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II Lominger Limited, Inc.

Lominger Limited, Inc. (LLI) was
founded by:

¢ Dr. Michael M. Lombardo, former
Director of Leadership
Development Research at the
Center for Creative Leadership

¢ Dr. Robert W. Eichinger, former
practitioner at Pepsico and
Pillsbury

Both are recognized authorities on
leadership and talent management.




II Lominger Limited, Inc.

¢ The LEADERSHIP ARCHITECT® Suite represents a
collaboration of research-based findings and
practical, user-friendly tools, applications and
development solutions.

¢ The suite enables organizations to bridge
the gap between the way most executive
development systems are actually run,
to the way research-based best practices
In management indicate they should be run.




Lominger Limited, Inc.

4 Over 50 Paper and Online Products
¢ 13,000+ Customers
¢ Over 48% of Fortune 500 Companies

¢ 63 Countries

& \We specialize in technology transfer to
Internal HR staff




II Lominger Consulting, Inc.

¢ LLI started Lominger Consulting Inc. (LCI)
In 1999 to respond to clients’ requests for
arge scale consulting interventions.

¢ Lominger engages Master Associates (see
website www.lominger.com) for consulting,
product sales/licensing and application/
Implementation.
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II What LCI Does

Competency Modeling
Executive Development
Succession Planning
Consulting and Coaching
Strategic Staffing
Human Resource Strategy
Redesign of HR Systems
Performance Improvement

Technology Transfer Consulting
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II Strategic Partnerships

¢ Saville Holdsworth Limited (SHL) Shl

¢ Deloitte & Touche m

& SuccessFactors ~ < SUCCESSFACTORS

¢ Oracle®/PeopleSoft® ORACLE




Research Foundation of The LEADERSHIP
ARCHITECT® Suite

¢ Theintegrating hub of the tools
— and processes comprising the
<& Try Suite is the LEADERSHIP
o % ARCHITECT® Competency Library.

& The 67 positive and 19 negative
competencies (stallers and
stoppers) represent information
gleaned from multi-year studies
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conducted by the Center for
N & Creative Leadership, AT&T, Sears
> o and other longitudinal research.

€ These studies focused on how and
why some executives gain
success while others derail their
careers.
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II Their Conclusions?

& Thereis a set of competencies or
characteristics that Is crucial to success
(see the 67), as well as a set that could
send a career on a downward spiral (see
the 19).

& These competencies can be refined,
changed, or overcome through specific
experiences.




II Their Conclusions (continued)

& Specific developmental experiences can
lead to specific competencies.

¢ This systematic coding has been designed
into the LEADERSHIP ARCHITECT® Suite—
and Is offered to Human Resources
practitioners and their internal customers.
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II Lominger Limited, Inc.

¢ Clients can start with the LEADERSHIP
ARCHITECT® Competencies or request a
translation of their existing or home-grown
competencies to the LEADERSHIP
ARCHITECT® Library.

¢ Lominger has completed over 200 custom
translations of client organization
competencies and values.

¢ A translation allows a client to keep their
existing model, yet leverage the benefits of
Lominger’s integrated suite.
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II Lominger Limited, Inc.

¢ Lombardo & Eichinger’s, TP
“The Leadership Machine” o g tMAIIHIN[
outlines Lominger’s original
competency research and offers
best practices for key
competency-based HR processes

¢ “100 Things You Need To Know:
Best People Practices For
Managers and HR,” by Eichinger,
Lombardo and Ulrich is a
reference book that cites critical *
research and offers a multiple- 100
choice format to quiz yourself on E%EEEE‘EE ,
the 100 people management =

Items.
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A Model for Competency-based
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Competencies

LEADERSHIP ARCHITECT® C
Competency Sort Cards

Sort cards can be used by

FRONT * THE LEADERSHIP ARCHITECT® COMPETENCY 5ORT CARDS

1 ACTION ORIENTED

SKILLED L 2 Defining critical
Enjoys working hard; is action oriented and full of energy for the req u | rem entS for a JO b/ro I e

things he/she sees as challenging; not fearful of acting with a
minimum of planning; seizes more opportunities than others. . .
¢ Establishing key
BACK = THE LEADERSHIP ARCHITECT® FACTOR IV: ENERGY AND DRIVE O rg an I Zatl O n aI O r

COMPETENCY SORT CARDS CLUSTER J: FOCUSING ON THE BOTTOM LINE

1B ACTION ORIENTED Competitive edge

OVERUSED SKILL
May be a workaholic; may push solutions before adequate analysis; may be non-

strategic; may overmanage to get things done too quickly; may have personal and C O m p et e n C i eS

family problems due to disinterest and neglect; may not attend to important but
non-challenging duties and tasks; may ignore personal life, burn out.

Individual development

Slow to act on an opportunity; may be overly methodical, a perfectionist, or risk
averse; may procrastinate; may not set very challenging goals; may lack confidence

to act; may know what to do but hesitates to do it; may not be motivated; may be E I t t I’ ' l
bored with the work or burned out. V a u a I n a ea

Matching people to job
requirements
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Competencies

LEADERSHIP ARCHITECT® @
Competency Sort Cards

= Assessing Interview
COMPETENCY SORT CARDS  custes . FOCUSING ON THE BOTTOM LINE can d | d ates
1B ACTION ORIENTED
OVERUSED SKILL .
May be a workaholic; may push solutions before adequate analysis; may be non- u CO Nn d uctin g p erfo rmance
strategic; may overmanage to get things done too quickly; may have personal and . d . .
family problems due to disinterest and neglect; may not attend to important but
non-challenging duties and tasks; may ignore personal life, burn out. I m p rovem e nt I S C u S S I 0 n S

UNSKILLED u The LEADERSHIP

Slow to act on

averse; May pri__mowt +we eavensuir arcrrecro courerencr sont canos ARCHITECT® Competen cy

ICEGIUERAL 1 ACTION ORIENTED

bored with th 1

pored with the S Sort Card Deck contains
Enjoys working hard; is action oriented and full of energy for the . -
things he/she sees as challenging; not fearful of acting with a S kl I I ed y uns kl I I ed y an d
minimum of planning; seizes more opportunities than others. overus ed d esc I’I ptl ons tO

aid feedback,
development, coaching,
job profiling and
recruiting decisions
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LEADERSHIP ARCHITECT®

Competency Sort Cards

161 GLOBAL BUSINESS KNOWLEDGE

SKILLED
Understands business on a global scale; understands what works
in many countries; understands what's differant from contr

to country; understands global differes
how capital flows and operates internj
different laws and reqgulations govern

OVERUSED SKILL

EIQI|E‘, understands that different dpprg Unnecessarly complicates things; overthinks challenges and opportunities; not
pIaCES_ patient with those who do not know as much; can't sattle on a course of action;
thinks of too many options; has difficulty prioritizing a course of action; changes
strategic and tactical coursa too quickhy.

161 GLOBAL BUSINESS KNOWLEDGE

UNSKILLED

Doesn‘t understand global business; sees business issues in tarms of & one
country experience; is rigid about doing things only one way; does not leam new
ways of doing things; has a narrow perspective; does not accept novel ways of

approaching problems.
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LEADERSHIP ARCHITECT®

Competency Sort Cards
= Career staller and stopper

descriptions are provided along
with “not a problem” descriptions

INE
gUSs 5§ Sy

S & = Available in English, French,
Spanish, German, Italian,
Japanese, Mandarin Chinese,
Brazilian and European
Portuguese. (Thai and Dutch text
files containing the competency
2 & definitions are also available for
< license)

eeeee
DDDDDDDDDD
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1

The LEADERSHIP ARCHITECT® (Core) Library
& 67 Competencies
¢ 19 Stallers and Stoppers
¢ 10 Universal Performance Dimensions
¢ 7/ International Focus Areas
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1

The LEADERSHIP ARCHITECT® (Full) Library
¢ Competency Factors (8)

Competency Clusters (26)
Competencies (67)

Aspects (356)

Stallers/Stoppers (19)

10 Universal Performance Dimensions

7 International Competencies

= The Clusters and Factors are coded on the back of the sort
cards.

= Text files are available to license the Factor and Cluster
definitions if your organization wants to use fewer
competencies.

® 6 6 0 0 o
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LEADERSHIP ARCHITECT® Research and

Interpretation Guides
= e _ ¢ A two-page, double

' sided reference guide
that depicts the latest
norms and validity
research for the
LEADERSHIP
ARCHITECT®,

Available in color-
laminated copies and
black and white paper
copies.

Can be used for
building solid
profiles, analyzing
skill sets, aiding
coaching sessions
and more!

LOINCER Dingnastic Map

it
H

i
|

if
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Competencies

SUCCESS PROFILE ARCHITECT™ (SPA)

¢

¢

An on-line software tool used to develop
competency profiles for specific jobs

Subscribers can build sophisticated
competency profiles by selecting
research-based profiles (level, type

of experience) or expertly developed
profiles (function, industry) and merging
them with competencies identified
locally that may be representative of a
specific job, or of the organization’s
values or culture

SPA interacts with INTERVIEW
ARCHITECT™to enable users to

move from role profiling to creating an
interview guide on-line

Available via annual subscription to
Lominger’s Internet-based application

| 'esuileplmlucls ContactUs  Admin Functions  Change Password  Lag Out

LOMINGER

The Leadership Architects™

Profiles List

You may use the SUCCESS PROFILE ARCHITECT™ (SPA) application to create your own competency-based profiles oryou may select
from existing profiles to either use as is or build onto. New users of the LEADERSHIP ARCHITECT® eSuite group of products may want
to access the j Getting Started section of the online user guide

Create a New Profile » Compare Profiles »

[ Need help with this?

Manage Existing Profile p

ChairfProjectTaskiorce (Research Based) (i

Cross- Move (Researcl h Based) i
My Profiles
Fis=ltTurnarout d (Researcl h Based) i

Large Scale (Research Based) (i

; P Line to &taff Switch (Research Based) (i
Lominger Limited,| , >

(e Brofiles Jok Type i MermberProjectTaskioree (Research Basead) [j

Y Of-Shore (Research Based) |i
Scope (Research Based) [i
Significant People Responsihilities (Research Based) [i
Small Entrepreneurial Firm (Research Based) (il
Staff Leadership (Research Based) (i
Staff fo Line Switch (Research Based) (i
Start Up (Researc| h Based] [

Leadership
Architect Library

Strategic Leadership (Research Based)

Print p Save As p ‘ Edit p Delete p Move p Publish p )

#nother tool fram the LEADERSHIF ARCHITECT® Suite

RRRRRRRRRRRRRRRRRR
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O
II Organizational Capabilities

ORGANIZATION ARCHITECT®

¢ Integrated set of tools for senior managers to use
In identifying the organizational core capabilities
plus the leadership competencies needed to
Implement strategic plans.

¢ Aligns strategic vision with other human
resource/talent management systems,; helps you
assess the extent and difficulty of the change
envisioned.

¢ Helps organizations plan and prepare to
Implement
new strategies; increases the chances of
successful implementation and change.
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Organizational Capabilities

ORGANIZATION ARCHITECT®

¢

The ORGANIZATIONAL CULTRIBUTE
ARCHITECT® Builder—Identifies what your
organization does well today and what your
organization would need to do well in the
future in order to achieve your tactical or
strategic goals and objectives. Multiple
languages (English, French and German)
available in cards, paper survey and
eCultributes™,

The CHANGE!ABLE ARCHITECT® Planner—
Identifies how difficult it will be to close the
"gap" between your organization's and your
top management's current strengths and the
strengths that will be needed to achieve
your strategy. English and French available
in cards and paper survey.

24

The CHANGE!IABLE ARCHITECT™ Planner *« FRONT

33.

Major change in our organization has...

1. always been from the top down. (E)

2. been mostly top down with some involvement from the middle. (E)
3. wsually been a mixture of all levels working together. (C)

4. usually been the result of the battom and middle. (B}

5. always started at the bottom and worked its way up. (A}
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O
II Team Capabilities

TEAM ARCHITECT™

¢ A tool that helps teams assess their current level of
capabilities and focus on becoming a high performing team
utilizing Lominger’s research-based T’ Team Effectiveness

Model:
= Thrust = Task Skills
= Trust = Team Leader Fit
= Talent = Team Support

_ _ from the Organization
= Teaming Skills
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II Team Capabilities

TEAM ARCHITECT™

¢ Helps teams target obstacles to

E
It
stronger performance

|

FOR TEAMS

¢ Can be used to develop team members,
team leaders and collective teams

¢ Use any combination of the tools in

the team Kit: e e
= TEAM ARCHITECT® Card Deck .
) disagreements on goals up for
= eTEAMS® Online Survey discussion and everyone on

the team has an opportunity

= FYI for Teams—Team Remedy Book | to provide input.
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II Interviewing and Selection

INTERVIEW ARCHITECT® Professional Handbook

¢ Aninterviewing encyclopedia with
hundreds of interview questions,
follow-up probes and look-fors per

Interviews competency
ARCHII_ECT

¢ Newly refined interview questions for
Lominger’s Four Dimension
behavioral interviewing process

¢ Intended for use by HR and recruiting
professionals

¢ Provides a step-by-step guide for
creating interview worksheets and
protocols

¢ Helps you prepare for and evaluate
information received during face-to-
face interviews
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II Interviewing and Selection

INTERVIEW ARCHITECT™ Online

INTERVIEW ARCHITECT® ITECTE: j User Guide Folder Administration J The Leadership Architects™
P r O f eS S i O n al H an d b O O k C O n te n t Details = Step 1: Select Competencies « Step 20 Build Interviews Template « Step 3: Create Printable Interview Packets

¢ Aninternet-based version of the ) AR LOIVﬁNGERM

¢ Subscribers will be able to: piCK  remsoname s e eesamss
q u eSti O n S an d p ro b eS fo r- ;Ii'tlpésmszireeir}nstg?V\;\;E\.Ntr;t;;&rgﬁﬁtretﬂgitecsugrﬁ:;eeﬁﬁel:Ifuryuurimer\riewiemplate in Step 1. Click the competency
C O m p et e n C i es , p r i n t O r e m ai I an gEIc-:py;:nhceil;i"ri\ﬂgg\f:l:\l(tohuevzﬁln;inrteamnigzvé fhei?gt:rcelg\ratto include in the template, click the "Return to
I I When you are satisfied with vour selections, click"Proceed to Step 2" Mote: Your work is saved automatically
In erVIeW paC e a-n Save e A% you procee d fram screen to screen 2
packet for later use
Customized

¢ Tool interacts with SPA™ to e
20, |Direc1ing others

enable users to move from role e
profiling to creating an interview

Click each competency title to customize content phenmtes

ide on-line
g Another tool from the LEADERSHIP ARCHITECT® Suite.

Lominger Home | Privacy Policy | Termsof Use | COFYRIGHT @198 5, 2004 MICHAEL b, LOMBARDO & ROBERT W/, . EICHINGER
RRRRRRRRRRRRRRRRR

¢ Available via annual subscription
to Lominger’s
Internet-based application
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II Interviewing and Selection

INTERVIEW ARCHITECT® Express Handbook
- ]

SEEE— ¢ Five structured, simple, one-
page interview templates for
each of the LEADERSHIP

ARCHITECT® competencies

¢ Templates contain a primary
and back-up question along
with follow-up probes

¢ Templates also contain a
Structured five-point rating scale with
Interviewing supporting look for and
Guides watch out for behaviors to
aid candidate evaluation
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INTERVIEW ARCHITECT® Express Online

version of the
INTERVIEW
ARCHITECT®
Express Handbook
content

¢ Select single-page
interviewing
guides for up to
seven interviewers
per candidate and
distribute the
interview guides
via e-mail, printed
copy or download

d Log Out

Interviewing and Selection

Admin Functions  Change Passwor

¢ Aninternet-based J v oG

Termplate barme: Interdew Template

Select options for each Intervewer,
C\ ka b T sign q 1 nta an Interviewer,
[uli} h phrase toread ¢ ompl ete
LEADERSHIP ARCHITECT® Competencies [ Questions Interviewers
Action Oriented A|B|C|D|E|F |G
1. Taking action first F{E FEl| El
2 Grabbing something and running with it O BB BE|E
3. Facing dificult problems... | B | E | F O
4. Evaluating opponunities F [/ | ¥ | F|F
5. Expending energy and effort B E|E(E
Boss Relationships

1. Building boss relationships EH(E|E oo
2. Dealing with 2 boss you dont like... Oo|g OO
3. Disagreeing with a person in authority 1 O
4 Presenting bad news to a hoss O O Oo|a
5. Helping a boss reach their goals... (B O Oo|a
Enter Interviewer names

A |Bam ‘

B. |Huger ‘

C: |Delnres ‘

D. [pat |

E. |Jawer ‘

F. | |

&, ] |

aaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaaa
L inger H | Poli | Ter f U T W, El

: LOVINGER _ ¢  Tool interacts

with SPA™ to
enable users
to move from
role profiling
to creating an
interview
guide on-line

Available via
annual
subscription
to Lominger’s
Internet-
based
application
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II Interviewing and Selection

INTERVIEW ARCHITECT® Learning from Experience (LFE)

¢ One-page interview

templates to select for

learning agility or INTERVIEW@
candidates with potential to AR H TECT
do more or different things Learning From Experience

¢ Interview questions are

structured around the four - -
learning agility Factors in .ﬁi@"“\
the CHOICES ARCHITECT® | |
¢ Tool can help | .LFEG -
organizations to build nterview Guides

future bench strength LOMINGER

............................

igh 95 2002, 2004 MICHAEL M. LOMBARDOD and ROBERT EICHINGER. All Rights Reserved
veloped with Cara Capretta Raymond, Linda Hodge and Les Woller.
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VOICES®

¢

A fast, easy and affordable
way to provide 360° feedback
to anyone in your
organization

Surveys can be distributed
over the Internet, on disk or
on paper—or any
combination of the three

Available in English, French,
German, Spanish and Italian
(with toggling capability
between languages)

Pick any or all of the
Lominger 67 Competencies,
19 Stallers and Stoppers,
Universal Performance
Dimensions or use your own
custom competencies

Feedback

English »

LOMINGER

The Leadership Architects®
| III I VOICES® Feedback Architect
~ HEEEE B

Comfort Around Higher Management

Can deal comfartably with more seniormanagers; can present to mare senior managers without
undue tension and nernousness; understands how seniormanagers think and work, can determine
the best way to get things done with them by talking their language and responding to their needs;
cancraft approaches likelyto be seen as appropriate and positive,

(:‘ (&1 Toweering Strength -f::.\ iz =ion Critical

) (B) Talented ) Wery Importart
-f:\ (27 Skilled FOK -f:.\ Useful fMice to Have
C- (D) Weakness C) Less Important
O (E) A Seriousz lzsue C'J Mot Important
O (F) Dont Know ) Don't Know
O (%) Can't Rate Person Clearly (:_.‘ Can't Rate Clearly

Add Hotes: Type directly into the hox DO NOT COPY AMD PASTE

Add General Motes

Answer Later

inger Limited, Inc.
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Feedback

VOICES® (Fm e | OVINGER

¢

The Leadership Architects®

Provides feedback to L
raters while they’re rating, »
to I m p rove aC C u racy an d T C:n doeal cr;nl:?ortalé‘ly‘:\:ithar":grg:;ne‘:uiormanagers; can presentto more senior managers without

undue tension and nerousness; understands how senior managers think and wark; can determine

balan Ced Scores the best way to get things done with themn by talking their language and responding to their needs;

cancraft approaches |ikelyto be seen as appropriate and positive.

Raters can provide

n ar ra.t I V e feed b aC k_ O (&) Towering Strength ) Mizsion Critical

O (B) Talented O Wery Important
1 ‘:‘ (C) Skilled Ok t:! Uszeful / Mice to Have
tled to a Competency Or C (D) Weakness CJ Les= Important
aS a g e n e r al C O m m ent O (E) & Serious lssue -’Cl Mot g ortant

O (F) Dort Kniow ) Don't Know

O () Can't Rate Person Clearly O CantRate Clearly

Design your own e-mail
cover/intro and reminder
messages

Add Notes: Type directly into the box . DO NOT COPY AND PASTE

) Add General Notes
Angwer Later -

Automated downloading of completed
e-mail surveys—a great time saver

User-friendly, standardized feedback reports with a new
importance/skill feedback matrix report

Software and survey process can be managed
iIn-house or outsourced to Lominger’s Global
Survey Center
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DEVELOPMENT TRACKER™
Return on Intervention™ Tool

¢ An on-line feedback tool designed to measure improvement
on targeted development needs

¢ Helps individuals and organizations measure the return on
iInvestment and the degree of change after implementing
360° feedback initiatives and development plans

¢ Select surveys for any of the competencies, stallers or
performance dimensions

4

Reports are easy to read and interpret

Now part of the VOICES® engine with shared features
(multi-language toggling, narrative feedback, etc.)

4

37



A Model for Competency-based
Human Resources Processes

TEAM
CAPABILITIES

ORGANIZATIOMAL
CAPABILITIES

&
-
SUCCESSION » - AND e
PLANNING o SAp—— SELECTION o
Stalesand T -
Stoppers
Uimlwersal fa
g pi ’
PERFORMANCE Dimensions FEEDBACK |

. *

LEARNING CAREER
ENHANCEMENT DEVELOPMENT




II Career Development

FYI For Your Improvement™ 4th Edition
Coaching and Development Guide

¢ Comprehensive guide to developing competencies
for job/career success

¢ Use for personal development or in coaching and
mentoring

4 Practical improvement suggestions used by HR
professionals and line managers in daily
interactions

¢ Contains multiple remedies for each of the 67 FOR YOUR IMPROVEMENT

CompetenCieS, 10 pel‘forman ce man agem ent A GUIDE FOR DEVELOPMENT AND COACHING
dimensions and 19 stallers and stoppers and 7 PO LEARYELS,
international Competencies NANLEERS, NENTORS,

AXD FEEDBACK GIVERS

¢ 4t Edition available in Spanish

(German, French and Italian books are planned for
mid 2005 based on inventory-licenses are available.)
3'd Edition books available in German and French
(3" edition translation licenses also available in
Japanese)

MICHAEL M. LOMBARDO + ROBERT W. EICHINGER
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Career Development

FYI For Your Improvement™ Plans Online

eSuite Products  Contact Us  Admin Functions Change Password  Log Out

LOMINGER

¢ A web-based, subscription

4

& J The Leadership Architects™
.
version of the FYI Book
Your Plan List 100H LEGENT
Wielcome to your plan list This is opn'.i;’;‘;{‘,lg‘;'cﬁ;‘;‘;',,fu';‘,:,‘;sl AoE el Bl Generate Development Plan

Subscribing companies
can assign access to the
system

Plan content can be
personalized and edited.

Users can create a plan
and have access to the
content of the
competencies in their plan
for one-year.

your Pyl For Your Improvernent’™

Flans Online start page. Fram this
page, you can create new

administrator, your HR Manager, or your boss
You can be completely honest about your
areas of need as FYI1 Plans Online assures
that your informstion is completely private.

Report- generating a new report
will svemuite the existing report
for a plan

View, Print or Domnload the

additional plans from your plan
administrator, and edit and view your
existing plans

Mew users of the eSuite group of products may want to access the j Getting Started
section of the online user guide

Your Development Plans p

Flease selectthe development plan you would like to view or edit by
clicking on the plan narne below,

(2 Refresh

Generate View/Print
Plan Hame Created  Delete Report Report
Ben's Plan @ O7/08:2004 5
Dev Plan for 2005 osnzzons X | i)

Flans In Use: 2 Awailable Plans: 1

[#] Need help with this?

_' Create a New Plan

Development Plan Report (Adobe
FDF Formaty

Frocessing Report - “four report is
being processed and will be
available shorly

E

Delete Development Plan

Development Plan is Locked
(20-day limit exceaded)

iew User Guide. Wihen Clised
within a functional area, help an
specific function will be presented

Development Plan Report
Generation Failed

® = P x

FaY .. Adobe’|
sohe  Reader’
Cownload the Free
Adobe® Reads®

Lominger Home | Privacy Policy | Terms of Use

ALL RIGHTS RESERVED.

Another tool fram the LEADERSHIP ARCHITECT® Suite
@ COPYRIGHT 1925, 2004 MICHAEL M. LOMBARDD & ROBERT Wi. EICHINGER
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II Career Development

CAREER ARCHITECT® Development Planner Book

¢ Extensive set of development \'
The CAREER

remedies provided in each Fe i
chapter: 67 competencies, 19 Development

Planner

stallers and stoppers; plus the 10
performance management
dimensions

¢ Remedies include FYI set of tips,
development in place
assighments, feedback sources,
full-time jobs, best sources for
additional feedback and more...
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LEARNING ARCHITECT®

¢ Tools for developing individual learners,
teams and a learning organization

¢ Provides four individual learning exercises,
a tips deck and a manual with
Instructions/worksheets

¢ Can help individuals become more “street
smart” by enhancing their ability to learn
from experience
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LEARNING ARCHITECT®
¢ Use the exercises individually,

_ _ Learning
INn sets; spaced over time Tips

with competency development plan LGSaI:_rllling
IS

¢ “Learning” development plan integrates -

¢ Learner strengthens own ability to learn
from experience—a prerequisite for Learning

competency development Strategies

Learning
Troubleshooting
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Learning Strategies™ (formerly Tactics) Self-Score Inventory
and Interpretation Guide

¢ A toolto determine the
most and least used
learning strategies.

4 Results can be used to
diagnose overall and
situational learning and
problem solving tactics.

¢ Interpretation Guide
provides direction to
assess patterns and
Implications — strengths
and weaknesses of
learning preferences.
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II Performance Management
PERFORMANCE MANAGEMENT ARCHITECT®

¢ Comprehensive coverage of
performance management at all
levels in the organization

€ Ten universal performance
dimensions

¢ Comes with job improvement and
career development plans
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II Performance Management

EMPLOYEE APPRAISER™ Lominger Edition

¢ Software version featuring the 67
competencies and the ten universal
performance dimensions

¢ Provides standard and “create-your-own”
evaluation forms

¢ \Word processor helps you tune the
competency evaluation up or down

¢ Allows you to write politically correct
text and has templates for letters and
action plans
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II Performance Management

EMPLOYEE APPRAISER™ Lominger Edition

¢ Comes with coaching and development tips from
FYI For Your Improvement™ handbook built in to
cut and paste into evaluation

¢ Offers an employee folder to retain notes to the
file all year

¢ Also available in an intranet version called
PERFORMANCE MANAGER® created in
partnership with SuccessFactors
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II Performance Management

PeopleSoft® ePerformance Module

¢ Lominger is an Oracle®/PeopleSoft®
Software Alliance Parther ORACLE" | Peoplesofi

¢ The LEADERSHIP ARCHITECT® Library
(including PERFORMANCE
MANAGEMENT ARCHITECT® Dimensions)
and FYI™ development remedies are
available for license with
Oracle/PeopleSoft’'s ePerformance Module
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II Succession Planning

CHOICES ARCHITECT®

¢ Aresearch-based tool for identifying,
verifying and managing potential _

Choicese

4 Helps you select high potentials more ARCH”EU
effectively; critical tool for managing "
succession planning pools

¢ Staff the best candidate for development
opportunities and tough or first-time
assignments

¢ Available in cards, paper survey, quick-
score survey and e-CHOICES™ survey

¢ May be administered in a 360° format for
superior developmental feedback
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II Succession Planning

FYI for Talent Management™ ¢ A remedy book for
developing learning agility
(or potential to do more in
the future).

4 Includes tips, develop-in-
place assignments, full-
time jobs and readings to

FOR TALENT support each of the
 MANAGEMENT™ dimensions of learning
agility.
¢ Can be used in conjunction
with CHOICES

ARCHITECT® or as a stand-
alone tool to aid talent
management applications.
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II Specialty Tools

¢ Lominger is pursuing the development of
specialty tools for functions, industries and
career fields that are unique.

¢ Potential future areas for tool development
may include sales, healthcare (nurses and
doctors), legal, IT, fire and law enforcement.

¢ Lominger’s first release in the series of
specialty tools is for Nonprofits.
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Nonprofit Tools for Organizations

Nonprofit Toolset

¢ Your Mission: Our Tools. NP CLUSTER 1. CRAFTING, COMMUNICATING
Affordable, research-based nonprofit
tools structured around 11 key practices
of effective and successful nonprofit
organizations

¢ Created specifically for those who work for and
with nonprofits to:

= Recruit, motivate and train volunteers COMMUNICATING AND IMPLEMENTING A

VISION

= Manage fundraising and donor relationships [ e T

= Is uncomfortable with being bold and out front

= Doesn't involve stakeholders properly
o Can‘teelllh mw to stakeholders

= |mprove board effectiveness, and more... e e R

= Fails to help others llplanmt all the: details necessary for a vision 1o work

4 Toolkit consists of three integrated products:
Nonprofit Cluster Sort Cards, Nonprofit
Effectiveness Questionnaire and FYI for
Nonprofits Workbook
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II Applying the Suite

¢ Individual tools within the suite can be utilized in
stand-alone applications

¢ Many companies have integrated multiple tools and even the
entire suite into their HR practices and processes

¢ Public certifications are available throughout the year to
learn more, or an in-house certification can be delivered by a
Lominger Associate

¢ Tools and processes can be administered by internal
HR practitioners or outsourced to LCI and our family
of Associates
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II What are Licenses?

LEADERSHIP ARCHITECT®
Intellectual Property License

¢ Purchase of an Architect product
‘ ‘ allows a company to use that product
as is.

¢ Should the organization need to modify
It, make copies, integrate it with
existing products/processes, etc., then
the organization must enter into a
licensed agreement with LLI for
permission to use copyrighted material
and produce “derivatives.”
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II Examples of Derivative Products

¢ Creating the company’s own Directory of
Developmental Activities using the 136
“Development in Place Assignments” as
the reference structure.

4 Revising The LEADERSHIP ARCHITECT®
Competencies, customized to their
business and using them in the
performance review process.
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II What are License Costs?

LLI offers two kinds of copyright release licenses:
¢ Basic License (Paper plus Electronic Deployment)

¢ 360° Multi-rater Feedback

The copyright release licenses vary per product. A firm price is only
offered by LLI after clients specify the derivatives they want to create

€ The basic licenses consist of an initial license fee as well as
annual use fees

¢ The 360° license is an annual fee with discounts for multiple year
licenses
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