and again at the end.

Completion rates not tracked but enc:

program and final plan submitted
within 7 months. Key to determine
ROI.

Action Plans: 83% completed this

task (63% had usable data, 20%
were not usable)

17% did not complete an Action
Plan

22

22

11
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SOAR

MANAGER:

FACILITATOR:

EVALUATION PERIOD: 2021, START MONTH:

IMPROVEMENT MEASURE:

END MONTH:

CURRENT

TARGET

DATE

DATA ANALYSIS

1 A Whatis the unt of messure?
ftext...]

z 5 Vihat s e valos (so50) o one uni?
[#or $ or other value...]

3 T Fiow did you smive st s value? [fext ]

O . How much dd the measure changs during the evaluation
period (monthly value)?
[# or § or other value...]
5 £ What other factors could have

improvement?

text. ]
O T \What percent of s changs was actuslly caused by this
program’

(x5
7 G Whatlevel of confidence do you place on The above
information? (100% = certsinty and 0% = no confidence)

[x%]
Intangible benefis. Brief comments

There are many factors that go into employee turnover (or
lack thereof), but | can say that at least one of my employees

was unhappy with the lack of career growth planning on my
team. This action plan effectively corrected that error.

Manager, Software Engineering

IMPACT

| can measure
impact to the
business!

60%

said they would not have
completed an Action Plan prior
to SOAR

23
) ) ) CAUSED BY AR ROI S a r r l I e
Unitof — Business ) NGE CHANGE BY PROGRAM (§  CONFIDENCE  coniributio
Measure Unit (G)
(Annual) (2 YEARS) PROGRAM Value) n
1 | Salesleads Revenue |  $324,000 | $648,000 |  40% $259,200 100% $259,200 .
2 Time | Revenue $29,500 $59,000 80% $47,200 75% $35,400 Ct I 0 n a n
3 | Customer | Revenue | $3,500,000 | $3,150,000  30% $945,000 90% $850,500
Retention
12 | Employee | Product $159,356 | $318712 |  20% $63,742 95% $60,555
Retention e S u S
13 Time Product $15,840 $31,680 50% $15,840 100% $15,840
14 Time | Operation $3,600 $7,200 5% $360 95% $342
s Improvement Measures
15 Time | Operation |  $30,364 $60,728 10% $6,073 90% $5,466 wyr o n
per; ’ ’ * 75% used “time
i “ P
27 Time [ij $300,000 | $600,000 | 100% $600,000 100% $600,000 e 11% used “cost to re-hire” an
28 | Subscriptio il $375,000 | $750,000 | 100% $750,000 99% $742,500
n Fee employee
35 Time HR $2,808 $5,616 95% $5,335 95% 5,068 . d“ .
36 | Time HR $16,132 $32,264 0% $0 0% 50 One used “consumption
37 Time Finance | $1,5542,857 |$3,085714 50% $1,542,857 100% $1,542,857 cost” of paper and saved 34
38 Time Finance $7,500 $15,000 | 100% $15,000 99% $14,850
39 | Costto | Customer | $468,000 | $936,000 |  50% $468,000 75% $351,000 trees
Rehire Care
40 Time | Customer | $52,650 $105,300 | 90% $94,770 90% $85,293
Care
Total Impact Attributed to the SOAR Program  $7,862,814 y A
——m \
1\ )
\\ //
*Projection of impact spanned two years due to the length and complexity of the program. S e
24

24
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Analysis Costs Total
ia}!na:vwse:"& Dirz)pluvee Benefits (No. of People x Ave. Salary x Employee Benefits Factor x No. $1880.00
Registration Fees $100.00
Total Analysis Cost $1,980.00
Development Costs Total
f,a::“rrwse:"%«':::yplcyee Benefits (No. of People x Avg, Salary x Employee Benefits Factor x No. $221,00000
Program Materials and Supplies Total $12,217.00
elearning $640.00

Books $294.00

Manuals and Materials $2,883.00

Behavioral Assessments/Certifications $8,400.00

Total Development Costs $233,217.00
Delivery Costs % Total
Participant Costs Total $106,262.00
ia:ﬂa:vwse:"ij:zyplcvee Benefits (No. of People x Ave, Salary x Employee Benefits Factor x No. $106,262.00

Facilitator Costs Total $79,742.00
Salaries & Benefits (Facilitators) $47,499.00

Salaries & Benefits (HRBP) $28,243.00

Outside Services $4,000.00

Coordinator Expense $1,152.00
Third Party Courses ($330 x 70 participants) $23,100.00
Total Delivery Costs $210,256.00
Evaluation Costs Total
i’a}!ﬂa“rr\f:"s;mirg)ployee Benefits (No. of Peaple x Ave. Salary x Employee Benefits Factor x No. $11,600.00
Total Evaluation Costs $11,600.00
TOTAL PROGRAM COSTS $457,053.00

*Minimal cost for a virtual program (e.g., in-person costs such as
travel, room accommodations, food and beverage).

Co

SOAR

st of

25
25
BCR (Benefit Cost Ratio)
BENEFITS _$_7 862,814 _ 17.20
COST $457,053
17:1
R O | - Ca | C u | a te t h e For every dollar invested in SOAR, the
dollar is returned plus another $17 in
tary benefits
return on
i n Ve St m e nt ROI (Return on Investment)
BENEFITS-COST $7,862,814 -$457,053 x 100
COST $457,053
1,620%
26

26

13
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From the voices across
seven business units

Product | Revenue | IT |
Customer Care | Marketing
E | HR | Finance
/
,

./'

IMPACT —
I nta n g' b I es Intangible Benefits /
e Stress management and reduction
a re WO rt hy * Team engagement
d ata poi ntS ! ¢ Employees feeling proud to work here

¢ Improved communication

¢ Time management and efficiency
¢ Improved team morale

e Customer satisfaction

¢ Improved job satisfaction

27

27

. . il First Advantage

—— Empowering our employees for
ssssssssssss ful environment

SOAR in
Inaugural
ESG Report!

e idedinto 5 stages

o
N [=pa) &
Br@r@- -8

3

Ohboard faster:

2021 ESG Report

28

28

14



5/20/24

Favorability Rating of the
Overall SOAR Program

From Very Good to
Excellent

29

OPTIMIZE RESULTS

TELL the STORY

30

15



Lessons Learned

5/20/24

» Checklist needed to manage
participants’ progress due to size and
complexity of program

* Develop more training around
completing Action Plans

» Continue to use Agile development
when changes are obvious to be made
— benéefits for each subsequent group

» Gather managers’ feedback on what
blocks their direct reports from
developing themselves

* Build a better sense of community in a
virtual environment to build rapport

31

Team Lead

Vice President

32

32

16
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Supervisor Certificate Program Redesign:

U.S. Patent and Trademark Office

Supervisor Certificate Program Redesign: U.S. Patent
and Trademark Office

Context — 8 sessions / 8 hours each, 85% PowerPoint lectures
Challenge — Management questioned the value of the training
Actions — Redesign guided by ROI Methodology

34

34
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Supervisor Certificate Program Redesign: U.S. Patent
and Trademark Office

’ Results and Impact
"N Realized value of increasing employee engagement by 3%: $382,568.40

o - $463,638.73 1011
$382,568.40
_ $463,638.73 - $382,568.40 100= 21.19%
ROI = $382,568.40 § o

35

Supervisor Certificate Program Redesign: U.S. Patent
and Trademark Office

Results and Impact (Intangibles)

Improved employee engagement
Increased morale
Increased trust in the workplace

B wn =

Increased employee productivity — specifically, an increase in the
number and quality of examined patent and trademark applications

36

18
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Supervisor Certificate Program Redesign: U.S. Patent
and Trademark Office

Lessons Learned

Making the business case that appeals to senior management
Focus on Level 3 (Application) and Level 4 (Impact)
Don’t lose sight of your stakeholders’ perspectives

o Dnp =

Process improvement is the key

37

Leadership Coaching Program:

Oil and Gas Company

19
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Leadership Coaching Program: Oil and Gas Company

Business Alignment

The oil and gas industry is price sensitive. Operating costs must be managed
carefully to remain profitable. Top management would like to operate the
business with minimum cost to achieve profitable growth and efficiency.

Business Measures/Challenges
. . How to solve it?
Reduce delays with projects and tasks. el R BN S I R 1
Save time and costs.

Fix field troubleshooting and its effect on v
production.

Utilize the intangible results: motivation,
engagement, and creativity for better
performance. Conduct Leadership Coaching Program:

Solution

U Target: Supervisors and Team Leaders (81)
O Learning Methods:

1. Leadership Development Workshops

2. One to One Coaching

Leadership Development Program Approach

Engagement & /| Assessment [ Alignment &

_ Coaching Delivery Evaluation & Measurement
Contracting & Feedback Planning

Define
Objectives,
KPlIs &

Conduct 1-on-1 coaching sessions Compile
assessment
| Report

Define & validate
Coaching Plan
(Manager)

Expectations

Health-check & Real
Business World Evaluation

A /B¥ \E/ F
— o~ ™
2 2 g
5 5 5
Collect assessment S g 8
o
& o a o End.
Feedback 15} 0] G) Coaching
Program
2 weeks 3 weeks 12 Months 1 Month

40

40

20
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Leadership Coaching Program: Oil and Gas Company

Results (Level 1 To 3)

Level 1: Satisfaction

/Reaction

A Pre =55%
Knowledge Gained — — — — — — — — — — — — — Dot = 78%
- 0,
IV, — — — — — — — — — — — Pre = 54%
Post = 80%

41

Leadership Coaching Program: Oil and Gas Company

Results (Level 4: Impact)

What is the
percentage that the
program influenced

the result?

What percentage
you are confident of Equivalent Cost Value
your answer?

Result Area Pre-Coaching Post-coaching Difference

Machine Tripped

Process Improvements: Annual cost saving =
Identify the issue, Daily process meeting, 2592 925 * 50%*
Weekly progress meeting, Award the control 2448 Hrs 276 Hrs 2172 Hrs 50% 90% =R °
room. Competencies used (Engagement, 90% = $1,166,816

Delegation, Trust, Motivation, Ownership)

Job Backlog

Process Improvements:

= Check the job backlog daily and giving 1640 Hrs per Year =
constructive and direct feedback to team $21,299

= Monthly report send to senior management 2537 Hrs 897 Hrs 1640 Hrs 50% 90% ’

= Coachees enabled team members to self- 21,299 * 50% * 95%
discover solutions (Enabling creativity) =9,585 USD

Coachees promoted the sense of ownership

and trust in team members to be self-
Total 1,176,401 USD

responsible

21



Leadership Coaching Program: Oil and Gas Company
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Results and Impact AR $1.176,401 » 671
Realized value of = = 2.67:
increasing employee $439,344

engagement by 3%: > For every $1 invested, there is $2.67 in benefit.

$382,568.40

1,176,401 — $439,344
ROI = g v x 100 =167%
$439,344

> For every $1 invested, $167 returned after the investment recovered.

Payback Period $439,344 373 x12=4.48
= = X 12 =4,
ayback Perio $1.176.401

» The investment will be paid back in just 4 months and few days.

43

43

A 4
\‘,
-

/Ol

Leadership Coaching Program: Oil and Gas Company

Intangible Benefits

Employees have more trust because of leaders’ new behavior, which leads to better
performance. More intangible benefits include:

* Creativity

* Motivation

* Teamwork

» Customer service
* Commitment

» Job satisfaction
+ Engagement

» Delegation

44

22
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Empathetic and Inclusive Leadership Program:

Global Technology Corporation

Solution: Empathetic and Inclusive Leadership Program

P12
Communicate often Clearly communicates Open to new ideas Listens intently to
and openly. expectations. and approaches. team members.
Involves all team Has the flexibility to Create a feeling of Provides safety for
members in key issues. change opinions. succeeding and failing trial and error.
together.
46

46

23
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Alignment

Start with Why: Align Programs with the Business
» Data, discussion, benchmarking led to business measures
» Voluntary turnover, transfers, absenteeism, job engagement,

other measures

» The leaders (participants) made the connection.

Expect Success: Plan for Results
» Definition of success: Impact (business measures)
» Objectives developed for reaction, learning, application, and
;‘ impact
» Objectives provided to all stakeholders with the request: Design
to application and impact

47

Program Design*

ours I s

» Eight 15-minute » Two days » Coaching
eLearning classroom « Review Videos
modules learning with - Networking

action plans

*Evaluate three groups (16 people per group for a total of 48 people)

48

48
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Make it Matter: Reaction and Learning Data

Level 1: Reaction

The program is important to our mission. 4.2
The program is important to me. 4.6
The program is something | will use. 4.9
The program is something | will recommend to others. 4.0

Rating: 1 = Not at All 2 = Some 3 = Average Amount 4 = Significant Amount 5 = Very Significant Amount
Target4.0/5.0

Level 2: Learning

Communicate often and openly. 4.2
Clearly communicate expectations. 4.1
Be open to new ideas and approaches. 3.9
Listen intently to team members. 4.0
Involve all team members in key issues. 4.1
Have the flexibility to change opinions. 3.9
Create a feeling of succeeding and failing together. 3.8
Provide safety for trial and error. 3.9

Rating: 1 =Not at All 2 =Some 3 = Average Amount 4 = Significant Amount 5 = Very Significant Amount
Target4.0/5.0

49

Make it Stick: Application and Impact Data

Communicate often and openly. 4.3 44
Clearly communicate expectations. 4.2 4.3
Be open to new ideas and approaches. 4.3 4.3
Listen intently to team members. 3.9 4.2
Involve all team members in key issues. 4.1 4.0
Have the flexibility to change opinions. 3.2 3.9
Create a feeling of succeeding and failing together. 3.4 4.1
Provide safety for trial and error. 3.5 3.8

Rating: 1 = Not at All 2 =Some 3 = Average 4 = Significant 5 = Very Significant
Target 4.0/ 5.0

50
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Barriers and Enablers

Not enough time to use the concepts 16%
Communication breakdowns 12%
Too difficult to use the concepts 11%
Lack of confidence to apply learning 9%
Technology issues 7%

Enablers Percent Responding

Support from leadership 75%
Coaching 71%
Support from colleagues and peers 62%
Networking 51%
Opportunity to use skills 50%

Sufficient knowledge, understanding, and awareness 43%
51
Sample Action Plan
Name: . Facilitator Follow-Up
Andrew Roganski Signature: Date April 1
Objective: Reduce Absenteeism Rate Evaluation Period: January-April
Improvement Measure: Unplanned Absenteeism Rate Current Performance  7.5% per day per Target Performance  5.2% per day per
month (avg. month (avg.,
Action Steps Analysis
1. Review absenteeism records for each employee—  January 15
with afocus on trends and patterns. A. Whatis the unit of measure? One Absence
2. Discuss reasons for absenteeism with them using ~ January 20 B. Whatis the value (cost) of one unit? $428
problem-solving skills.
3. Consult with HR team on absenteeism issuesand ~ January 30 C. How did you arrive at this value?
trends. Contacted HR
. Di hi February 1
4 PIS(USS how leadership and work culture can v D. How much did the measured change during the evaluation period?
influence unplanned absences.
(monthly value) 2.1%
5. Counsel at-risk employees to explore opportunities
for improvement. February 15 E.  Whatother factors have contributed to changes in absenteeism? Show
6. Conduct a positive discussion with every employee positive or negative.
returning to work after an unplanned absence. Special program on "Being Accountable” from the
7. Provide recognition to employees who have perfect Culture Change Team (Positive)
il What percent of this change was caused by this program?
8. Follow-up with each at-risk employee, discuss 70%
improvement or lack of progress, and plan other
action, Whatlevel of confidence do you place on the above information?
9. Monitorimprovement routinely, and provide (100% = Certainty and 0% = No Confidence) 80%
recognition when appropriate. How many team members do you lead? 21
Intangible Benefits: Improved morale
Comments: This keeps me focused. 52
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» Tried: Trend line analysis

« Transfers — HR provided ($15,500)

* Others — Varies

* Explored: Experimental versus control group

» Total Monetary Value — One year of benefits

» Absenteeism — Payroll provided ($428 per absence)

Make it Credible: Isolate the Effects of the Program

» Used: Estimates from participants adjusted for error

Make it Credible: Convert Data to Monetary Value

* Voluntary Turnover — HR provided (150% of annual pay)

53

Monetary Calculations From Action Plans

VENITiET) 42% (20) 14 $222,000  $3,108,000 31%
Turnovers

Transfers 54% (26) 9 $15,500  $139,500 43%
Absenteeism  38% (18) 25 $428 $10,700 37%
G 10% (5)  Varies  Varies $39,600 63%

*Questionnaire

0,

72%

76%

73%

81%

$693,706
$45,589
$2,890
$20,208

Total $762,393

54

54
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A & » E To what extent did this program influence this measure:

Productivity
Innovation
Compassion
Job Satisfaction
Engagement
Quality of Work
Trust

Collaboration

Rating: 1 = No Influence 2 =Some Influence 3 = Average Influence 4 = Significant Influence 5 = Very Significant Influence
Target: 20% of respondents had to rate an item 3.0 or above to be reported as a benefit.

4.8
4.7
4.6
4.6
4.5
4.5
4.4
4.2

Make it Credible: Identify Intangible Benefits

Make it Credible: Capture Costs of Program

Needs assessment (prorated) $20,000/ 2,400 x 48
Research/Development costs (prorated) $50,000/ 2,400 x 48
Production costs (prorated) $25,000/ 2,400 x 48
Salaries/benefits facilitation $10,000 x 3
Salaries/benefits coordination $4,800 x 3
Salaries/benefits participation $2,770 x 48
Coaching $2,100 x 48
Travel and lodging $1,976 x 48
Facilities $300 x 6

Evaluation (internal and external)

Prorated over life of program = 2,400 managers
Three groups of 16 managers = 48 managers

$400
$1,000
$500
$30,000
$14,400
$132,960
$100,800
$94,848
$1,800
$11,000

Total $387,708

56

56
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Make it Credible: Calculate ROI

5/20/24

Total Monetary Benefits = $762,393
Total Costs = $387,708

762,393
BCR = b =1.97:1

$387,708

$762,393 - $ 387,708
$ 387,708

ROI = x 100 = 97%

57

57

Tell the Story: Communicate Results
to Key Stakeholders

With numbers and narrative, results were communicated to:

Immediate Participants Talent
managers development
» = » team

Executive
summary

Face-to-face
briefing

Infographic
with webinar

Full report
with webinar

58
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Optimize Results: Use Black Box Thinking
to Increase Funding

Although the objectives were met, there is always room for
improvement.

The barriers, enablers, and suggestions are sources for making it
better.

There may be an opportunity to connect this problem to value-add
measures such as productivity, quality, innovation, and recruiting
effectiveness.

This program should not be in jeopardy of funding and enjoy
increased support and commitment based on this study.

The reputation of talent development was enhanced because of this
study.

THANK YOU!

QUESTIONS?

30
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Scan the QR code to access the resources from today’s
session including a copy of the featured case studies.

PROVING
THE VALUE - } :
of Proving Value in Top Leadership
LEADERSHIP
DEVELOPMENT

Development Programs (Case Studies)

NEW ORLEANS.
MAY 19-22

May 20, 2024, 4:30 pm CST |1 -

61

FEEDBACK

COUNTS Your feedback helps ATD continue to provide

top-notch educational programs that help you
stay on top of a changing profession.

Evaluations forms for this session are available via the
mobile app and at the following link:
https://www.surveymagnet.com/Magnet3/login.asp?Even

tKey=QJYYGCDP.

atdgz
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