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Big Takeaway - Speed to Insight & Quality of Response is key.

“Adaptiveness”is where HR is heading. -> Need to understand how to move more quickly
while staying efficient, but understand growth and perfection cannot exist together.
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What we learned - Speed to Insight & Quality of Response is key.

“Adaptiveness”is where HR is heading. -> Need to understand how to move more quickly
while staying efficient, but understand growth and perfection cannot exist together.

/ﬁ\bleau Wins \

e helps us align to metrics, the truth.

e Speed to Insight.

e Drives conversation in real time.

e Ease of use, Ease to deploy and iterate as the
business changes.

Ease to find talent.

e Its how HR consumes data.

( Allows us to Focus on strategy vs data

manipulation work. / I 'I
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The days of Modern Analytics are here.

Tim Cook received 400 excel sheets every morning.
Back and forth checkers game of analyst to leader
isn't effective or efficient.

- Adam Selipsky




What is science after all?

It is a curious person
Looking through a keyhole,
The keyhole of nature,

Trying to know what is going on.

Jacques Cousteau
Explorer

Curiosity Knowledge Trends Insights

How curious about people is
your organization to build
wisdom?

Actions



So much information, but no knowledge.

Never Made
it past this
slide.
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Our Equality initiatives looked like this... ssspor

Microsoft Visual Basic - USselfID.xlsm

| [P @ ® G

sl ]
= o= | )
Project - VBAProject
[om ene USselfiD.xism - Module1 (Code)
&% VBAProject (FUNCRES.XLAM) (General) ~|  [GetceliColor v
=& VBAProject (USselfiD.xism) Function GetCellColor(xIRange As Range)
=45 Microsoft Excel Objects Dim indRow, indColumn As Long
@) Sheet! (Sheet2) Dim arResults) B (& D E
mmun fer not to discl
% 323‘«1&3?:3?’ Application.Volatile temal Communications Manager @ Mallg reernotio e
&5 Modules If xIRange Is Nothing Then omal Comminications Seni " Active Duty Wartim
R goRange Application-ThisGell temal Project Analyst Active Duty Wartim
ntemal Project Director Active Duty Wartim
If xIRange.Count > 1 Then Active Duty Wartim
ReDim arResults(1 To xIRange.Rows.Count, 1 To xIRange.Columns.Count) Active Duty Wartim
For indRow = 1 To xIRange.Rows.Count Acihe Bty Wori
For indColumn = 1 To xIRange.Columns.Count ctive Duty Wartim
indColumn) = indColumn).Interior.Color Armed Forces Sen
NNe:(! Armed Forces Sen
ex
= GetCellColor = arResults
Else
|Module1 Module =~

GetCellColor = xIRange.Interior.Color
Alphabetic | Categorized | End If

(Name), Module1

End Function

Function GetCellFontColor(xIRange As Range)
Dim indRow, indColumn As Long
Dim arResults()

Application.Volatile

If xIRange Is Nothing Then
Set xIRange = Application. ThisCell
End If

Take hours/days 1
sort through
Workday reports,
create graphs, ad
to slides. Every
analyst did so
differently.

If xIRange.Count > 1 Then
ReDim arResults(1 To xIRange.Rows.Count, 1 To xIRange.Columns.Count)
For indRow = 1 To xIRange.Rows.Count
For indColumn = 1 To xIRange.Columns.Count
indColumn) = i indColumn).Font.Color

Next

Next
GetCellFontColor = arResults
Else
GetCellFontColor = xIRange.Font.Color
End If

End Function

Function CountCellsByColor(rData As Range, cellRefColor As Range) As Long 3531 |
I — |
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Asymmetric workload. Periods
of crazy, periods of chill.
Crisis and

conflict

Intensity

Normal interstate relations and persistent competition

Time

Courtesy, Josh Bersin



ASymmetric and Normalized Workload

ASymmetric Firestorms: lack of trust, lack of
enablement, lack of HR to adapt to change.

== ASymmetric == Normalized Lack of Hybrid skillset. Average “Work metric
- 17"
20
Sample Data
15
10
5 \
Enabled HR, Trust, Hybrid skillsets.
“Work metric = 10”
0

Jan Feb Mar Apr May Jun Jul Aug



Recruiting Compensation

Recruiting
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Value and Impact -> develop a system of insight and intelligence (T
by combining various data sources to singular dashboards.

TRUST

CUSTOMER SUCCESS

INNOVATION

Surveys Recruiting Compensation

dull
gl

3

MOTIVATION + PRIDE
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ELTV Courtesy of Greenhouse



Example of thinking with
Agility.

Because of COVID, the
work expectations and
realities have changed. We
are not seeing each other
anymore in person, how do
we make sure folks are not
out of mind.

Those organizations who
have listened shall be
successful in retaining their
employees and create a
balanced work scenario
most can get behind.

60%

Before Covid

Physically in the Office

12%

During Covid

25%

After Covid

23%

Before Covid

Flex

13%

During Covid

Sample Data

50%

After Covid

17%

Before Covid

Remote

75%

During Covid

25%

After Covid
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Working towards a model that works to deliver
Value and Impact
Developing a True System of Insight & Intelligence

Automation

Focus on integrations and

delivery cadence to alleviate

Truth

data pulls
@ Establish universal
computation upon the system
of truth. Example: TTF,
acceptance rate, pipeline aka
Simplicity “key metrics.” Unified Capacity

Model.

1st effort was to get everything

automated and truthful. Now Cohesiveness
the focus is on Simplicity,

snackability. Enablement. Democratize. Flow.

Socialize. Remove complexity in all ways.
Complexity = distance from reality. Rely
on partnerships for discussions on data vs

support towards confirmation bias.



Smart Simplicity - beyond Technology

Data Literacy is like learning French: You can't be scared to put yourself out there in an immersive
way." - Democratization.
You are going to sound foolish at times, but in no time you will be fluent.

Design and Governance: "We have a lot of data but aren't getting any useful insights out of it."
This is basically a reliance that the idea of having a ton of data in a fancy format will somehow yield
answers. Getting something useful out of the data is more than just a series of performing data grunge
work well. The issue isn't the analyst, or the governance, or the visual platform : it really is a lack of a
specific focus on the end results and clearly defining good vs bad. Key Metrics.

Systems themselves have not changed in 20 years. Built for efficiency such that there is little
human effort on the extraction side to measure your strategy. Use features as they were designed, not
bespoke, overly flexible or customized to suit individual customer processes, which in turn create
havoc on measuring the strategy. Less complex rules = increase system performance

Design for a System of Insight & Intelligence. Start with your basic key metrics, how the data
feeds these, drive for accountability to improve accuracy and make wholesale decisions on the math and
governance to be one way or the highway: no siloed versions of the basic key metrics or the anchors
which they are based on. Accountable to accurate measure of success.



Partnership Layers to
deliver upon.

Executive

WHAT WILL THE FUTURE LOOK LIKE?
High level, elevator pitch type
information, strategic and predictive.

Leadership

WHAT IS THE RELATIONSHIP?
Between activities and
outcomes? QBR data. Between
“cost” and effectiveness? High
level, analytical in nature.
HOW WELL IS MY TEAM Comparisons. Informative.
PERFORMING?

Operational to Analytical data.

What tactics work best? How ICs

are we performing vs others?

Line Management

WHAT IS OCCURRING?
Descriptive heavily
operational/tactical: how many,
How long, from where, how
much, how fast?




Layers of Insights that deliver
Increasing Value and Impact
= Road to Wisdom.

Predictive
WHAT WILL THE FUTURE LOOK LIKE?

Strategic

OBJECTIVE MEASURE OF
VARIABLES, WHAT IS THE

MAGNITUDE DELTAAND IS IT
GOOD OR BAD? @

Goals

HOW CLOSE OR FAR OFF ARE
WE?

Operational
WHAT IS OCCURRING?



Performance Matrix Dashboard for Leaders

EMPLOYEE VALUE

—

Quality of Hire
Survey

ONBOARDING

MOTIVATION + PRIDE

ELTV Courtesy of Greenhouse
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Researching where
employees go...and value
of the receiving
organization.

FAA(N)G Absorbers

What companies are successful in taking FAA(N)G talent?
Sorted by Talent Flow Ratio of the most recent month (ascending)

July 2020 August 2020 September 20..  October 2020 November 2020 December 2020  January 2021 February 20.. =
AMAZON DEVELOPMEN..
Cruise
DoorDash
Jamf
Reddit, Inc.
Snowflake
Twitch
Zoox
TikTok -21.67 -32.00 2363 -17.00
ByteDance -5.45 6.89 122 - 943
Robinhood K -850
Rivian 5. E 6.33
Enjoy Technology, Inc. 2.5( . -5.00
Stripe

Sample Data
FAA(N)G Attractors

What companies are FAA(N)G hiring talent from by largest talent flow ratio?
Sorted by Talent Flow Ratio of the most recent month (descending)

July 2020 August 2020  September 20..  October 2020 November 2020 December 2020 January 2021 February 20.. =
Dell EMC
Marriott International
Enterprise Holdings
American Airlines
United States Marine Co..
Hertz
Hewlett Packard Enterpr..
Gartner
SAS
Yandex
University of Michigan
Capgemini
Nissan Motor Corporation
Hitachi Vantara
Boeing
WeWork




What seemed most valued at Salesforce vs. FAANG?

Themes present in 'pros’ Glassdoor reviews

‘Smart people,
Management & Workite office Dynamic
m Carver growth Cuiture. Pay ork e P ‘toch, and eymamic | Food & snacks

Sample Data

E
:
1

‘ | ‘ | | What seemed most valued at Facebook?
Themes present iguioge reviews:
MidTens WossTes sIRoieds st otQEs obelllhes edialls Daslag =0 oo Gaen U e R "‘“"‘"‘ s

What seemed least valued at Facebook?

Themes present in ‘cons’ Glassdoor reviews.

g |
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Attract Talent

Speed

Quality

Productivity

Cost

©

salesforce




Attract Talent

Speed

Quality

Productivity

Cost

©

Time to...[Momentum] + [Workflow] + [Offer] + [Start]
Momentum - Requisition Open to Applicant Identified
Workflow - Applicant Identified to Offer Initiation sl
Offer - Offer Initiation to Offer Accept

Start - Offer Accept to Start Date

Time in Stage - How long an application remains in a stage.

Submittal Approval % - Applicants submitted to HMs that are
approved.

First Year Quality - (Submitted Approval % + First Year
Retention Percentage %) / 2.

Screened Ratio - Candidates screened to Offer Accepts.
Hiring Manager Satisfaction - survey

Candidate Satisfaction - survey

Acceptance Rate

Recruiter Source of Applications, Hires.
Event Source of Applications, Hires.
Requisition Canceled

Candidate Withdrew Reasons

Cohort Funnel

New vs Backfill

Hires per Recruiter

Pipeline Indexes

Cost per Hire
Event Cost
various




g e TR S, g i Application Volume, Time to Fill, Time to Hire, Acceptance
Rate, Applications per Hire

salesforce

Pipeline by Volume, Pipeline by Ratios

Source of Hire, Application Sources

Filters by Time, Hiring Teams, Requisitions, Application
Data to include last employer, job title, education etc.

90 days of volume: Applications, Interviews, Offers,
Placements, Future Placements. PREDICTED HIRES,
RESOURCING TIME TO INTERVIEW.

Actual Start Date Volume - Next 90 days

Time to Fill, Time to by requisitions, by application stage.
Can see individual applications as well.
S

' h‘éke us weeks to
Spreadsheet views grab an insight...but now it

takes minutes.

We stopped building huge
slide decks, major time
savings.

* This filter is for below sheet only. Careful not to select ALL

Spreadsheet Views
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“The big problem with all these new practices is that
we don’t know whether they actually produce
satisfactory hires. Only about a third of U.S. companies
report that they monitor whether their hiring practices
lead to good employees and only a few of them do so
carefully...

Imagine if the CEO asked how an advertising campaign
had gone, and the response was “We have a good idea
how long it took to roll out and what it cost, but we
haven’t looked to see whether we’re selling more.”




Interviewer Calibration - Allows us to identify 5§
training opportunities and predictors of success.

Sample Data

Tableau computes the
math quickly.

1f. Interviewer Scorecard

status_

Avg. _Overall  Std. dev. of

itarvar_c neon  mthe o ()| Waiom e o e N e desten
Std. dev. of
Avg. _Overall _Overall
status_active_ Interview Interview _Avg_MF_Scor | _Avg_DNMF_S | _Differential-I _Unique _MF vs DNMF

Interviewer__c region termed Is_Mgr Score Score e core nterviewer Candidates _MF _DNMF ratio _Adoption
Sammy Smith APAC Active Yes 1.9 0.31 2.14 1.61 0.53 407 200 151 1.3 84%
John Davis AMER Active Yes 2.24 0.35 2.41 2.01 0.36 307 144 115 1.3 81%
Mickey Mouse AMER Active Yes 2.26 0.44 251 1.92 0.59 272 120 89 1.3 70%
Goofy AMER Active Yes 217 0.63 2.95 1.83 1.11 311 86 193 0.4 93%
Jennifer Williams | APAC Termed Yes 2.13 0.33 2.19 1.87 0.32 299 179 50 3.6 86%
Deanna Morrison  [APAC Active Yes 2.27 0.46 2.71 1.92 0.78 269 97 138 0.7 79%
|Dan Bronze EMEA Active Yes 3 0 3 3 0 23 23 0 NA 54%
Erin Stoyanovich EMEA Termed Yes 2.27 0.73 31 1.79 1.18 254 81 130 0.6 82%

b,




Quality of Hire - is there a chance to stop 1st year
attrition and calibrate our job descriptions and

[ ° ?
interviews:

. . : Di Competency Analysis: Are we
Hiring Manager Quality Emplﬁyeg.r?tld we sel assessing tlze righ¥ set of
of Hire Survey youthe r'_g .
opportunity? competencies for success?
1b. Hire Again?-would a manager hire the employee again? .:ai‘.):wn. e,:c mmmmmmmmm
=
No: 1 0% 2c1. Accept same job? 2c2. Job meet expectations? E
No:5% No:6% =

Competencies

T
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salesforce

Before Looking Elsewhere, Look Within.

Internal Talent Pipeline

Welcome to the FY22-FY23 } Dashboard!

2. Find your L3/L4 level leader | st - th ansvPor. ¥
2 i and current level.

Total Candidate Applications

o) A)

Receiving Filters

Average SFDC Tenure

Unique Candidates

Sample Data

United Kingdom - London
293|5.594%

New York - New York = | ‘ | |

283 5.403%
[T . 3
] & %
$© : %
[ 1] Q New Assignment S
ook o _ i { T ITTITT QQ Upward Promotion SR
i pollt S| ¢ i T O f Lateral Assignment ’%
' :_::E#IF < New Leader \ %
= Developmental
/ Assignment

What is actually happening
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salesforce

Using Tableau to Identify
Profiles

Select Leaders(s) (D Fiscal Year
The lower the ratio - the higher likelihood to attrit. | | [Frao22
This section allows you to identify the profile of leavers in the org you support. When exploring leavers’ profiles it is
important to consider the proportion of HC in each category. Leavers ratio enables you to do that by reflecting the Term Type Select Lens
llikelihood for an employee to attrit based on the selected lens (1 out of X employees left). | Overall v ] Comp Grade v
;Leavers Ratio: Avg. HC / Number of Leavers Overall
: Comp Grade
o Comp Grade (Groupin
Leaver's Profile @ P (Grouping) |
Country
This chart shows the Leavers ratio and Leavers% based on the selected lens & fiscal year at the top of this tab. Use this chart to identify the profile{ pey Track port. The lower the ratio - the higher
likelihood to attrit. As leavers’ ratio is based on the aggregated number of leavers, the current fiscal year leavers' ratio may be inflated particularly Gender . Therefore, we recommend utilizing
previous years’ data if needed. pec
Operating Unit
Avg. FY HC # of Leavers Leavers Rat b of Total Leavers
Tenure Group




Return to office dash - keeping employees safe

Salesforce Global Office Reopening

Map Type
Offices by COVID Safety Protocols . 9 g
2 ¢ °
Offices by COVID Risk Rating
. : ut = o $. "
o ®
Global Office Status % %] ~°
.
regarding office and COVID safety Q.S » "9
protocols are based on a variety of factors including local " ° (P o8
government guidelines, COVID data. and the discretion of o ggc A
executives and local leadership. o, o
.
40% (42) B
APAC PRI
.
@ momal
EMEA 85% (29) [ Macerate
[ Enhanced .
JAPAN 100% (7) L L
2021 Mapbot © OpenStreetMap
B Office Details g
Helpful Links O et S
ccine / Health
Office Status COVID Protocols
Office Reopening FAQ Pass Requiremaent
Open N/A
ffice Reopaning Employee Guide )per Vaccine
Closed NIA N/A
N val Myl Oper Vaccine
Closed NIA N/A
in your local #broadcas ation Siack channel Closed NIA N/A
Closed NIA NI/A
Oper N/A

*
'
2
.
°
® o
. -
-
o
.
2 d g
Office Entry Requirements
Face Coverings Testing Visitors Allowed
Optional while seated N/A All
Optional Daily Customers Only
N/A N/A NIA
Optional Daily Customers Only
N/A N/A NIA
NIA N/A NIA
N/A N/A
Optional whee seated N/A All

Single
source of
truth,

information.

Agile, ease
to update.

salesforce




ECIuaIity

Use
Tableau to
live out our
Values

salesforce

TRUST
CUSTOMER SUCCESS

INNOVATION

R ITTTTTTTTTr gy

salesforce

Sustainability

Salesforce is Net Zero, delivers a carbon neutral cloud, achieved
100% renewable energy for our operations, and is a founding
partner of 1t.org




Diversity - Relationship between Hiring and Attrition.

Allows us to break through the complexity, and general signals, so leaders
can act before it becomes a problem.

N ) 10.41% > 0l[S .- c
Hiring did well vs 10.29%

Attrition \
10.28% 10.27%

10.17%

9.77% 5.89%

9.2P% |

; ot 9.21% ‘\/
0.2 8.79% >! / Attrition is a problem
79% .86%

8.69%

10.09% 10.0%



We can understand any biases in the interview process via Tableau.

309 28 329

e a3 ® 611
273 267
963 579

MF Index

Interviewer Race

Candidate Race

Sample Data




Using Tableau Forecasting allowed us to understand and predict “when”
questions with a level of accuracy previously not available, and make

forecasting easier to consume.

Forecast to O on the

MF index scale L4
Sample Data (50/50 MF) in 4
years.

MFIndex

Month of Effective Date



Flexibility to Build to how we think - Speed to Insight and

Curiosity building.

HCM Dynamic Slide Deck “Map”

il ==

Overall Hires

l——" il

Overall Headcount

Attrition Volume and Rates

URM and Gender, by Year,
Hires, HC, Attrition, Promo

URM hires by City
comparisons, Grade Level,
Overall.

Gender Hires, Country,
Region

a *
¢ =L

salesforce

Gender & URM intersection
hires

By Grade Level

Rolling 12 month averages

| = Sample Data

last 12 months comparison:
HC, Hires, Attrition

/ (T
oA d e

R

URM and Gender Indexes,
with “signals”

Almost all charts
have Volume,
% change (+/-),

o e
o

% difference,

M&A percent of headcount
(M&A urm, gender pending....)

and adjustable to
YoY, QoQ, MoM.

Most charts at

16:9 to fit into

Comparison Charts and
downloadable Excel chart
of various things (you can
select what X and what Y
like a pivot table!)

Slide decks and
use our
Salesforce and
Equality palettes.

Percentage overall
increase from point in time.

\ ’\{ Diversity Attrition Rates




What we learned - Speed to Insight & Quality of Response is key.

“Adaptiveness”is where HR is heading. -> Need to understand how to move more quickly
while staying efficient, but understand growth and perfection cannot exist together.

ﬁbleau Wins \

e helps us align to metrics, the truth.

e Speed to Insight.

e Drives conversation in real time.

e FEase of use, Ease to deploy and iterate as the
business changes.

e FEase to find talent.

e Its how HR consumes data.

K. Allows us to Focus on strategy vs data

manipulation work. / I 'I




What is the industry saying and what have we
learned?

52%% of leavers state their current manager could have done
something to prevent them from leaving their job.

Gallup Poll



What is the industry saying and what have we
learned?

Evaluate the Employee Value Proposition, What makes an
employee proud to work at the organization?:

Financial Reward

Benefits

Career Development

Social Impact




What is the industry saying and what have we
learned?

“Re-Onboarding”
e Listen now, now later
o  Why folks joined your company may differ than what they
say will make them stay.
o Speak to employees about job satisfaction and future of
the organization more often than before.

e Bring awareness to existing employees of tools, benefits,
perks, support opportunities just as you would to new
employees.

e Understand the values of competitors

salesforce



What is the industry saying and what have we
learned?

Invest in Belonging.
e Understand that everyone wants to feel valued and part of
something.
e What are the organization needs and Individual needs?

o Individual Development Plan is the junction between
Organization needs, Individual needs, and Society’s
needs.

e Employees want to build their own marketplace, feel less
micromanaged.

o Infact, employees will even take a lower salary in order
to have a more enjoyable work life balance.

salesforce






