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/ training hours have | already accumulated?
class/course

Request

1 course and it appears as not evaluated

an external course

usiness Integrity

ain learning platform at Syensqgo and you need to comply with mandatory courses, you can also check which courses are available for
1ent, or even how to take advantage of the tool, here you will find useful information.

ep guide for you to follow in order to get your own report of your training hours for the current year. In some countries it is mandatory a
aining hours per year.

o cancel your participation in one course or class or choose another class language

article.

1 how you can request a specific training in case this is not available in YouGrow. Also, you can proceed with a learning request in
itend for a class that is not available in your language, or there is no more available live sessions in the future for you to register. Create
earning - Request Now - My Personal Development.

1ing that is not showing completed yet.

roved you to attend an external training course. You are able to register those training hours in YouGrow by yourself.

s COBI and why it is so important to our company.

n
opment Philosophy

ing Model

eate a Meaningful Development Plan
p Skills

Skills

er as explorers at Syensqo, it's an opportunity to reflect on where we are now and where we want to go in the future — including our
ent and career advancement. Continuous personal development is essential throughout your career, to stay competitive, adaptable,
ing in personal development allows explorers to acquire new skills, knowledge, and experiences that can enhance their performance in
ind prepare them for future opportunities. We encourage you to view learning and development as a journey filled with discovery and
r/igate new challenges.

yensqo's Wiki space, you may need to link your Google Drive in order to see embedded documents.
ns here.

hilosophy is a set of guiding principles that shapes how we approach skill-building, performance culture, and accelerated development.
owing wiki pages you'll discover an abundance of helpful development resources.

S

development and career, with the strong support of my manager.


https://solvay-dwp.onbmc.com/dwp/app/#/knowledge/AGGJM9Q8EIX1MAR24EN9R14PDT2RN8/ssm
https://solvay-dwp.onbmc.com/dwp/app/#/knowledge/AGGDBS89FEETGAQYPIZHQXQ1JS9XXH/ssm
https://solvay-is.onbmc.com/helix/index.html#/com.bmc.dsm.bwfa/view/com.bmc.dsm.knowledge:Edit%20Article?GUID=AGGDBS89FEETGAQYPIZHQXQ1JS9XXH
https://syensqo-dwp.onbmc.com/dwp/rest/share/OJSXG33VOJRWKVDZOBST2U2CL5IVKRKTKREU6TSOIFEVERJGORSW4YLOOREWIPKBI5DUCRCLGAZUINCMGFHUCUZXJFHTOV2TG5EU6N2XIE4FKURGOJSXG33VOJRWKSLEHUYTQMJREZRW63TUMV4HIVDZOBST2Q2BKRAUYT2HL5EE6TKF
https://syensqo-dwp.onbmc.com/dwp/rest/share/OJSXG33VOJRWKVDZOBST2U2CL5IVKRKTKREU6TSOIFEVERJGORSW4YLOOREWIPKBI5DUCRCLGAZUINCMGFHUCUZXJFHTOV2TG5EU6N2XIE4FKURGOJSXG33VOJRWKSLEHUYTQMJREZRW63TUMV4HIVDZOBST2Q2BKRAUYT2HL5EE6TKF
https://syensqo-dwp.onbmc.com/dwp/rest/share/OJSXG33VOJRWKVDZOBST2U2CL5IVKRKTKREU6TSOIFEVERJGORSW4YLOOREWIPKBI5DUCRCLGAZUINCMGFHUCUZXJFHTOV2TG5EU6N2XIE4FKURGOJSXG33VOJRWKSLEHUYTQMJREZRW63TUMV4HIVDZOBST2Q2BKRAUYT2HL5EE6TKF
https://solvay-dwp.onbmc.com/dwp/app/#/knowledge/AGGFVCSOIBZRAARK2YPOR93JPJ9YBK/ssm
https://solvay-dwp.onbmc.com/dwp/app/#/knowledge/AGGG2362CFKL1ARMGJ2GRLG6Y4K95T/ssm
https://wiki.syensqo.com/display/HWS/Code+of+Business+Integrity
https://wiki.syensqo.com/display/ISAPPSUP/Unable+to+access+Google+Drive

most through my daily work and maintain a continuous learning mindset.
jects and roles to accelerate my development and build capabilities for the future.

S

je my team to spend time developing themselves and support time 'away' from day-to-day activities to create the habit of learning.
lly support skill building during my recurring check-in discussions — occurring at least once per quarter.
nsible for ensuring my team has development opportunities.

o Academies are designed to offer customized development solutions for target audiences. Our academies are aligned with business
relopment plans focused on building critical skills, include diverse ways of learning and are committed to simplification.

Jry Academy

wdemy

n Academy

ient Academy

1ain Academy (coming soon!)
jemy (coming soon!)

ar about how we develop successfully: we benefit most from on-the-job training, then learning from others, and sometimes formal

>pment plan 70% through 20% through exposure to 10% through
) you experience, developmental formal learning
challenges and relationships (mentoring (coursework
assignments (on-the- and coaching) and training)
ioritize developing .
al and behavioral JOb)

naintaining a
earning mindset

® Applying what you've learned in ® Coaching at Syensqo ¢ Functional Skills Training
a group setting. ® Feedback from Manager or colleagues ® Books and articles
® Putting new techniques or ® Subject matter experts ® Presentations
rectly support skill approaches into practice with ® Communities ® Podcasts, TEDTalks
ing the recurring your team. ® Mentoring (both as a mentor and a * Webinars
cussions ® Stretch assignments inside or mentee)
outside your current role. * Formal and informal coaching
® Problem-solving and innovation
in challenging tasks.
Integration of Learning Learning Momentum Learning Event
1{E ROLE / PEOPLE LEADERSHIP READY TO GROW
t the Practical Aspects of My Role Assess My Leadership Skills
bout the practical aspects of my job - the processes and systems o Embrace vulnerability by actively seeking
ny scope that enable Syensqo's people operations. feedback from peers and team members.
bout the behaviors that are essential in my new role (find a series of © Use this feedback to grow and improve your
under First 90 Days as a Leader here). leadership skills.
:ngage My Team Seek Support from a Mentor
cess the Leadership Academy channel to learn how to lead difficult © | can find a mentor to share their knowledge,
ations and provide feedback, have meaningful discussions with my team, skills, and experience in order to support my
1igh performers, and retain team members. development.
' Role in DEI Develop My Leadership Skills
arn more about Diversity, Equity, & Inclusion @ Syensqo and access r © Continue to focus on developing essential
courses and content in YOUGrow in order to better demonstrate leadership capabilities.
> leadership and build a more inclusive team. © Engage in self-directed learning to leverage
Jw to promote inclusion and sustainability in the recruitment process. your unique leadership strengths and build

capacity for impactful leadership actions.


https://wiki.syensqo.com/display/HWS/STAR+Factory
https://docs.google.com/presentation/d/1IsNgUf-QTT0rHS9TGlsHEiaLSM1UCAOPRakxVmjPRBA/edit#slide=id.g2e6a7c08bc0_1_57
https://wiki.syensqo.com/display/IA/Innovation+Academy+Digital+Booklet+-+SYENSQO
https://docs.google.com/presentation/d/1bHBPYR4gA1vnNLuZ31KTCjFlSur7nUaA9K7Z_PH44II/edit?usp=sharing
https://wiki.syensqo.com/display/HWS/Technical+Skills
https://wiki.syensqo.com/display/HWS/Technical+Skills
https://wiki.syensqo.com/display/HWS/Coaching+at+SCo
https://wiki.syensqo.com/display/HWS/Mentoring+at+Syensqo
https://wiki.syensqo.com/display/HWS/Mentoring+at+Syensqo
https://www.ted.com/playlists/171/the_most_popular_talks_of_all
https://wiki.syensqo.com/display/HWS/Manager+Page+-+SCO
https://wiki.syensqo.com/display/HWS/Manager+Page+-+SCO
https://solvay.eu.crossknowledge.com/site/channel/632
https://solvay.eu.crossknowledge.com/site/channel/632
https://wiki.syensqo.com/display/HWS/Mentoring+at+Syensqo
https://one.solvay.com/en/human-resources/about-dei-solvay
https://solvay.eu.crossknowledge.com/site/channel/634
https://solvay.eu.crossknowledge.com/site/channel/634
https://docs.google.com/presentation/d/1wXZ4RxcuvkhyCxGPykHNxy0BvUgxtmmI/edit?usp=drive_link&ouid=103501649547079942901&rtpof=true&sd=true

learning! Click here to share your thoughts about the Learner Led Development guide.
most sought-after technical skills in the chemical sector, backed by industry research including; technical skills relevant to individual
‘h and wellbeing, business integrity, sustainability, language training and more. To bridge these skill gaps and unlock the competitive
‘ely organize global and local targeted development campaigns.

is crucial for ensuring our explorers have the necessary skills and knowledge to perform their jobs safely and effectively. Consider

ons with leaders, managers and peers at our industrial sites:

Equipment Operation

ting various types of machinery and equipment used in

ng, such as reactors, distillation columns, pumps, and

s learn how to start up, shut down, and troubleshoot

‘he guidance of experienced operators. Chemical Handling
uction on the safe handling, storage, and disposal of

ng to regulatory standards. This includes proper labeling,
spill response procedures.

Quality Assurance
ity control procedures, including sampling, testing, and

aterials and finished products. Employees learn how to
ss quality issues to maintain product integrity.

Chemical Handling
and Storage

Instruction on the safe handling,
storage, and disposal of
chemicals according to regulatory
standards. This includes proper
labeling, containment, and spill
response procedures.

Maintenance and
Repair

Hands-on training in equipment
maintenance and repair to
minimize downtime and ensure
operational reliability. This may
include preventive maintenance
tasks, troubleshooting common
problems, and performing minor
repairs.

Teamwork and Communication

Process Control

Training on monitoring and
controlling chemical processes to
ensure product quality and
efficiency. This may involve
learning how to use control
systems, instrumentation, and
process simulation software.

Regulatory Compliance

Training on relevant laws,
regulations, and industry
standards governing the chemical
industry. This ensures that
employees understand their
responsibilities regarding
environmental protection,
workplace safety, and product
quality.

nent of interpersonal skills and teamwork abilities through collaborative projects and group activities. This helps employees effectively
colleagues, supervisors, and other stakeholders in the workplace.

ghlight the diverse range of on-the-job training opportunities available, all aimed at equipping explorers with the skills, mindsets, and

o succeed in their roles while ensuring safety, quality, and regulatory compliance. It's important for explorers to find a balance between
‘hnical and behavioral skills while maintaining a continuous learning mindset. Keep in mind when building a development plan unique to
shallenge you, it won't change you.

gers specifically support skill building during the recurring check-in discussions — occurring at least once per quarter. The
orer discuss openly how the Explorer delivers against the defined goals and where development actions could increase

n
ks

journey at Syensqo is an opportunity to reflect on where you are now and where you want to go in the future — including your personal
career advancement.

ling is not a one-time activity. You should treat your development plan as an ever-evolving document - one that you revisit and refine
in new knowledge, experiences, and insights.


https://docs.google.com/forms/d/e/1FAIpQLScNGkNjTrckD2TaGIqP9Gm4fblB_Jw_pbdlCgYcIhbN23PsaQ/viewform

I now? Create & document Share your
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Reflecton delf;f,;anggnt Track your
feedback reSOUlCos progress

art? Try using SyGPT to support your development planning!

J on where you are now vs where you want to be in the future. Use the questions in this guide to reflect and open a conversation
r

ct on the feedback from your Manager, peers, stakeholders, etc. Identify both strengths to build upon and areas for improvement.
e feedback into specific, measurable goals and update your development plan in My HR Services (Goals & Development).

2edback highlights ‘presenting’ as an area for growth, set a goal to lead a team meeting or present at a group session in the next 6
e communication skills’ which is too vague and not action-oriented).

velopment resources available to you to support your plans to improve. Check out the Your Learning Expedition page for more!

; for development and ask others to hold you accountable for making improvements or continuing to build on your strengths. Make a
eedback (“How did | do?”) - it gets easier to do each time!

Jr actions, progress, and feedback received to celebrate milestones and improvements.

2edback highlights ‘presenting’ as an area for growth, set a goal to lead a team meeting or present at a group session in the next 6
e communication skills’ which is too vague and not action-oriented).

t aregular reminder to review and update your development plan in My HR Services.

ympts for Development Planning

‘eate a meaningful development plan?

1g Expedition

n
Options
seer coaching circles?

lopment process for individuals, teams and organizations, that seeks to unlock people's potential for personal and professional growth
in order to achieve a higher level of performance.

ame as Mentoring?

d by an experienced coach who focuses on the future goals and actions of the coachee. Mentoring is typically provided by an expert in
'e the comparison below for further illustration.

ttionship where a Mentor shares their knowledge, skills, and experience in some field with a Mentee in order to support their
a good way of efficiently transferring valuable competencies from one person to another, and can motivate individuals and teams to
)ose them to learning opportunities, and provide support for their learning and growth.


https://docs.google.com/presentation/d/1dEa3FARvywzWKc_bobMtAmyuYTaYoUqlrUoC_F_7QZk/edit?slide=id.g3912f1d4e89_0_114#slide=id.g3912f1d4e89_0_114
https://drive.google.com/file/d/1aa9pbDT8MCI5-f8DKO5skDPvc1km6DiB/view
https://drive.google.com/file/d/1aa9pbDT8MCI5-f8DKO5skDPvc1km6DiB/view
https://hcm-eu30.hr.cloud.sap/sf/home?bplte_company=syensqo&_s.crb=pHKnMZuJl%2beSRT1sgoi1NRcyb7odcUzpZiScvx4OZFw%3d
https://wiki.syensqo.com/display/HWS/Your+Learning+Expedition
https://docs.google.com/presentation/d/1dEa3FARvywzWKc_bobMtAmyuYTaYoUqlrUoC_F_7QZk/edit?slide=id.g3912f1d4e89_0_114#slide=id.g3912f1d4e89_0_114
https://drive.google.com/file/d/1aa9pbDT8MCI5-f8DKO5skDPvc1km6DiB/view
https://wiki.syensqo.com/display/HWS/Your+Learning+Expedition

)n on Mentoring, click here.

Coaching Mentoring
2t duration Long-term, no set duration
Advises on what to do
istions Shares, models, teaches
Teacher and student
Explicit feedback

Directive

nbled an Internal Coaching Community, made up of skilled Human Resources professionals trained to offer high quality coaching to

:ngaged with EZRA-X as the provider to deliver Executive Coaching to employees S22 and above and with MooveOne-CoachHub as
rer Executive Coaching to employees S21 and below.
sles present one of the most effective and accelerated ways to learn through focused discussions with your colleagues on topics of

heir concrete experiences, challenges, and impressions in order to learn from and support each other.

tween Peer Coaching and Group Mentoring is that, unlike Group Mentoring, Peer Coaching does not require a mentor. Participants can
-ate leadership responsibilities.

5 of effective Peer Coaching include:

Jevelopment target

.to share your own challenges and learnings

s to actively listen to the experiences of your colleagues
ality

to incorporate learnings into your specific situation

practical guidance for starting a Peer Coaching Circle.

n
entoring?

1g the same as Mentoring?

identify a Mentor?

5 the typical Mentoring Journey look like?

Platform manages formal mentoring relationships for specific talent pools including Future Top Leaders, Executive Key Account
e.

sion in a formal, managed program is not required to harness the benefits of a mentoring partnership.

d to take ownership of your career, review the available guidance, best practices, digital learning, and discuss with your Manager how
mentoring partnership.

1al and is just one among many other ways of developing skills. Getting a Mentor is not a guarantee of superior performance. It is up to
the driving seat and make the most of the opportunity. It is a relationship where a Mentor shares their knowledge, skills, and

Aentee in order to support their development. It is a good way of efficiently transferring valuable competencies from one person to
iotivate individuals and teams to learn and grow, expose them to learning opportunities, and provide support for their learning and

the two types of mentoring at Syensqo:
Ip Mentoring?

airs experienced leaders with individuals who wish to develop skills and grow in their careers. Syensqo may deploy a group mentoring
ns where there are many individuals who face similar challenges on the same topic and could benefit from peer-sharing discussions,

benefits of Group Mentoring?

ne mentoring relationships, group mentoring can motivate Mentees to learn and grow, expose them to learning opportunities, and
their career development and growth.


https://wiki.syensqo.com/display/HWS/Mentoring+at+Syensqo
https://docs.google.com/presentation/d/179JZLHCWYm3JHEH-Wmu_BV2_0Y_xOP5h/edit?usp=drive_link&ouid=103501649547079942901&rtpof=true&sd=true

ntoring may not be as “intimate” as a one-on-one mentoring relationship, group mentoring can bring tremendous value through
work and connect with others outside of the individual’s job scope, and a dedicated space to share their career challenges and gain

irse Mentoring?
encourages employees to form partnerships - regardless of seniority — in order to exchange skills, knowledge, and understanding.

1tor is expected to be more senior and experienced than their Mentee, however, reverse mentoring recognizes that there are skills gaps
that each person can address their weaknesses with the help of the other's strengths.

benefits of Reverse Mentoring?

can play an important role in crossing generational divides. It can also help to break down negative stereotypes about different age
en think that the more experienced you are, the less you need to learn, however, newer, or more junior team members often have
:sh perspective, and expertise that can benefit their more established colleagues.

isn’t just about age. New joiners can provide fresh perspectives and ways of working, while long-serving team members likely possess
ational knowledge.

1s for Reverse Mentoring

1d Expectations

Jur expectations for the relationship with your mentoring partner. Make sure that you're both committed and that your goals are aligned.
ou want to get out of the relationship? What specific skills do you want to learn? What knowledge, skills, and experience can you

How often will you meet?

nmunication Skills

‘hallenging to communicate with someone with vastly different levels of experience or skills. For example, some people may feel more
le engaging with others by email or instant messaging, while others may prefer to speak on the telephone or meet in person. So, make
rou're sensitive to the other person's communication preferences and needs.

t, and Open-Minded

and your reverse mentoring partner must be open to learning from one another. So, remain respectful, and listen actively without any
ved ideas.

rustrated if your partner doesn't understand the skills you're trying to share. Instead, communicate with tact, and give encouraging

‘hat doesn't belittle their knowledge. Use constructive feedback to help them understand your perspective.

gress

egularly to ensure that you are both happy with the relationship and that you're getting the information you need. However, if you are
3 your desired progress, schedule a brainstorming session and discuss new ways to achieve your goals.

ntoring?

er-free, two-way, mutually beneficial learning relationship that most often occurs between a senior and junior employee for the purpose
wth, learning, and career development.

nship often involves sharing knowledge, experience, and advice to help the mentee achieve their personal and professional goals.
ympass various approaches and formats, including one-on-one, peer, group, and reverse mentoring.

aching. Coaching is generally more focused on specific skill development or achieving particular goals, while mentoring is a longer-term
1 on providing guidance and support for overall personal and professional development.

yart of an individual's development plan. You should have regular discussions with your manager to define and sustain your
which will ideally include formal training, opportunities to learn on-the-job, and through the involvement of others like a Mentor.

r a flexible mentoring program that empowers individuals to self-register as a Mentor or Mentee at any time.

enroliment” program, there are no fixed start or end dates. Individuals are able to identify potential Syensgo Mentors based on
:e and desired areas of support (ex. Career Planning & Development, Networking & Relationship Building, etc.)

Jssible mentors, individuals may also want to consider factors such as the Mentor’s career journey, their position, GBU/Function, or time

to find a mentor is optional.
:wing the Open Enrollment Mentoring User Guide.

>f a mentoring relationship is between 6-12 months. Ultimately, the Mentee and Mentor will decide the length of the mentoring
on the mentee's individual needs, the goals of the mentorship, and the evolving dynamic between the Mentor and Mentee.


https://docs.google.com/presentation/d/1KoLze3NW0LfA6Yfsp11l5dtLEV60mEtvpYrtj4F_9c4/edit?slide=id.g363c12136b8_0_104#slide=id.g363c12136b8_0_104

ating your Mentoring Relationship

riodically assess their mentoring relationship (every 6 months). Ask yourself the following questions to reflect on whether the
les to provide value:

nuing to learn new skills, gain insights, or receive constructive feedback that supports my personal or professional growth?
cussions still feel engaging and relevant to my current goals, challenges, or development areas?
2n able to apply advice or guidance from my mentor to achieve tangible progress or overcome obstacles in my work or career?

onship is not active any longer or you have achieved what you expected, you can choose to end the relationship. Select the “End
1 SuccessFactors so the Mentor can go back into the pool for others to select. See the User Guide for more details.

e a Mentor

antoring often involves experienced senior leaders guiding junior colleagues, mentoring can also occur between colleagues of different
'rse mentoring where early in career employees mentor more experienced employees on contemporary skills.

ften act as role models and sounding boards for their Mentee and provide guidance to help them reach their goals. Mentors share their
» advice, knowledge, wisdom and teach with a low pressure, self-discovery approach.

Mentor has a higher level of knowledge or experience in a specific area and can guide and support another's professional growth.
form requires approval from your Manager to become a Mentor.

1g mentor applications older than 30 days will be automatically approved by GBS on a quarterly basis.

ntored!

ee, one must be proactive, engaged, and open to learning, while also respecting the Mentor's time and expertise.

ively seeks guidance, demonstrates a willingness to learn from feedback, and takes initiative for their own development.

2ed formal approval from your Manager to become a mentee, ideally the topic of mentoring will be part of your regular performance and
ssion.

lanager may be able to recommend a Mentor or suggest topics to address.

responsibility for their own growth and development

1d adapts personal development plan

ambitious but attainable goals

mentoring relationship, schedules, and prepares for meetings.
sates regularly with their Mentor

ular feedback from their Mentor

ir Line Manager informed of progress in regular check-in meetings

2 relationship and development of the Mentee
Mentee clarify their development needs

2 Mentee in plotting a career path (if needed)
lentee “figure it out on their own”

1onest, regular, and detailed feedback
reliable partner to the Mentee

rensqo’s behaviors

he Mentee as needed
ir employee the time to engage with their Mentor for development
the confidentiality and boundaries of the Mentor and Mentee relationship



| conversation | Ask your potential Mentor if they can make time for an hour meeting with you. You don’t want to be rushed, and you
for the other person to ask you questions about your goals, etc.

1e guidance you're seeking (“The Ask”) | Describe what advice or guidance you are seeking and for what purpose. Is it to help you
nt department politics or are you seeking to apply to a different position? Are you thinking about going back to school and are not sure
to focus on? Think about this and articulate up front what you are seeking from the mentoring relationship.

ngness to do the necessary work and follow-through | There’s nothing more frustrating than mentoring someone who doesn’t do
' to take advantage of advice, so you want to make it clear to your potential Mentor that you're ready to commit the time, energy and
nost of their counsel (and time).

respect the individual’s time | Most people who are asked to become Mentors are highly successful in their careers, which means
1sy and much in demand. So it's important for you to acknowledge that reality, and make it clear how much you appreciate their
quest. This is also the way to provide a graceful “out,” letting the other person cite an overbooked schedule for declining your request.

)y a group mentoring approach in situations where there are many individuals who face similar challenges on the same topic and could
haring discussions, led by a Mentor.

:ntoring Onboarding for Mentors and Mentees

d by an experienced coach who focuses on the future goals and actions of the coachee. Mentoring is typically provided by an expert in
e the comparison below for further illustration.

ng Mentoring

ot duration | Long-term, no set duration
Advises on what to do

istions Shares, models, teaches
Teacher and student
Explicit feedback

Directive

| about Peer Coaching Circles

Ir regular performance check-ins with your manager, you may discover the need to improve upon one or more skills or behaviors in
development goals. Although Syensqo does not currently facilitate mentor / mentee matching on a broad scale, there are several ways
mentor to support your development.

an be senior to you in your company, executive leaders in the same or another GBU or function, customers, strategic partners,
members in your industry, or people who are doing the job to which you aspire.

relationships can be formal or informal. They can also come from all parts of your life, not just your professional life.

bout what you are looking for in a Mentor and what support you need. Think about what you would like to get out of the relationship and
:r goals.

JAanager to tap into their network.

ifying someone, the next step is to simply ask, “Would you be willing to be my mentor?” Explain why you asked this particular person
you hope to get out of the relationship.

2e identifies a match.

) and Mentee meet to get acquainted with each other.

d Mentee(s) clarify development needs and goals

defines a development plan and ask for a review by the Mentor
courages Mentee(s) to try new behaviors and serves as a role model.
plies what they've learned and receives feedback from the Mentor

d Mentee(s) evaluate the individual's progress.

n
» found ourselves building something that n...

ted to give your career a boost by learning new skills outside of your current role? From a Skills Based Organization standpoint,
i to develop skills means taking on short-term or temporary assignments to gain experience, learn new skills, and improve existing ones.
»ach allows employees to work on a variety of projects that would not be possible if they only rely on projects within the same job scope.

. can consult information about projects they may apply for, which align with their interests, availability, and skills to improve.
2aders can publish their projects to all explorers.


https://docs.google.com/presentation/d/1YxciZltJ9xeAtdv1GComd47v__ROk0UO/edit?usp=drive_link&ouid=103501649547079942901&rtpof=true&sd=true
https://wiki.syensqo.com/display/HWS/Coaching+at+SCo
https://wiki.syensqo.com/display/HWS/Skills+Based+Organization+%28SBO%29+Project

janization (SBO) is a flexible and agile company that emphasizes developing and utilizing employee skills as the primary driver of
ditional hierarchical organizations, SBOs prioritize the employees' expertise, continuous learning, and adaptability over rigid structures
ents. Syensqo is in the first steps of this journey and the focus is to embed a skills-centric approach in the way we attract, develop,
wrd Talent.

f our skills-centric approach is:

s Centric
APPROACH

SKILL SKILL SKILL
IDENTIFICATION ACTIVATION VALIDATION
t'fythle To develop the To continuously
oft skills ils ( : .
for daily skills (upskill & assess skill
. reskill) according progress to
s well as .
lated to to the validate

. 70-20-10 Model. development.
pirations.

.earning Journey have shared their insights on the Skills-Based Organization (SBO). Have a look!

ibrace this journey by embedding the principle of experimentation. Our objective is simple: to pilot the Skills Centric Approach and
2 the progress. EXPLORE with us!

IFICATION (more information here)

1tifying skills can vary based on the context or project. It might be a centralized effort, like through an Academy, or an individual effort by
m.

'ATION (more information here)
>hase focuses on the opportunities employees can explore to build their critical skills, supported by the 70-20-10 Model.

1sis in these experiments lies on the 70 (learning by experience) and the 20 (learning by others) aspects.

'ATION (for more information, contact Helena Ferreira)

Ires employees have the necessary skills to excel. The validation is an iterative cycle that measures the proficiency level of employees
the proficiency needed for the job.

erts who facilitate training can gain access to our internal content creation tools to create and publish digital courses on YOUGrow.
ur content creation tools below;

g Management System, YOUGrow, is the primary tool for training enrollment. Explorers and Managers can access YOUGrow from
d browse our catalog, enroll in courses, request new classes and more. Managers have access to the Manager Dashboard to review
to their teams.

latform explorers will discover a collection of content from internal and external subject matter experts. At Syensqo individual experts
y to contribute knowledge and manage training.

Cloud-based authoring tool with which you can create interactive and professional e-learning courses.

Id you use it?

‘reate professional and interactive e-learning

)ynamic trainings

‘reate courses

wu install IsEazy?

sEazy is a cloud-based tool so there is no installation needed.


https://docs.google.com/presentation/d/14Itba8Qqag7jcliuoBB1Cn1aUUo0rSOVK5zz4nt--gk/edit?usp=sharing
https://wiki.syensqo.com/display/HWS/SKILL+ACTIVATION?src=contextnavpagetreemode
mailto:helena.ferreira@syensqo.com
https://yougrowsolvay.sabacloud.com/Saba/Web_spf/EU2PRD0122/app/dashboard
https://www.iseazy.com/

license through Syra in the Service request "Application Access Request (Generic)".
5 requests and administrator subjects related to the tool, Digital Technology area should be contacted and they will provide support.

a web-based video editing and recording application that allows you to easily create videos. This is a semi-professional tool, accessible

Id you use it?
'romotion/communication on a project
‘eam communication

‘utorial

nstall Wevideo?
Vevideo is a cloud-based tool so there is no installation needed.

license through the Syra application request.

t that you tell us how long your project will last. We have put in place a rolling system for the license to allow more people to create
he company.

5 requests and administrator subjects related to the tool, Digital Technology area should be contacted and they will provide support.
Cloud-based authoring tool with which you can create interactive videos.

Id you use it?

'romotion/communication on a project

‘eam communication

‘utorial

i install Vyond?

'yond is a cloud-based tool so there is no installation needed.

license through Syra in the Service request "Application Access Request (Generic)".

5 requests and administrator subjects related to the tool, Digital Technology area should be contacted and they will provide support.

yensqo's Wiki space, you may need to link your Google Drive in order to see embedded documents.

ns here.
Ul the Global Standards related to Learning & Development. Please select from the following list of documents.

andard - Language Training

andard - Personal Development - Soft Skills

andard - Functional Development

andard - Leadership Development - All Managers

andard - Development for Future & Emerging Top Leaders
andard - Executive Coaching

andard - Mentoring

andard - Develop Learning with a Vendor

andard - Develop Learning internally

andard - Buying Content

files: What, When and Why do we use them?...
ices for completing your profile

:d people management system is used as a means to support our efforts to identify, deploy and retain Talent across our organisation.
al to ensure we offer a consistent look, feel, and experience to all our employees.

is like an internal cv and enables you to showcase your experiences and achievements. It will also be used in the Po2 resourcing
you to apply for positions and let potential hiring managers know what you can offer to a position.

sked Questions
rofile?

is a key element of your Career Development at Syensqo. It is a place where you can highlight your experience, accomplishments,
s. Responsibility for updating the Talent Profile rests entirely with the individual and should be revisited on a regular basis to ensure it
your current situation.

t of updating my Talent Profile?
le is the quickest way to increase your visibility for new opportunities at Syensqo. When your profile is up to date, Hiring Managers and
¢ find you when searching for relevant experience and skills. You can also make quick applications to positions that you are interested in.


https://syensqo-dwp.onbmc.com/dwp/rest/share/OJSXG33VOJRWKVDZOBST2U2CL5IFET2GJFGEKJTUMVXGC3TUJFSD2QKHI5AUISZQGNCDITBRJ5AVGN2JJ43VOUZXJFHTOV2BHBKVEJTSMVZW65LSMNSUSZB5GEZDEMBGMNXW45DFPB2FI6LQMU6UGQKUIFGE6R27JBHU2RI=
https://www.wevideo.com/hub#dashboard
https://syensqo-dwp.onbmc.com/dwp/rest/share/OJSXG33VOJRWKVDZOBST2U2CL5IFET2GJFGEKJTUMVXGC3TUJFSD2QKHI5AUISZQGNCDITBRJ5AVGN2JJ43VOUZXJFHTOV2BHBKVEJTSMVZW65LSMNSUSZB5GEZDEMBGMNXW45DFPB2FI6LQMU6UGQKUIFGE6R27JBHU2RI=
https://www.vyond.com/
https://syensqo-dwp.onbmc.com/dwp/rest/share/OJSXG33VOJRWKVDZOBST2U2CL5IFET2GJFGEKJTUMVXGC3TUJFSD2QKHI5AUISZQGNCDITBRJ5AVGN2JJ43VOUZXJFHTOV2BHBKVEJTSMVZW65LSMNSUSZB5GEZDEMBGMNXW45DFPB2FI6LQMU6UGQKUIFGE6R27JBHU2RI=
https://wiki.syensqo.com/display/ISAPPSUP/Unable+to+access+Google+Drive
https://docs.google.com/document/d/1_pnikBO_FYF5IRXJE_xxWgjFvHcWIXd0C7z2Qg-OSXo/edit?usp=drive_link
https://docs.google.com/document/d/1i9NXhX8WkNbsLze_sZizDIAuxjp_9YFmXQnO389yImA/edit?usp=drive_link
https://docs.google.com/document/d/1QjTQWaoxL_PnFRfUkGh_mOtI3u7xyE1IwYnb-gVuJH8/edit?usp=drive_link
https://docs.google.com/document/d/15Cse3SYxE7Wcuq-EsROsPAlHWbVCbz2LyhuWkcsUJJ0/edit?usp=drive_link
https://docs.google.com/document/d/1r7Omm626IDiS2EnGgOjUHpzzhsSBBAk5gSqEc-LkjQU/edit?usp=drive_link
https://docs.google.com/document/d/1QaJAuz54Vki1QQCupMmfoqU1vkr5TNMRyOI_SG9Kh4o/edit?usp=drive_link
https://docs.google.com/document/d/1kEmblum_94YBNVQVPRI_BgA2CVQARDInBaaXpTfUM9Q/edit?usp=drive_link
https://docs.google.com/document/d/1Ip9z7g9qnUI_OaMKG88NnhfTapv7zHpRY_-UniFiDTU/edit?usp=drive_link
https://docs.google.com/document/d/1fIF9wEXjqa8h_pQoDwTfZo03qjTyIpwpW8hyXFsYfsg/edit?usp=drive_link
https://docs.google.com/document/d/19qNiLqXJKlX8wEKTTeZ0cWhXUbcEerb_n_awl64__6w/edit?usp=drive_link

e public? Who can view my Talent Profile?

lent profile are Public. These sections are; About me, Education, Achievements, Work experiences and Languages. This means
sqo can see this information.

1y Talent profile or can | just use my CV?

ofile enables us to more quickly identify the positions that might be a good match for you. We are able to search on keywords, skills and
is not possible with cvs. Once you've updated your Talent profile you can make quick applications to the positions you are interested in.

‘he Talent profile are important?

rofile are important as they are designed to ensure we capture the fullest insights on you, what you can offer a position and what a
you. We sometimes find sections of the profile incomplete or with only one or two words which is unlikely the impression you would
1 potential hiring manager.

ke me to complete my Talent profile?

ofile does not have to take long but thinking about what you want to write and how best to articulate it is always good preparation.

ating my profile now?

d to update your Talent profile when you are not in a hurry and can spend time reflecting on what you want to write. If your position may
1 result of Po2 we strongly recommend you start updating your profile so you can be best positioned to apply for opportunities in the

+in your diary to complete your profile. We often find people prefer to do this at the beginning of the day before they look at emails or at
the day when they have finished their meetings for the day.

opy and paste sections from your cv into the talent profile to help speed up your completion- ie many of us have a short summary and
in to your cv. This can be used in the About me section of the profile.

pleting the About Me and Career Ambitions sections of the profile take time to consider what you would want a potential hiring

o know about you and your ambitions

opment section is an opportunity to show you are investing in your continuous learning and actively working towards your development
llowing your next check-in, update this section with the actions and progress that you discuss with your manager.

uggest that you type the headings on a Google doc and prepare your text so you can copy and paste it into the system when you are

.ine Manager to read your profile and help make suggestions for improvement and refinement.

1 Employee Development

my Team in YouGrow
»ate content in YouGrow
p Expedition

noment matters
) as a leader
ks

f your team is one of the most important aspects of your role as a Leader. Although the employee is in the driver’s seat for their own
:nable them to identify and seize the right opportunities for their development. Development of your team means better performance
1 for both Syensgo and your team.

ime to develop a deep understanding of each member of your team including the areas in which they need to develop capabilities and

id their career aspirations looking 1, 3, and 5 years out. If they aren't sure or clear on their career goals, engage in a coaching

on. Not sure what questions to ask to stimulate this discussion? Consult this development discussion guide.

regular conversations that are not just focused on their objectives, but also their development;

ear and actionable feedback on what they are doing well and what they need to do better;

allenging projects and work to accelerate their development;

your network to make connections and find opportunities to expose them to other GBUs and Functions that match their career goals;
development is a critical part of every leader’s role. Guidance on coaching and providing professional development for your team
is available in the Leader’s Guide to Coaching & Professional Development.


https://drive.google.com/file/d/1mb2zkRFg0y8whW-Ifa57wIn-tiy1--ns/view?usp=drive_link
https://drive.google.com/file/d/1oAu6vCL787WzVECazWDE8UWhWCdejwDw/view?usp=drive_link

* Coaching
' Top Talent Management at Syensqo

n
ow if Coaching is right for the employee?
e process to request a coach for one of-...
Options

lopment process for individuals, teams and organizations, that seeks to unlock people's potential for personal and professional growth
in order to achieve a higher level of performance.

ame as Mentoring?

d by an experienced coach who focuses on the future goals and actions of the coachee. Mentoring is typically provided by an expert in
e the comparison below for further illustration.

ttionship where a Mentor shares their knowledge, skills, and experience in some field with a Mentee in order to support their
a good way of efficiently transferring valuable competencies from one person to another, and can motivate individuals and teams to
)ose them to learning opportunities, and provide support for their learning and growth.

n on Mentoring, click here.

Coaching Mentoring
at duration Long-term, no set duration
Advises on what to do
istions Shares, models, teaches
Teacher and student
Explicit feedback

Directive

whether to invest in coaching, consider the following questions:

r options besides coaching have been, or should be considered for their development? How will the coaching process change the
uation?

2n giving regular feedback to this team member?

encourages coachees to explore their mindsets and behaviours, but it is not a ‘quick fix’ for any potentially damaging mindsets or

s. Is the individual open to exploring new behaviours and ways of thinking about workplace challenges?

ne to invest in coaching? Coaching is a long-term time investment including time spent with a coach and additional time to reflect on
sessions.

promotes greater self-awareness. A goal is to shift any more negative underlying behaviours and improve accountability. Is the
ready to be accountable for goals set? A coach will support them to find the answers, but the coachee is responsible for taking what
learned and applying it within the workplace environment.

ndividual know what they want to get out of coaching? Organizations should know what they want to get out of coaching in terms of
le business results, while coachees must align with their managers on what they need to get from coaching in terms of business impact
nal development.

yes’ to each question, coaching may be the right step for the individual.

ger initiates the process by contacting Syensqo's Coaching Coordinator.

1ing Coordinator and the Manager meet for a briefing session to discuss the individual’s needs.

ger completes an intake form to start the coaching process;

1 Executive Coaching, the coachee interviews potential coaches to select the right coach (“chemistry interviews”);

yyee may complete a 360 assessment at this stage.

ling process begins.

1 Executive Coaching, three separate meetings are held between the Coach, Coachee, and Leader over the course of the coaching
rocess to : 1) Set objectives, 2) Validate the action plan, and 3) Conduct a final evaluation.

nitment for a coaching relationship is a minimum of 12 hours to a maximum of 20 hours over a period of 6 months.

irovider for external coaching. We support individual external coaching requests and also offer personalized external coaching as part of
leadership development programs. External coaching is a significant investment and is offered as a strategic initiative to address

eeds. Criteria for participation are always communicated in advance with Strategic HR Business Partners.

‘act the training hours or the COBI completion status of my team members


https://wiki.syensqo.com/display/HWS/Coaching
https://wiki.syensqo.com/display/HWS/Top+Talent+Management+at+Syensqo
https://wiki.syensqo.com/display/HWS/Mentoring+at+Syensqo
mailto:anna.biskup@syensqo.com

:ep guide to lead you on get a report with the training hours or COBI completion status for audit purposes.

/ team's learning development

verview of the "Me" Tab in YouGrow that provides you usefull tools to manage your team's learning events and development.

n
lasses, Certifications, Curricula
‘eation

Class Creation

n Creation

t Management

create courses or any other kind of learning event in YouGrow, and you don’t have access as Admin to it, the first thing is to open a

Services team and choose the option that better suits your request and it will leads you to fill in a Google Form regarding the type of
d to perform.

rredential that a person earns by demonstrating mastery in the credential's subject area. A credential is similar to a competency, but is
‘ertification requires several paths and have to re-certify every a certain time.

urity certification for Syensqo users (re-certify every year)

3t of courses in a hierarchical structure of components. It differentiates from a Certification as it will have no expiration date, and
juired, will not have to be renewed in the future.

sulum is to be used if there is the need to aggregate different courses in a Program but there is no need to renew any training in the

1est level in the learning class hierarchy. It represents a learning subject that can be delivered in a variety of forms.

an instance of a course delivered in one of a variety of formats known as delivery types. Each class is an instance of a delivery type,
1herits the properties of its parent delivery type.

led (scheduled) - A face-to-face training is a course Instructor-led (scheduled) where trainers and participants will meet "physically".

a fire extinguisher training with exercises

ssrooms (scheduled) - Virtual classes are delivered to learners through a Web browser (Google meeting, saba classroom or other

d training (self-paced) - A web-based training / elearning is a course with only digital content. Example: a course with a power point,

) training (self-paced) - An on job training is a training that takes place in field. This training can't be launched, it records only the training
eation form to request the creation of a learning vendor.

5 an external provider that :

rs the training

: creator: an external company responsible for the creation of the digital content

1datory information for creating a learning event.

2 will be provided by a Syensgo employee, then this information needs to be provided on the course creation form as "Internal Provider"
Class creation form when you need to create any type of course, whether it is face to face, web based or virtual classroom. Also, if you
1ss within an existing course.

\ce - for courses where trainers and participants will meet on site.

:d/e-learning - for courses where you want to create a course with only digital content.

assroom - for when you need to create a course for people to be able to register themselves or be registered for Google meetings, or
eeting platforms.


https://solvay-dwp.onbmc.com/dwp/app/#/knowledge/AGGITY88I575GAR2WIQDR1WTG3D9ZG/ssm
https://solvay-dwp.onbmc.com/dwp/app/#/knowledge/AGGITY88I575GAR29W9BR1K6Z1EI2N/ssm
https://docs.google.com/forms/d/e/1FAIpQLSeNc4Mz-oHTW_GqGovPZulcUAb7kk4jb6UbgZc7r49JvvA1oA/viewform
https://docs.google.com/forms/d/e/1FAIpQLSe_mRCRYpALRu6MMrdVdO3eqT5KS_TCpz8OGEZ2I38gboVZZA/viewform

rredential that a person earns by demonstrating mastery in the credential's subject area. A credential is similar to acquiring a skill but in
ication requires several paths and has to be re-certified from time to time.

Security certification for Syensqo users (re-certify every year)

fication Creation form, the course must be already created in YouGrow.

on Management form for:

Jrses, Certifications, Curricula.

son in classes

es to assign courses automatically (or another learning event) regarding some criteria (for example: assign a course automatically for all
's from the Carnaxide Site)

ist of specific people you want to assign a course or another learning event.

juest help from any member of the People Services Team for any additional support, opening a request.

sehind the Leadership Expedition

5 Leadership Expedition have to offer you?
cess the Leadership Expedition?

iccess to the Leadership Expedition?

1sqo is more than a role — it's a Journey.

lition into uncharted territory, being a leader requires preparation, adaptability, and continuous growth. It means equipping

Jls, skills, and mindset to navigate challenges, inspire others, and achieve extraordinary results.

pedition is our commitment to supporting you on this journey. It's designed to help you activate Syensqo’s behaviors, implement our
and lead your teams with confidence and impact.

eadership is not a one-size-fits-all path. That’s why this expedition is flexible and evolving. As the needs of our leaders and our
', so too will the Leadership Expedition.

following buttons to learn more:

ANAGER
SENTIALS

IMPACT
PLATFORM

Powered by
w » FranklinCovey

LEADERSHIP

ientials Program equips

sential skills and tools to achieve
amwork. Tailored for first-time
se looking to enhance their
lities, it offers practical guidance
onfident leadership.

Leadership Boosts offer flexible opportunities to
enhance your skills and mindset throughout
your leadership journey. Consider them as
inspirational basecamps to refuel and prepare
for upcoming challenges.

Choose from:

Live Sessions: Live, interactive
experiences with peers.

On-Demand Modules: Self-paced
learning.

Quick Inspiration: Bite-sized articles
and videos.

iion starts with curiosity and exploration.

The Impact Platform is your personalized
learning platform designed to provide ongoing
access to resources, tools, and insights

for leadership growth. This is your compass
for continuous development—qguiding you to
the right learning at the right time.

art exploring the Leadership Expedition content today by clicking on the image below which will

‘'ow. Enjoy your expedition!


https://docs.google.com/forms/d/e/1FAIpQLSdrFztKgYBnxKJ5SzPAZCXhenSYegnRWHJr4V3IlgW11globw/viewform
https://docs.google.com/forms/d/e/1FAIpQLSfnmxKVG8gImHdtsztO2Ap2pGbS4SXoPrlvu12dgwk5KqubIw/viewform
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agers, that have at least one direct report, looking to enhance their leadership skills.
lo additional cost for the business.

-~

soncerning the Program please raise a ticket in SyRa.

3y and Developing Top Talent

n

i Approach to Development

t Criteria

2 & Future Functional Leaders
Leaders

t Deal

lent Pools

jers are expected to support their team members’ development, whatever their potential. HR supports Managers by challenging and
lent-related topics. Additionally, HR has a responsibility to educate employees on Syensqo’s approach to development and support top
ess Partners (SBPs) and Site HR Partners have important and distinct roles to play in top talent identification and development. Where
> greater visibility and are closer to those in the Future Top Leader / Future Functional Leader talent pools, Site HR Partners typically
'r to Emerging Leader talent. Therefore, the activities described below may be adjusted and carried out by SBPs or Site HR Partners in

pe.
ent RACI to better understand your role.

1d understand Syensqo’s approach to development, in order to help employees understand where they fit in.

1d understand the Top Talent criteria (Emerging Leader, Future Top Leader, Future Functional Leader) below to support and challenge
on an employee’s eligibility for these programs.

:onduit between employees and the Site, GBU, or Function leadership. Employees often feel more comfortable sharing their

1al development and challenges with HR.

Ir observations with leaders to support talent discussions where others may lack visibility.

tions, challenge, advise, and help leadership test their thinking when it comes to talent.

‘or example: Why do you want to nominate this person? How did you make the decision? Have you and the individual discussed their
spirations? How have they demonstrated their commitment to development? What practical steps have they already taken toward
1eir development?

relopment planning resources with Managers and employees.

yevelopment Discussion Guide for Managers | How can | support my employee’s development?

yevelopment Planning Guide for Employees | How can | create a meaningful development plan?

are the same - depending on an individual's performance and aspirations, they may benefit from one of the following approaches.


https://yougrowsyensqo.sabacloud.com/Saba/Web_spf/EU2PRD0122/app/me/learningeventdetail/cours000000000226536
https://syensqo-dwp.onbmc.com/dwp/app/#/page/w9ph6wjq
https://docs.google.com/presentation/d/1Vx7QRW-2M-br6oZE_0ydF_vTs_EU1xOF/edit?usp=drive_link&ouid=103501649547079942901&rtpof=true&sd=true
https://wiki.syensqo.com/pages/viewpage.action?pageId=875306099
https://drive.google.com/file/d/1wmNne8301btxufaO4NjTEHmum_2-qABy/view
https://drive.google.com/file/d/1SfJiEqQ1qVNLGafT7-wkXD2aw6pSi7R8/view

Develop in Role

Solid Performance

Develop through
Advancement

Accelerated
Development

Career and professional
development is not just about
changing positions. Most of the

Snlu:lle'gh Performance + Aspiration

Some high performing employees
are promotable and may develop
in order to advance to their next

High/Top Performance + Aspiration

Individuals who have a track
record of high performance, plus
the potential and aspiration to

time, employees develop and role.
learn in their current role.

reach a leadership role in the
organization, may be identified

These employees aspire to take on
Most employees who are a higher level of responsibility in
consistent Solid Performers the organization, expand the
develop new skills by being breadth and depth of their work,
curious, expanding their current and explore specific learning

. Top Talent benefits from targeted :
. and accelerated development in :
. order to gain valuable leadership :
. skills to take on leadership roles in

scope of work, moving laterally to opportunities available based on - the future.

gain new skills or exposure, and their career aspirations. - A

exploring the learning $ 1 SYENSQO
opportunities available to them. AW

pproach, all employees drive their own development and should have access to opportunities as well as a meaningful development
tinue to learn and grow.

rect role in identifying top talent and accelerating the development of Syensqo's next generation of Leaders. As HR, you can support
y individuals who meet the following criteria in order to be considered top talent and ensure the quality of the top talent pools..

formance is the passport to opportunity. It is an indication of leadership potential. An individual should have a track record of sustained
irior to their nomination for a talent pool.

al translates to the individual’s ability to perform across fundamentally different challenges (rather than in one role alone). This ability
) an individual's agility, resilience, and drive.

ition is a persistent drive to gain experience and develop professionally, (versus ambition displayed as a desire to achieve a specific

nmitment reflects an individual’s ownership of their development and career journey and a willingness to take on new opportunities

ifort zone.

ar (FTL) or Future Functional Leader (FFL) is a high-performing individual, typically grades S20 -S22 , who has the potential and aspirati
‘ecutive or Senior level leadership role in the future and who is committed to their development.

aders and Future Functional Leaders assessment and confirmation processes require a significant time and resource investment. As

¥'s Manager should first review the Future Top Leader / Future Functional Leader Journey guidelines and criteria and engage with
3usiness Partner to understand more about the process and program.

2r is a high-performing individual between grades S15-S20 with a minimum of 2 years of career experience who has the potential and as
1 Regional or Global leadership role in the future, and who is committed to their development.

Emerging Leader experience is at the nomination of Managers, supported by their Site HR, with final validation at the discretion of

| Strategic Business Partners. Read more about the Emerging Leader Journey guidelines and criteria.

is confirmed for a Talent Pool, they can expect to receive differentiated access to programs that support their accelerated leadership
ling practices, networking, and opportunities to connect with Senior Leadership.

expects that individuals will commit to their development, maintain a growth mindset, actively participate in skill-building practices that
rience and skill set, and take ownership of their career journey.

/ a vital role in the development of talent and can benefit from support with resources and learning opportunities related to Coaching
rom their HR teams.
‘ibes at a high level how an individual may exit the FTL and FFL Talent Pools.

Jal will “graduate” from the pool once they reach the level of a GBU or Function Leadership team.

Jpon reaching a GBU or Function Leadership Team, the Talent Growth Platform team, the employee, and their Manager will discuss at
/hat point the individual will exit the pool. Typically the employee has a period of 12 months, following their appointment, to decide on
ming. Following graduation, the employee becomes a talent pool “alumni.”

)nce an employee becomes a talent pool “alumni” they may be asked in the future to mentor a FTL/FFL or Emerging Leader, to present
.topic at a future FTL/FFL/EL community event and/or engage other FTL/FFL’s or Emerging Leaders in any strategic projects they may
ncounter

L may exit the pool on their own, in mutual agreement with their manager, if their aspirations to become a Future Leader in the

on change, their performance declines, or if they no longer have the time to invest in the program.

1 this case, the individual and their Manager should engage with the Talent team to discuss leaving the pool.


https://docs.google.com/presentation/d/1aIyPB_9Aus3Ax3Y9dpSuWxbuA92Rc_cv/edit#slide=id.p1
https://docs.google.com/presentation/d/18L_rJ5XLw7YhiVafF9UMrzDN-ySBRkll/edit#slide=id.p1
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