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Foreword.

/

Jean-Christophe Liaubet
Managing Partner
at Fabernovel

abernovel is pleased to release the second volume of its new KPIs report series. While the digital revolution has
induced deep changes in the way value is created and shared, we believe that new glasses are required to
monitor companies’ performance and assess their competitive advantages.

After dealing with the client value, we now focus in this edition on another critical intangible asset of companies,
the human capital, which particularly matters to us.

Since its creation in 2003, Fabernovel has been indeed designed and developed as a talent-first organisation.
And we are convinced that beyond Tech companies models that rule on the new economy thanks to their
scalable platforms, there is an alternative or complementary value creation path for corporates relying on a
“Talent company” model based on engagement and development of singular people and on the synergetic
combination of their expertises.

The talent capital remains in our view an underrated asset that is heavily discussed but still not properly
analysed and valued. Asset or Liability ? Revenue source or cost center (thus sometimes source of savings
especially with automation and robotisation)? The employees status has always been ambiguous. But in the
current entrepreneurial era marked by talent shortage, human capital emerges as a key differentiation and
sustainability factor as well as a much scarcer resource than tech or money.

We thus believe that this is this time to revisit the metrics supporting the investment, development and
valuation strategy of talent, focusing on financial flows approach but also on an asset value logic (factoring in the
optionality of future potential developments arising from the quality of the staff base).

Aligning on such a new value framework with the relevant KPIs requires a “new deal” between corporates and
talent (notably in a relationship that can go beyond the lifetime of a contract as we developed in our report) but
also investors. The future belongs in our view to firms that can find this right balance and make their “human
capital” a superpower in terms of attractivity, operating performance and valuation in the new economy.
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Talent KPIs.
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What is this document?

This is a document dedicated to presenting
Fabernovel's view on the new value creation
levers in the digital era and in particular on the
talent pillar: why it is a critical asset, how to
monitor it, assess it and optimize valuation.
This comes jointly with an index to assess one’s
company maturity on talent capital.

Who should read it?

CEOs and C-level employees from financial, HR,
innovation teams, and investors, in order to
spread this new approach in the company and
push their teams to monitor and assess
innovation projects differently. Ideally, this
approach should be widely shared inside the
company.

What can you expect

to learn from it?

This document should give you a good
understanding of the new approach of talent as
an asset and its definition, and a KPI toolkit to
monitor each of its step. It also intends to give
you the keys to switch to this approach,
including a dedicated tool to assess your own
maturity.

Who wrote it?

Fabernovel's teams of experts in the valuation

of innovation, some of whom were equity
analysts for 10-15 years before joining
Fabernovel, combining expertise in both finance
and digital innovation.



The digital era has redefined
the way we create, share and
assess value creation.




The digital revolution is a value revolution.

The new economy is leading to massive value shifts driven
by three simultaneous trends.

. Value chain New value Rising share

o disruption definition of optionality

i in valuation

<
New models, changing The concept of “value” A company'’s biggest
environments, evolving needs to be redefined: challenge then becomes to
sector boundaries... generation of flows vs. crystallize optionality.

Perspectives are blurred. development of assets,
usage value vs. financial
value...




’ Four trillion-dollar babies, each in its own way.

Valuation is not always correlated to financial performance anymore.

’
& a = Alphabet
Apple’s Amazon’'s Microsoft’s Alphabet’s
very high strategic vision good earnings strong growth
profitability and exploratory DNA and long-term vision prospects
’ | | | |
s Market Cap $1Tn $1Tn $1Tn $1Tn
4
5 — Reached on Reached on Reached on Reached on
o — 02/08/2018 04/09/2018 25/04/2019 16/01/2020
<
'8
Net Income $63Bn $13Bn $39Bn $34Bn
P ¢
15x 80x 26X 27x

Announcement of very

Low profits but a strong

Strong Q1 earning results and New CEO appointment

strong financial results and
high stock buybacks.

strategic vision. trust in Microsoft key role to (Sundar Pichai, Google) and

play in the B2B cloud market. growth in Cloud business.




-
w
>
o
4
+ 4
w
o
<
[

In the digital era, new value models have appeared, following new

’ rules.
Vision &
Entrepreneurial culture
are key

-

Think long-term
and accept a J-curve

S Uber

Spotify’

Customer,

talent, ecosystem
3 critical assets & value levers

New amaz l‘l‘me G % WeChat
patterns

of value
creation

Immobilism is costly
a lack of transformation
can be fatal

KraftHeinz



One key rule: leverage critical intangible assets & value levers.

/

—
\ A J [~ |
Value creation models used to heavily rely The digital revolution allows to unlock
on financial leverage and optimisation. value from new additional levers.
Z 1. Financial Structure 1. Client
(o)
. —_—
z 2. Restructuring 2. Talent
m [ ]
w 3. Build up 3. Ecosystem
Resulting in positive impacts on
Innovation Product / Levgl of Long-term
. . capital
capacity Service offer growth
employed
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Companies need to adopt a stakeholder-centric approach to ensure

’ long-term growth.

The valuation approach in the new
economy heeds to

Integrate all drivers for value creation
Provide a 360° vision of businesses.

As to ensure long-term growth for the whole
Ecosystem companies must find an equilibrium
that preserves the interests of all stakeholders,
and embrace longer-term strategy.

Talent

Customer Value
Creation
pillars

Ecosystem

Software



Switching from a cost

to an asset approach.
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Contradictory perspectives from
companies today.

Companies see talent as one of their major
strategic
lenges today...

artner survey shows global talent shortage is now the top
emerging risk facing organizations.”

«yet it is not really monitored and valued as
a strategic asset.




A contradictory and diverse approach to talent.

/

>

g A lack of investment Talent, an ancillary Even though stakeholders’
M in talent. element in reporting, mindset has evolved

o monitoring and valuation. towards an approach of

value creation integrating
talent.
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Traditionally, talent is seen as a cost factor.

/

A lack of investment
in talent capital

The Principles of
Suenfic Monsgement——— Talent is traditionally
- considered as a source of
el cost that could be
optimized, leaving behind
@ assessment of return on
investment in this resource

and value creation.

Productivity theories focused on efficiency and
gain of time.

&

75%
65%
55%
45%

35%

Talent resource,
a driver for operating leverage

== CapGemini

68% = |psos
66%

i 65‘?5/\

== Sopra Steria

62%//§2%\62% Mazars

2014

: - At
== Publicis

Group

2015 2016 2017 2018

In people businesses, few companies have been
expanding the ratio “employee expenses/revenue”.

Only CapGemini & Atos saw their operational margin increase.
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Which reflects on reporting, monitoring and valuation approach.

/

‘ Talent, an ancillary element in...

External reporting

Today, listed companies report information related to

- Cost & pensions

- Working conditions, diversity and engagement

to comply with IFRS, Gaap and CSR* reporting regulations
on costs and compliance only.

Valuation methods

Most investors’ models remain centered on financial
flows based on a product approach, especially since few
talent metrics are available.

Performance monitoring
Today, top management incentives are still mostly based
on operational and performance KPIs.

*EU directive (French 2017-1180
ordonance) on “Extra-financial
performance declaration” is an
additional step towards integrated
reporting, requiring information on
social, environmental impact,
Human Rights and anti-corruption
measures, including:

Collective agreements concluded within
the company and their impact on the
economic performance of the company
and on employees' working conditions;
and actions to combat discrimination and
promote diversity.”

(Risks, initiatives, results and KPlIs).



Stakeholders’ mindset is evolving to integrate talent as a strategic

’bcus.

Integrating talent in...
..Company strategic vision

Assessment is based on 5 key pillars:

Capgemini FY19 Results presentation "I nveStors Strategy'
Areas of focus for 2020 L
N Happy@Work fund adopts a long-term investment
w C.t . .
> approach (3-5 years), relying on the premise of a
2 psnstngen s correlation between talent and performance.
5 St s rachen
m workplace
<
[

climate change while
move towards sustainable business models

Infosys annual report 2008

APPLICATIONS OF FUNDS
Fixed assets
At cost 5.439 4,642 b
Less: Accumulated depreciation 1,986 1,836
ceed nd Net block 3453 2,806
Add: Capital work-in-progress 1,324 965 ¥
even P&L 4,777 3.771 _MATTRISE & .
lnlgnnglc fsc[s — — DE;E'@%EEENNE‘ENT Resultlhg INna global
rand value . 617
Human resources 98.821 57.452 OVerperforma nce Of the fu nd

in the long run (vs. benchmark).




== Which reflects on reporting, monitoring and valuation approach.

p management incentives
are mostly based on financial

..though companies are more & more integrating
extra-financial component in top management

KPIs... incentives.
When looking at CAC 40 72% of companies include extra financial criteria
L Eiewclzfi?/zzt;ggsﬁ)lra)itlces (CEO &Top in mManagement compensation plan (social & environmental impact,
: Y, innovation, customer, talent)
o ..
E 1,0 O%,Of cqmgames include 58% of companies include at least one talent-related KPI
& financial criteria in management in Management compensation plan (recruitment, training,
= compensation plan satisfaction or engagement)
weighing on average 77% of Still, this criteria remains of low importance in remuneration
total compensation. (8% on average) .
Talent Development
A few inspiring ;’ :
. p. Indicators .
g°°d praCtlces"' \ “One Person, One Voice, One Share” program LOREAL cive, torgeted. cigial caion
DANONE  Climate commitments ‘“"‘“J"’"““'““ G
in 2020

*Based on Registration Documents




A call for a change in paradigm.

’ Indeed, some elements hint at a link between talent and valuation.

Among a worldwide panel of listed companies (all industries), when looking at the top 15
found to be the most loved by talent (such as Cisco, Hilton, Salesforce, Workday, Roche,
Intuit..*)

and comparing stock price performance vs. their sector (over the past 3 years):

62%

showed better share price
performance over 3 years
than competitors.

-
w
>
o
z
[+ 4
w
m
<
(M

Although some other factors
definitely play a role in stock
overperformance, these
results suggest a link
between a talent strategy
and its impact on valuation.

15%
were in line with
competitors (+/-1%).

were underperforming.

Sources: *greatplacetowork.com
** Fabernovel estimates




More than a cost, talent is effectively an asset driving value creation.

/

As talent can impact both earning generation and optionality.

Valuation Earnings Multiple

-l

1]

>

° Valuation represents the

i total value of the assets — e Revenue boost / x e Trust & magnetism

- of a company, or the sum of L . .

= its markeF; cayr'nitz:\Iizatian new streams e New optionalities

and its net debt e Operating efficiency e Sustainability of the
' e Better time & skills business model
allocation e CSRincarnation

TALENT TALENT
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Looking at talent as a driver of performance.

/

A driver of

o MOLSON €octs
efficiency. -
Molson Coors has invested in
strengthening employee
engagement.

1 Engaged employees are
5x less likely to have safety
incident vs. non-engaged.

2 For an average cost of a
safety incident of $63 vs. $392.

31n 2002 the company saved
$1.8m in safety costs.

A driver of
recovery.

INTUIT

When engagement level
dropped significantly in its
Contact centers in 2003,
Intuit answered with more
training & flexibility.

1+16% in engagement scores
after 2 years.

2 15% revenue growth
(best rate vs. past 4 years).

3 300% stock rise (> Dow Jones,
S&P500, Nasdaq rise).

A strategic
asset to rely on. UBISOFT

Ubisoft management
mobilized talentpool
against Vivendi hostile
takeover, to protect
company’s independence:

1 By leveraging talent
attachment to the brand
and management.

2 Opposing resignation
threat from some creative
directors.
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Switching to this asset approach requires “new glasses”.

/

L A 4

Traditional Economy
Cost optimization approach of talent
Focused on cost-effectiveness only

From skillset...

Market-centric economy.

Matching talent skills with organization’s
needs.

From planned innovation...
Innovation is fostered by R&D employees.
Causal thinking.

Siloed organization (by unit, value chain

stage).

From Human Resources...
Investment in hiring & compensation.
Top-down management.

Enclosed talent pool.

e

—
=
(D

New Economy
Asset investment approach,
aiming at more value creation

...to infinite onboarding

Customer-centric economy.

Fostering creativity and continuous upskilling to
answer future customer needs.

...to intrapreneurship & open innovation

Every talent is expected to experiment and innovate.
Test & learn and agile approach.

Transversal organization, cross-functional projects and
peer-to-peer learning.

..to Talent Company

Framework of investment and ROl assessment.
Co-construction, value sharing.

Talent ecosystem in the gig economy.
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A switch all the more necessary as

Talent is a critical factor

in all aspects of company development (from
hyper growth to transformation),

And a potential answer
to strategic issues faced by companies.
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Talent, the N.1 resource to support hyper growth.

’ In a context of talent shortage.

More than funding, the most scarce resource to fight for in young companies is talent.

Some quick math.

€5.1 Bn 2/3 €56 000 60 714

Funds raised by Of funds raised . Average salary in New startup jobs
French startups X allocated to =" startup [grosssalary + == for business & VS
in 2019 increase in payroll employer charges] tech profiles.

(Eldorado) (Ignition Program) (lgnition Program)

79 000
Digital
professionals
shortage in

France in 2019
(Pole Emploi)

An element VC companies look at closely, and that could burst the startup bubble
with talent scarcity leading to execution deficiencies and growth slowdown.

But as companies get bigger, this focus is often left behind and less valued.
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bss case A constant investment in talent to accelerate growth.

Mano Mano

KPIs and reporting

° In 7 years, became the European leader for Online DIY ) Quarterly Engagement surveys
Recruitment (#hires)

and Gardening products and services.
° From 7 employees in 2013 to 480 today.
) 300<€ million raised, including 125€m in 2020

[}
° Onboarding NPS
° % training and % mobility

“ManoMano’s value is made by its talent: they are preparing the future.

It’s a constant investment.”

Valuing talent
in a context of hypergrowth

For Mano Mano, human & business
pillars are interdependent.

The company has focused on
creating a fulfilling environment in
which talent can grow.

To scale projects for today and
tomorrow, the key is to make every
employee responsible and actor of
his./her career.

In 2019, the company recruited 30
profiles with more than 10 years of
experience in their fields.

Youngest hewcomers have a strong
engagement rate.

Finding the right (tech) talent in a
competitive environment

ManoMano invested in new offices
and brand awareness in the startup
ecosystem to attract the best talent.
ManoValues ambassador program
enables to assess the cultural fit of
the candidate with their values.

Mano Mano's employer promise is a
real lever in attraction, recruitment
and retention.

+ 200 talent in 2019

Upskilling and closing potential
skills gaps

Mano Mano created a learning
organization: knowledge sharing
from employees and communities,
Crafternoons (learning afternoon for
tech community).

This goes with a strong career
accompaniment and mobility
programs.

55 internal and geographical
mobilities in 2019

> 150 people involved in the
crafternoons, over 50 topics explored
since the launch in December 2019




As “software is eating the world”, incumbents are transforming.

’ An evolution that relies on 3 key pillars.

The digital revolution is
also a culture revolution.

Business model
Build a stakeholder
centric strategy and
monitor with new KPlIs.

Organization
& Culture

Create an agile organization
with transversality
and right to fail.

Edit your own software
Build data-driven decision process.




Talent, the key pivot of this transformation.

’ What hinders a successful transformation often relates to talent pool.

Transformation means Most business models evolve
challenging the legacy. towards more

. . . customer-centricity.
2 requires a mindset shift

beyond technologies to
accept change and question
legacy.

2 requires from talent to adapt to
new customer expectations and
UX, via a new talent experience.

Organisation
& culture
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A necessity to accelerate pace
of innovation.

Implementing & scaling
innovative initiatives.

2 requires new skill set 2 requires agility and velocity, with
complementary with business a risk of creating different speeds
expertise. due to various levels of maturity.
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Recruiting
highly-skilled
employees

A difficulty to attract the
best profiles in a context of
a global talent shortage in
technology.

‘ The need for an “infinite

onboarding” to attract and
retain.

A scarcity of “mixed
profiles” who can fulfil all
the needs of the company.

This transformation comes with a tension.

[ |
¢

Upskilling
existing
employees

The need to invest in
training and culture shift
towards agility & change.

A necessary lapse of time
to accept change and
challenge legacy.

Key technical skills that
may still be missing.
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bss case Changing talent organization, a necessary step to achieve

’ transformation.

P&G’'s transformation triggers

1 Evolution of consumer priorities and
usages.

2 Risk of disruption from DTC brands.

3 Decline in traditional advertising reach
triggering a necessity to innovate.

To face these challenges P&G has played
on its brand portfolio but has also
implemented a major change in talent
management and allocation of
resources.

o

Culture & and organization as key drivers of
transformation

Re-internalization of competencies to accelerate its
digitization (ex: in-house media planning, creative & production).

Reinventing advertising means reinventing
agency partnerships, moving from brand people
who outsource too much of their work to brand
entrepreneurs”.
Marc S. Prichard
Chief Brand Officer, P&G Co

From managers to coaches

P&G simplified its performance review process - separating
evaluation from development discussions (establish employees’
priorities and goals, provide feedback, align career aspirations with
business needs..)).

Reinforcing engagement

Launched a recognition program called Power of You.

— Employees who are recognized score higher on engagement
surveys.

— People who received awards were 33% less likely to leave P&G.



bss case. Changing talent organization, a necessary step to achieve
’ transformation. @

Adopting a global approach of digital Share price performance (over 18 Months, local currency)
transformation by redesigning both brand
portfolio and organization has proven to be a 140

winning strategy:

+67% share price performance over 18 months.
Rise in sales after 5 years of decrease.

Share multiples rerating fuelled notably by the

shift towards digitalization and
re-internalization of competencies.
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20

PUBLICIS
05/2018 08/2018 AT AaS 8 02/2019 05/2019 08/2019

—P&G =—Publicis

As P&G and other major companies relied less and less on agencies
such as Publicis (P&G was their first customer for a long time),
Publicis’ share price decreased steadlly.

*Source: Yahoo Finance, as of 31 October 2019.




] [isecass A culture shift to transform the social model.

’ The Maif Digital Transformation plan has relied on culture and organizationl

[ s 7
An ambitious 2015-2018 strategic Managing by Trust To attract more
plan to develop an agile and customers
innovative social model. Talent attractivity
_. To achieve this goal, an +400 new hires 20152018 (- Customer attractivity
o organizational shift was launched context of network concentration). +165 000
= . ] . .
B Cpaciyand agiity of teams. Top 500 - new customers
i pacity gility : op best employers in between 2015-2018
< France for 5 consecutive years.

. M i d shared
eaning and share Revenue growth

purpose. Talent engagement +10%
2. Trust and allowing - 25% absentee rates since revenue between
initiative. 2015. 2014-2018

. (+4% 2010-2014)
3. Horizontal work

(o) .
environment. 94/0 of interns are ready to

recommend MAIF to a friend.

& profit-sharing calculated based on
talent indicators.




At the heart of this talent strategy is the symbiotic relationship
’ between talent and employer.

Building a shared value model that fulfills needs and expectations.

Talent
inspiring colleagues

In a world of rising tech and Al
capacities, human factor still brings
key added value to reinforce: Time
management, onboarding
|deas
creativity, innovative thinking,

entrepreneurship Provides to Money

Vision comp & benefits,
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through engagement, leadership o Energy company resources, trainings

leadership, incarnation of

the company’ culture and

Knowledge
. values Allocates to tools, network,
Execution Time talent ecosystem
through velocity, quality hours of production
Skills Mission
know-how expertise projects, purpose,
values

nnovation Activity
through creativity, risk-taking referrals, network




How to measure value of this
intangible asset?

Assessing talent as an asset requires new
methods to measure return on investment
and value creation rather than costs.




FABERNOVEL

Similar to Customer Lifetime Value in a customer approach,
Employee Lifetime Value developed by Greenhouse
encompasses the global value each talent brings to the
company over time.

Though it has not been adopted by companies yet, this
emerging metric highlights the positive impact of investing
in talent asset and the levers to increase talent value.

N
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bsscAss Employee Lifetime Value, the “gold standard metric”.

’ Developed by Greenhouse, to measure value creation of a talent.

5 Fully Decision to
contributing leave
4 ) )

3 EMPLOYEE VALUE

0 < lifecycle

Leaving
company

Employee lifetime value

Measures the Total net value over time that an
employee brings to an organization while
working there.

ELV = J costs + ¥ monthly effective margin

vy Hiring, training, v Value production
Onboarding, (% staffing, Daily
Departure, culture rate / G&A, wages)
& management

» Highlights the ROI of investment in talent
3 Measures value creation of talent
> Identifies levers of talent value creation

Greenhouse Employee Lifetime value - Maia Josebachvili (Greenhouse is an american leading hiring software).




bSECASE Employee Lifetime Value, the “gold standard metric”.

’ Investing in talent: a strategy that pays off.

2 Investment in Talent Development

Increase how Increase how
(o)) performing a much higher u
£ talent can be talent can grow
i = _
w Ic + 20% +20% 3
S £T Performance of Performance )
z €8 a better hire a
= ¢ 2 EMPLOYEE VALUE 3
o £ o (@) ol 3
< k7] o Shorten =
= g onboarding time 3
£ 0
= -30% =1
e ramptime O (@) c
] 2
@
5
g lifecycle oo ” _ Longer tenure 3
VAR e T Q
(2]
] Lengthen how ¢3D
o long employee 3
stays

Calculation by Greenhouse on Employee Lifetime value (Medium, Maia Josebachvili).
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Talent definition can be enlarged beyond
the concept of an employee within a
company.

A talent-centric organization reaches talent beyond its internal
organisation limits and benefits from them.

The talent scope encompasses all who contribute to an
organization’s development and value creation,
by their work or inputs, beyond a business relationship.

N



The talent lifecycle lasts beyond the time spent within the
company.
Consider an ecosystem of talent rather than an enclosed structure.

~7 T External talent
- alt
- ey&er“ a’eht > " Refer new talent, generate lead,
7 . . RN contribute to reputation and brand
P rpeaertanr;crirztugse':tesss S building, conduct research.
= ,l Researchers \
N

= / Y Empl
2 : ployee
o ) ‘\ Generate new ideas
: ,' \ Contribute to projects
w | | Embody the company.

) |

\ Employee |

\ Talent employed I, Alumni

\ by th

\ SRS ! Become ambassadors and
\ . ;
\ CompanY ; contribute to reputation,
\ / generate talent & client leads.
D e Become partners (investor, venture
N P associates, new clients etc.).
S ,/ Collaborate as freelance.
~ P d
~ o~ - rd




Thus enlarging the scope of talent value assessment.

’ From Employee Lifetime Value to Talent Infinite Value.

Talent Infinite Value

Based on ELV, the TIV takes into account
a potentially infinite relationship
between a talent and an organization
that begins before hiring and lasts after
departure, based on new ways

5 of collaboration other than

employment contract.
Talent student, Talent alumni still
freelance etc ‘ contributes to
3 ! organization

2 | |

1 TALENT VALUE
LA freelance etc.

Talent lifecycle
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Four key challenges for talent-centricity emerge.

/

Grow
talent /_\

Four main areas to

transformation focus on when
- Leverage momtc_:rm? :Imdt
z assessin aien
= Attract talent gt
: ta | < nt To create asse °
- shared value
In a context
of talent
shortage
Set-up

And reinvent the pact

Experience employer-employee




New reporting approach,

new KPIis.




4 areas of reporting to focus on.

/

Attract Grow Leverage

How to identify & attract How to nurture talent How to create value

a one of a kind team & continuously grow your For the customer, the
of talent? pool of talent. company & the talent?
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A192d

Drives

Set-up Experience

How to provide the best

experience for talent?
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[Methodology] Different levels of analysis.

’ 2 typologies of KPIs mapped.

Drivers

What levers of

action
to improve talent
asset?

What KPIs
to monitor it?

Impact

What objectives

and results
To target?

What KPIs
To assess evolution?
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Identify & attract a one-of-a-kind team of talent.

/

Key questions to monitor

drivers of improvement

Drive impact

>

Drivers
KPlIs

How appealing
is my company
brand?

Glassdoor rating

How open is my
talent ecosystem?

Nb of events for
company alumni
per year

How strong are
my recruitment
capacities?

Level of
personalization of
recruitment process

<

& many others on KPI table

Rely on drivers

Key questions to assess

impact.

How magnetic is
my company for
talent ?

How singular is my
pool of talent?

How wide is the
scope of my talent
ecosystem?

Impact
KPIs

Nb of applications
per job

Nb of acknowledged
field experts

Nb of business
partnerships led
with alumni




bse case A better recruitment for better retention and performance.

A lack of cultural fit is often a cause of resignation & turnover. amazon
Amazon puts a special emphasis on recruitment metrics follow-up in order to ensure ~—1
talent fit with their 14 leadership principles.

T customer Obsession
@ Profiles % of female candidates met for a job 2 Ownership
% of graduates coming from Tier One Universities 3 Invent and Simplify
4 Are Right, A Lot
% Evolution Nb of hours of training per employee S Learn and Be Curious
Time spent at a same position © Hire and Develop the Best
"/ Insist on the Highest
Welfare Satisfaction regarding the manager / the work / the Standards
team(reported regularly to CEO Jeff Bezos) 8 Think Big
9 Bias for Action
.. 10 Frugality
48 @ Productivity Ratio Time spent on a project / time billed to client 11 Earn Trust
E Hourly rate per day 12 Dive Deep
.l-|= 13 Have Backbone;
< Talent Average Time to fill a job vacancy (time-to-hire) 14 Disagree and Commit
@ acquisition  Attrition rate 15 Deliver Results

~u




Nurture and continuously grow your pool of talent.

/

Key questions to monitor
drivers of improvement

Drive impact

>

Drivers
KPlIs

Do | manage to best

onboard and create | V°.°f

building events

team

connexions?

How much do | Nb of feedbacks
| empower talent? | given/received
per month

Do | manage to create | o of talent pool
an infinite learning | trained each year

path?

What learning | nb of

gameplay do | | management tools

knowledge

provide?

<

& many others on KPI table

Rely on drivers

Key questions to assess

impact.

What career path do
employees follow?

What is the level of
talent development?

What is the level of
collective
development?

What is the level of
talent-to-market fit?

Impact
KPIs

Nb of positions held
per talent

Nb of new skills
developed

Nb of cross-units
projects developed

Nb of new offers
developed with
success




bss case  Varied learning initiatives to answer strategic priorities.

criteol..

Evolving challenges

After 10 years of rapid growth, Criteo faced in 2018 a growth
slowdown and a need to refocus its strategy.

Leading to one main challenge: develop new competencies fast on topics
further away from their historic offers.

L] L] L] L] L]
A varied mix of training tools to answer this challenge. mewowo  awemce AN
IN-CLASS TRAINING TRAbenNG s TRAG HOURS PER TRAINED
HOURS BACKED BY HOURS PER
. ) EVIDENCE  EMPLOVEE Wﬁ EMPLOVEES
1. Instructor-led training: 25,426 hours, 49% of which are backed by
ttendance sheets or training certificates — e i e iy
a g : Criteo Singapore Pte. Ltd. 1,225 1,050 170 15.5 110%
. .. . . . o Criteo KK 2,073 1160 174 156 112%
2.  Online j:ralnlng. 9,957. hours on specific top|c§ ( data science, digital e ol % o Py
marketing, soft or business skills, language skKills...) e 4827 2027 i i T
. . Criteo do Brazil LTDA 1565 121 211 230 92%
3.  Peer-to-peer and social learning: = 6107 7034 102 191 54%
o “9:30” or “learn and lunch” initiatives with an informal e P oba Bl 5842 981 179 184 08%
knowledge-sharing session from subject matter expert volunteers. T 731 475 68 162 2%
o Criteo “Confident Communicator Club”, an internally led initiative to Criteo SA 7,765 4,759 84 24 L%
help improve presentation skill. Criteo GmbH 843 536 95 191 49%
o “Machine learning boot camp”. Criteo France SAS 556 284 55 146 38%

fow [ 25626 | e | o1 | sz | sssx

Source: Criteo 2018 CSR report
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Create value for the customer, the company & the talent.

/

Key questions to monitor
drivers of improvement

Drive impact

Drivers
KPlIs

Is my organization
in adequation
with my strategy?

% of talent pool
embracing vision

How strong is my

business | paily rate of talent vs.
development | market

capacity?

& many others on KPI table

>

-
Rely on drivers

Key questions to assess
impact.
Impact Impact
KPIs
What value
premium? | EBITDA/talent

What is my cost
related to talent?

How much value
is created
for stakeholders?

Departure cost

Talent Infinite Value
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[rse case Organizational shift to leverage talent singularity.

’ 6 Spotify’

Spotify's
Organization evolved with company hypergrowth to set a new model of collaboration, from scrum to squads,
to better value the larger pool of talent and remain at the edge of innovation and agility.

Tribe Tribe
A .

L0008 O - - 8 s L s

A A A A A A A A At JOS o Y

2 222 2 282 — 2~ o 2 * 4
e B 8 8 8 o B 8 8 8 - -

L2 8 8 2 o 2820 o Hops wameoneleworking T T
e 8 8 8 8 o B 8 8 8 Micromaragng K‘-.’. Enoprenuril .:_’ se Se B

. ha? 8 -

2 282 2 282 s = e a2, an Ak X

Squad  Squad  Squad  Squad Squad  Squad  Squad  Squad :
An organization made to scale up Autonomy and alignment are two Adapted to business needs: squads
agility while retaining direction. key values for it to work. make small and frequent releases.

Infosys

Infosys (Indian ICT services)
Has assigned a value to its entire workforce since 2008

accounting model, that highlights the firm's commitment

. . . Revenue per Employee - Consolidated 54.0
to investing in employees.

Revenue per Employee



Provide the best experience to talent.

Drive impact

to monitor > to
assess

How much purpose
does
the company convey? What sense of
fulfillment?
How much does the
company provide care?
How engaged is my
pool of talent?

Is reward fair ?
How well do |
mManage to retain
How inclusive talent?

is the company?

-
& many others on KPI table Rely on drivers



Making talent experience a priority.

Cultural transformation launched in 2017.

Purpose
“Connecting hearts all around the
world”.

By focusing on experience of customers
and employees.

e 180 ambassadors and “transformers”.
e Feeling Well@Work committee.

e Group engagement index is
factored into managers’ bonuses

since 2016. r
HEARTIST
JOURNEY

A

ACCOR

Customers judge the
performance of our hotels;
our employees are the
Employee engagement & day-to-day players: it's up to
well-being score (2017, +5 pts yoy). us to release their energy
and facilitate their initiatives.
It's up to us to provide them

CSRindex in 2017 (employee with continuous learning
satisfaction on CSR policies). opportunities.”
Winner of Arantxa Balson,

Managing Director
Talent & Culture

- category HR (Nov. 2018).
Objective women as hotel

general managers by end-2020. “Strategic Priorities in our

new asset-light model”

Hotels teams trained & - Talent & culture
engaged. - Distribution & loyalty
- Brands

of employees attended a training
course in 2017.

FY 2018 results presentation, Investor
Day Nov. 2018, Annual report 2016



Integrate KPIs to your daily
reporting and monitoring.




Improve talent management internally thanks to new metrics.

Confirm your vision
& transformation
path

Consolidate the gnd communicate it
corporate culture internally.

To create commitment

Adapt internal (Iistening t'o individual,

processes and anticipate  PEreonalizing the talent
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needs (recruitment, path).
Develop training, mobility) via a real
& monitor talent pool time vision on dataand a
To better distribute skills, framework to monitor
optimize talent asset and investment.

measure performance.




And value talent asset externally to stakeholders thanks to new metrics.

/

Differentiate

From competitors

to win over new customers
and talent.

Measure your impact
To better communicate
your value creation ®

Educate ;

On your model potential

and assets (towards
.\ PR

investors, customers,
partners etc.).
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Adopt a talent-centric mindset.

/

To each company its KPI.

‘ focus on one or a ‘A complementary ‘I‘he right data
few KPIs approach tools
adapted to your strategy, with financial reporting To collect, analyze
your objectives and your and other extra-financial and harness talent
stage of growth. metrics. information.

-
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A key tool at all levels in the company.

MANAGERS TALENT

PDO@®
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Key takeaways.

’ A few KPIs to remember.

ATTRACT

Nb of new recruits compared to
objectives per business

Recruitment process time

Number of connections with
alumni, freelance, students

LEVERAGE

New incentives for productivity
Profit sharing & incentives
Talent Infinite Value

Pricing/Valuation premium

GROW
Level of autonomy given
Nb of trainings per talent

Nb of feedbacks given &
received

Nb of cross-unit projects

SET-UP

Level of quality of management
& job interest

Welfare & benefits
Talent sense of recognition

Regretter turnover & Talent NPS

KEY ISSUES

The respect of talent

data privacy.

A balance between talent and
business priority.

A GLOBAL APPROACH

to adopt towards
stakeholder-centricity,
including also Customers,
Social & Environmental impact,
Ecosystem.



Test your own level of talent-centricity.

/

With a dedicated
index

With a With Fabernovel
presentation to KPI toolkit
your company
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Appendices.
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