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High Potential Model

An integration of key elements that will predict future potential

Aspiration
Demonstration of
career ambition

Global Approach - structured, scalable ?gfpl)”ncsrii?ﬁ@d
and practical framework to support High
Potential identification.

Holistic View - helps managers to
understand an employee’s aspiration,
ability and engagement to succeed in
more complex roles in the future.

Engagement o

Commitment and B ote

sz?tlﬁel\s“\?\l;\ci;aned characteristics and
Y learned skills
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High potential model

Aspiration
Demonstration of
career ambition and
increased responsibility

The Hi-Po Employee

Someone who has demonstrated
high performance and the ability,
engagement and aspiration to
rise to and succeed in more
senior/complex positions

Ability
Combination of innate
characteristics and learned
skills

Engagement
Commitment and values
aligned with NNWay
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Details of High Potential Mo&l

(Aspiration

Demonstration of career

ambition

« Strong ambition for career
growth

» Desire for increased
responsibility and impact

« Wish to further develop new
skills and competences

~

High Potential Model 2020

Gngagement
Commitment and aligned
values and norms

» Values aligned with the
Novo Nordisk Way

« Commitment to Novo
Nordisk

+ Willingness to go “above and

beyond”

J

~

J

/Ability

Combination of innate

characteristics and learned

skills

» Leadership/functional
competencies

+ Interpersonal
skills/emotional intelligence

+ Cognitive ability

J
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The High Potential Employee

career ambition and
increased responsibility

Aspiration
[ ] High Potential Employee
Someone who has demonstrated
high performance and high levels
of ability, engagement and
aspiration to rise to and succeed in
[ Avility ] more senior/complex positions

of innate characteristics
and learned skills

aligned

Engagement
Commitment and values
with NNWay

By Assessing Aspiration, Engagement and Ability of High Potential employees
it makes the odds of success much higher
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High-Potential Assessment Guide
Aspiration
Manager to consider each of the following statements:

1. Employee aspires to rise to a more complex position and actively develops himself/herself to
achieve it

2. Employee consistently seeks or volunteers for increased responsibility
3. Employee desires to influence and shape how things are done in the organisation

4. Employee is committed to investing time to support personal development and career
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High-Potential Assessment Guide
Engagement

Manager to consider each of the following statements:

1. Employee is committed to Novo Nordisk and its success

2. Employee frequently collaborates with others and builds good relationships with colleagues and
stakeholders

3. Employee assumes accountability beyond his/her role

4. Employee builds trust by delivering on their commitments acting as a role model in line
with NN behaviours

novo nordisk”



High-Potential Assessment Guide
Ability

Manager to consider each of the following statements:

1. Employee learns (or unlearn) from experiences and then applies that learning to perform
successfully in new situations

. Employee consistently manages ambiguous situations and easily adapts to change
. Employee has a high level of curiosity and innovation
. Employee takes calculated risks

. Employee thinks strategically and makes timely decisions

oo u1 A W N

. Employee communicates effectively, influences stakeholders and manages their emotions
even in difficult situations

7. Employee inspires others to achieve more
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Aspiration
Strong ambition for career growth, reaching more complex roles and desire for increased
responsibility and impact in the organisation

HiPo Model Aspiration Statements 2 Inspirational questions

1. Employee aspires to rise to a more complex
position and actively develops himself/herself
to achieve it

2. Employee consistently seeks or volunteers
for increased responsibility

3. Employee desires to influence and shape how
things are done in the organisation

4. Employee is committed to investing time to
support his/her personal development and career
when necessary




Engagement

Commitment and aligned values of the person with the Company, seeking to collaborate
beyond the role

HiPo Model Engagement Statements g Inspirational questions

1.Employee is committed to Novo Nordisk and
its success

2. Employee frequently collaborate with others
and build good relations with colleagues and
stakeholders

3. Employee assumes accountability beyond
his/her role

4. Employee builds trust by delivering on their
commitments and acting as a role model in line
with NNWay behaviours




Ability

Combination of innate characteristics and learned skills

HIPO Model Ability Statements 2 Inspirational questions

1. Employee learns (or unlearn) from experiences
and then applies that learning to perform

2. Employee consistently manages ambiguous
situations and easily adapts to change

3. Employee has a high level of curiosity and
innovation

5. Employee t
decisions

6. Employee co
stakeholders and
difficult situations

emotions even in

nspires others to achieve more
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High Potential Assessment Tool Guidance
Recommended for Managers

Target Group: Line Managers

- Purpose: Helps identify High Potential employees' and
provides insights based on the High Potential Model to support

discussions during Talent Reviews
Format: Online tool

*  Output: Supports talent nominations and stakeholder buy-in

Embedded into Talent Review Process - 'Assess and Identify’

Managers to pre-assess and identify high potentials

novo nordisk”
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High Potential Assessment Tool Guidance
for Managers

Before you start the assessment:

- Determine the group of employees that should be assessed

- Be familiar with the High Potential Model, Assessment Guide, and that the assessment scale goes from
Strongly Disagree to Strongly Agree

« Seek input from other key stakeholders' before you start the assessment

After the assessment is done:

« Consider the combination of above average results in each of the three pillars to identify the employee as a High Potential

« Reflect on the integration of those key elements that will predict future potential and calibrate behaviours during Talent Review
discussions

« Input employee as High Potential in SuccessFactors - 'Manager input'

Note: Please refer to 'SuccessFactors User Guide' on AskHR for a step by step guide on how to use the
High Potential Assessment Tool Q@
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Potential, Performance and Readiness

Potential is based on whether the individual has the aspiration, engagement and ability for more
senior and complex positions in the future.

Readiness, on the other hand, is a determination of how ready the high potential is to perform in

several target or stretch roles, when compared against specific Key Position business and leadership
requirements.

CONCEPT WHAT IT MEANS KEY PROCESS COMPONENTS

Usually assessed as part of the performance
management process (process should include evaluation
of objectives and competencies) but focusing feedback
on looking forward

An employees level of success in executing activities
Performance in current (or past) roles based on the holistic
performance approach (What and How)

The likelihood that an employee can successfully Focused high-potential nomination, evaluation, and
Potential develop into a more senior/complex role based on consensus-building process using predictive factors of
aspiration, engagement and ability potential

The step to which an employees competencies,
Readiness experiences, knowledge, and personal attributes
meet the requirements for a role

Assessment against the success profile for a role or job
family or a Key Position

novo nordisk”



When an employee shows high

only two of the 3 elements

Ability

Aspiration
Engagement

Are unlikely to move into more senior
roles because they simply don't want
them enough or don't feel motivated
towards increased responsibility and
impact in the organisation

Engagement

Ability

Aspiration

Want more complex roles and are
engaged but do not show ability to
succeed in more complex roles. Unless
requisite skills can be developed the
chance of success in a more challenging
role is lower

levels on

Ability Aspiration

Engagement

Great deal of aspiration and ability,
however they are not fully committed to
their work or organisation and may not

be willing to assume higher
accountability beyond his/her role
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High Potential discussion focus areas for
HRBP

Sl ST -

— |

Empower Encourage key Challenge by * Support ongoing
Managers in High | stakeholder inputs mitigating bias dialogue and
Potential Model : =« development
Ensure managers Incorporating sources of _During Talent " Feedback and feed-forward
understand their role and feedback, with the best Reviews support raising
can distinguish between insight of employee’ and eliminating potential = " Lealpiforeger from
high performance and = capability to ensure sources of bias that could jeilgies s gupesses
high potential \  objective high potential be impacting the Collective effottthat ditE
identification assessment of high s r L otent
Discussion includes potential employees e N
ability, aspiration and
engagement
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