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Productivity
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1.Why Onboarding Matters

2.How to Use TriMetrix in Onboarding
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Life Cycle

3.What Development Tools are
Available & How to Use Them

Use TriMetrix Throughout the Employee Life Cycle
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ooooooooooooooooooooo
Life Cycle
TEAM
BUILDING
LEADERSHIP
DEVELOPMENT

SUCCESSION
PLANNING




TriMetrix BASICS
WAKE Listen, Waich, or Read:

Episode 81:
Hiring with TriMetrix
pricelessprofessional.com/hiringwithtrimetrix

SUZIE PRICE | Priceless Professional Development | 770-842-2669 Sichoucreate 3
suzie@pricelessprofessional.com | Certifications: CPF, CPDA, CPMA, TMEA, CAP e piEager life.
www.pricelessprofessional.com

After You've Hired the Best, Use the TriMetrix Coaching Report

MEDIUM

/ ‘ HIGH

RISK

NEW HIRE

LOW

50%* of Employees Voluntarily
Leave After Two Years.

Reduce the Risk of Losing Them!




Great Onboarding...

S ]_R M : Increase productivity by
82%

BETTER WORKPLACES Increase retention by
BETTER WCRLD™ 70%

« BUT only 12% of
employees agree that

GALLUPO org. do a good job

HUGE Missed Opportunity!!

One Employee’s Experience:

“The orientation day started at 8 a.m. and went to 6 p.m.
There were no breaks throughout the day as they had lunch
brought in. | felt like I was held capfive.

Then, we had homework to do in the evening”

* 58% Onboarding is primarily process and
paperwork

= On average there are 41 admin tasks assigned




I'm quitting to pursue my
dream of not working
here.

Another typical negative
employee experience:
“Due to a lot of red tape and
bureaucracy, | didn’t have
access to all the systems |
needed to perform my job for 6
weeks!”

67%

Soft Costs

Such as reduced productivity,
interview time and lost knowledge.

33%

Hard Costs

Such as recruiting, background checks,
drug screens and temp workers.
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NEW HIRE

“The very first day was great. But on the second, everyone
(including my manager) was too busy to meet with me.”

MEDIUM

LN\

RISK

How do you reduce the risk of losing this new hire?

11

Meet “New Hire Harry”

Gregarious and sociable
—a good mixer! Driven by status
[ 4 and power.

TriMetrix

receptive and

others.

Good at inspiring
enthusiasm in others.

.
-
.
rs a
." participative
manager.
May misjudge the
abilities of others
The Employee
@ Life Cycle @

nnnnnn
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TriMetrix

The Employee
Life Cycle

DEVELOPMENT

COMMUNICATING WITH

“New Hire Harry”

THE DOs THE DO NOTs
S Provide ideas for action X Leave decisions up in the air.
X "Dream*” with him.

X Talk down to him

X Drive on to facts and figures.
5 Understand his defiant nature. X Be dictatorial.

@ Define problems in writing.
5 Clarify parameters in writing.

& Use a motivating approach

5 Provide solutions, not opinions.

A Give him unsolicited opinions.
& Flatter his ego.

K Be curt, cold or tight-lipped.

\ .

i>fFiceless
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TriMetrix

iariceless

The Employee
Life Cycle

UNPACKING BLINDSPOTS WITH

“New Hire Harry”

May use
inappropriate
Has difficulty forums to express
listening to new ideas.
feedback. .
Overestimates ® ;

As a leader

may over focus

on self and his
own needs

what others will
contribute

Can disclose their
agenda to the
wrong people.

[ J
May overlook
vital details in

his use of

intuition

HIRING
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Onboarding with TriMetrix -Four Step Process

G New Hire TriMetrix Coaching Report
(2) Send New Hire Email and Report
(3‘ Meet with New Hire, Follow Agenda

(1) Share Resources and Check-In
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TriMetrix Onboarding and Coaching
Reference Document

Wake Up Eager Employee/Leader

Onboarding and Coaching with [ielis.- Step-by-Step Process and Resources
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Tools for You:
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Onboarding with TriMetrix -Four Step Process

New Hire TriMetrix Coaching Repor

Send New Hire Email and Report

Meet with New Hire, Follow Agenda

Share Resources and Check-In

18




TriMetrix E!oocﬁlng Process In Fourﬂeps:

q

|Wake Up Eager Employee/Leader

Onboarding and Coaching with TriMetrix - Step-by-Step Process and Resources

This step-by-step Onboarding and Coaching process and the related resources document will Page | 1
make it easy for any manager to quickly understand how to best motivate, manage and
communicate with each employee.

According to employee engagement research, managers who take time to demonstrate that
they care, focus on strengths, and provide growth and development opportunities for their
employees have less turnover and higher commitment.

Reference Notes:
e The person with an assessment is the goagchee and will be referred to al\{

e We recommended using our sireamlined Coaching Report (sample report) so that no
assessment training is needed to discuss results and determine the next steps.

e Consider using this process for your growth. The best Jfilelrix Coaches are those who
understand their results.

« These processes can also be used with the Talent Insights Assessment (DISC and
Motivators).

e Assessment results should be considered <30% of any management decision.

* Contact Suzie Price with questions or suggestions. suzie@pricelessprofessional.com

TriMetrix Coaching Process in Steg, 1 of 4:

STEP 1: STREAMLINED COACHING REPORT.

Ensure that the PWA* has a streamlined Trileirix Coaching** Report.

*PWA is the goachee, the Person with the Assessment.

**If you have a short hiring Talent Report or along Coaching Report, contact us and we'll
show you how to convert areport to a streamlined coaching report. It is quick and easy.

STEP 2: SEND PRE-WORK TO PWA. Send the pre-work email* to the PWA several days before
your onboarding or coaching meeting. (Pre-work includes reviewing the assessment, making
notes, and watching the Strength Revealer Overview video.)

*PWA Pre-Work Sample Email Message and Links:
Thank you for completing the online assessments; attached are your results. Here are your next
steps:
1. Read the Guidelines for Reviewing Your Results and review your Assessment. Make
notes where you have questions and around the areas, you are curious about.
2. Watch the Strength Revealer Video on how to read and understand your results.
3. Bring your questions and insights to our follow-up conversation on (DATE) (TIME)

If you have ANY questions before our scheduled call, please do not hesitate to call or email
me. |look forward fo reviewing this with you and spending time with you!

10



SIMPLE ONLINE

CONVERSION OF
A CANDIDATE

REPORT

(17 pages)

TO A COACHING

REPORT

(47 pages)

TriMetrix®

Talent

Candidate Kevin
Account Manager

HUB

5132013

Fricetens Sroteruans Seeiapment
33857 B Camce, Sig Caroe 301435137
e e ]

FROM
CANDIDATE

TO
COACHING

TriMetrix® ACI

Management-Staff —

New Hire Kevin
Account Manager

HuB

1-7-2023

Priceless Professional Development
10867 Big Canoe, Big Canoe 30143:5137
770842-
suzie@pricelessprofessional.com

] — |
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situations or
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‘Core Skills List.

For consulting and coaching

Clarity| Mean Description

B IBR22=e

o
v

Accountability for Others

Following Directions | 76 75
Respect | 78 1
Monitoring Others | 76 78 Persuading Others
Theoretical Problem | 75 74 selfConfidence
Concrete Organization 75 74 Handling Rejection
Systems Judgment | 75 72 Ppersistence
Self Imorovement 75 74 _ Self Management
Surrendering Control | 74 e
Results Orientation | 74 76 Statusand Recognition
Correcting Others | 73 71 Personal Drive
Using Common Sense 7270 Balanced Decision Making
Role Confidence | 72 71 Internal Self Control
Attention to Detail 7171 _Gaining Commitment
Orientation | 70 7

Conceptual Thinking | 69 74 Enjoyment of the job
Understanding | 68 73 Senseof Mission
Needs 66 73 Consistency and Reliability
Emeathetic Outlook | 66 73 jJobEthic
Projecta Focus 66 69 Initiative
Realistic Goal Setting for Others: | 65 70 Handling Stress
Proactive Thinking 64 71 Role Awareness
Emational Control

What is Sai
Realistic Expectations
Problem Solving
Relating to Others
Sense of
Practical Thinking

Role Value
Evaluating Others
Sense of Self
Material Possessions
Intuitive Decision Making
Attitude Toward Others
Freedom from Prej
Developing Others
Project
Sensitivity to Others
Personal
Integrative Ability

| ilicy
Self Assessment
Range

Sense of Timing
Self Direction

11
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Business Performance Summary  qp
ﬂ\!“"*" rform umner . " . : .., o
Balanced Decision Making - The ability to mak i sound and timely

decisions in one's personal and professional life.
0 10 20 30 40 50 60 0 8

90 100 °

External Concentration Index - The ability to remain focused and manage
distractions on issues relative to people, practical and theoretical situations.
0 10 20 0 4 S 6 M 8 90 10

0

5

Emotional Blas Distortion: This could also be referred to as your extemal
blind spots as shown on the Dimensional Balance page. The higher the score
the less dlear your world view Is In terms of people, tasks and systems. Scores
over 20 can moderately affect the impact of your External Concentration score
awareness. Scores over 40 can greatly cloud these areas.

Internal Concentration Index - The ability to remain focused and manage
distractions on issues relative to you, your roles and your future.
4 50

0 020 80! 60 70 80 % 100 °
]

67

Emotional Blas Distortion: This could also be referred to as your internal blind
spots as shown on the Dimensional Balance page. The higher the score the less
clear your seff-view ts In terms of you as a person, your roles and your future.
Scores over 20 can moderately affect the Impact of your Intemal Concentration
score awareness. Scores over 40 can greatly cloud these areas.

W -Eotarrd [ - carnal [ - Combinnd Exermaland tsrral

New Hire Kevin's Coaching Report...

Jddeal Environment

This section identifies the ideal work environment based on New Hire's basic style and top two
motivators. People with limited flexibility will find themselves uncomfortable working in any job not
described in this section. People with flexibility use intelligence to modify their behavior and can be
comfortable in many environments. Use this section to identify specific duties and responsibilities that

New Hire enjoys and also those that create frustration.

* Freedom of movement.

* Tasks involving motivated groups and establishing a network of contacts.

* Aninnovative and futuristic-oriented environment.

* Key performance measured on results and efficiency rather than people and process.
* The experience is seen as a part of the desired return on investment.

* A manager that brings people and excitement into the act of doing business.

* An environment where he can "lead the parade".

* Ability to be self-starting and forward looking as it relates to challenging the status quo.

. O?portunity to assertively express his desire to control his own destiny and potentially that
of

others.

W
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New Hire Kevin's Coaching Report...

Keys To Motivating

This section of the report was produced by analyzing New Hire's wants. People are motivated by the
things they want; thus wants that are satisfied no longer motivate. Review each statement produced in
this section with New Hire and highlight those that are present "wants."”

New Hire wants:
* New challenges and problems to solve.
* A friendly work environment.
* Flattery, praise, popularity and strokes.
* Freedom to get desired results through efficiency and a "can do" attitude.
* Public recognition of financial rewards for returns and efficiency.
® To be the spokesperson for team and organizational accomplishments.
* Apodium to express ideas, vision and experiences.
* Power and control over outcomes and goals.

* Space and latitude to do what it takes to get the job done.

25

New Hire Kevin's Coaching Report...

Keys To Managing W

In this section are some needs which must be met in order for New Hire to perform at an optimum level.
Some needs can be met by hi If, while g 1t must provide for others. It is difficult for a person
to enter a motivational environment when that person’s basic management needs have not been fulfilled.
Review the list with New Hire and identify 3 or 4 statements that are most important to him. This allows
New Hire to participate in forming his own personal management plan.

New Hire needs:
* To adjust his intensity to match the situation.
* Better organization of record keeping.

* Help on controlling time and setting priorities.

* To assess the risk and rewards of each decision.

* Help balancing the desire for return and the need for people interactions.

* Assistance in establishing realistic expectations of others in order to maximize contributions.
* Amanager that recognizes his need for public recognition of accomplishments.

* Help understanding the effect on his image when he disengages from uncontrolled projects.

* Freedom to determine how results should be achieved.

26



Onboarding with TriMetrix -Four Step Process

_>0 New Hire TriMetrix Coaching Report
(2) Send New Hire Email and Report
(3‘ Meet with New Hire, Follow Agenda
O] vectinienie fovagesa
(1) Share Resources and Check-In
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Onboarding with TriMetrix -Four Step Process

0 New Hire TriMetrix Coaching Report
_>(z) Send New Hire Email and Report
(3‘ Meet with New Hire, Follow Agenda
O vectuinen e o rgercs
(1) Share Resources and Check-In

28
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TriMetrix Coaching Process in Step 2 of 4:

STEP 1: STREAMLINED COACHING REPORT.

Ensure that the PWA* has a streamlinegllrileirix Coaching** Report.

e Assessment.

ort or along Coaching Report, contact us and we'll
to a streamlined coaching report. It is quick and easy.

**|f you have a short hiring Talent
show you how to convert are

STEP 2: SEND PRE-WORK TO PWA. Send the pre-work email* to the PWA several days before
your onboarding or coaching meeting. (Pre-work includes reviewing the assessment, making
notes, and watching the Strength Revealer Overview video

notes where you have qustions and around the areas, you are curious jSout.
2. Watch the Strength Revealer Video on how to read and understand yo#T results.
3. Bring your questions and insights to our follow-up conversation on (DATE) (TIME)

If you have ANY questions before our scheduled call, please do not hesitate to call or email
.~ | me. llook forward to reviewing this with you and spending time with you!

A Guide for Reviewing Your TriMetrix Assessment Report

1. Your TriMetrix Assessment includes three different assessments that measure three
different views of a person:

a. DISC Beh Style - This 1t shares insight around your “style.” Itis
how others may see you and describe you.

b. — This reveals what gives you energy and
naturally interests you. Your motivators are not easily seen or observed by
others.

c. Acumen - This assessment shares top personal skill competencies and potential
areas of development. It’s a snapshot of how you are thinking, feeling and

L]
A Guide for ,
° ° making decisions.
re v I e WI n g Y o U r 2. Asyou read your report, resist the temptation to be hard on yourself. Be on the lookout

for your strengths. Knowing what your strengths are matters. And we’ll be looking for

T H M 1' i them together...
rl e rl x 3t Yoir:ls?;anetrto focus only on development areas that are hindering your ability to
Assessment

reach your goals.
4. If you find areas in your Report that seem as though they are describing someone else,
R e s U Iis and it just doesn’t seem like you, you may be right. Or it could be a blind spot. Do not
000 ‘throw the insight away” until you've reviewed it with someone who knows you well.

. . (Sometimes we just don’t see the blind spot---and sometimes, it just isn’t true for you.)
(Th e lI n I( TO Th IS Conduct research before you discount something that could be useful insight for you
A A and your career.
IS I n Th e S G m p Ie 5. AReminder: Do not try to digest this information all at once.
6. Guidelines to Prepare for Our First Coaching Call: Read your Report and make the
p r e - W O r k following notations on areas that stand out for you:
. o (star) = “1 agree with this point whole-heartedly.”
emaqi I ) o (0 =  “labsolutely do not agree with this point.”
* o () = “I want to find out more about this point/area.”
7. Finally, keep a sense of humor! Be prepared to laugh and embrace your strengths AND
your development opportunities. They are what make you the special, unique you that
you are!

“Your talents, your strongest synaptic connections, are the most important raw
material for strength building. Identify your most powerful talents, hone them with
kills and knowledge, and you will be well on your way to living the strong life.”
Now, Discover Your Strengths

30

15



A Guide for
reviewing
Your
TriMetrix

Assessment
Results...

A Guide for Reviewing Your TriMetrix Assessment Report

What is measured...

1. Your TriMetrix Assessment includes three different assessments that measure three
different views of a person:

a. DISC Behavioral Style - This assessment shares insight around your “style.” It is
how others may see you and describe you.

b. Workplace Motivators — This assessment reveals what gives you energy and
naturally interests you. Your motivators are not easily seen or observed by
others.

¢. Acumen - This assessment shares top personal skill competencies and potential
areas of development. It’s a snapshot of how you are thinking, feeling and

making decisions.
6. Guidelines to Prepare for Our First Coaching Call: Read your Report and make the
following notations on areas that stand out for you
(star) = 1 agree with this point whole-heartedly.

x) = 1 absolutely do not agree with this point.

(?) = I want to find out more about this point/area.

Now, Discover Your Strengths

31

A Guide for
reviewing
Your
TriMetrix

Assessment
Results...

A Guide for Reviewing Your TriMetrix Assessment Report

Setting Perspective... Reducing Resistance...

2. Asyou read your report, resist the temptation to be hard on yourself. Be on the lookout
for your strengths. Knowing what your strengths are matters. And we’ll be looking for
them together...

3. You also want to focus only on development areas that are hindering your ability to
reach your goals.

4. If you find areas in your Report that seem as though they are describing someone else,
and it just doesn’t seem like you, you may be right. Or it could be a blind spot. Do not
‘throw the insight away” until you've reviewed it with someone who knows you well.
(Sometimes we just don’t see the blind spot---and sometimes, it just isn’t true for you.)
Conduct research before you discount something that could be useful insight for you
and your career.

5. AReminder: Do not try to digest this information all at once.

- Y P

following notations on areas that stand out for you
(star) = 1 agree with this point whole-heartedly.
x) = 1 absolutely do not agree with this point.
(?) = I want to find out more about this point/area.

Now, Discover Your Strengths

32

16



A Guide for
reviewing
Your
TriMetrix

Assessment
Results...

Actions fo Take... Perspective...

A Guide for Reviewing Your TriMetrix Assessment Report

Workplace Motivator

6. Guidelines to Prepare for Our First Coaching Call: Read your Report and make the
following notations on areas that stand out for you:

o (star) = “1 agree with this point whole-heartedly.”
o (X)) = “1 absolutely do not agree with this point.”
o (7 = “I want to find out more about this point/area.”

7. Finally, keep a sense of humor! Be prepared to laugh and embrace your strengths AND
your development opportunities. They are what make you the special, unique you that
you are!

“Your talents, your strongest synaptic connections, are the most important raw
material for strength building. Identify your most powerful talents, hone them with
kills and knowledge, and you will be well on your way to living the strong life.”
Now, Discover Your Strengths

Now, Discover Your Strengths
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New Hire Kevin
Account Manager

HUB

1-7-2023

Priceless Professional Devel

suzie@pricelessprofessional. com

F‘
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10867 B's Canoe, Big Canoe 30143-5137
T70-842-2669

Debrief Video:

CTrlMetrle) ACI> v| | iriceless

Management-Staff

Strength Revealers

Understanding Your Assessment Results

“_

izt

www.pricelessprofessional.com/myassessment

17


http://www.pricelessprofessional.com/myassessment

Strength Revealer Video and Self-Paced Dev Resources...

www.pricelessprofessional.com/myassessment

TRAINING

riceless

TriMetrix or Talent Insights

Self-Paced Assessment Resources |[(@) Vie-Understanding My Assessment

Watch this video to begin to understand your assessment results:

Jump To: Video - Understanding My Assessment Y] strengin Reveaies- understanding vour

Assessment Results

i

Jump To: Key Debrief Tools

Jump To: Development Plan Worksheet

Jump To: Learning Bites - TriMetrix University

Jump To: Additional Assessment-Related Dev Tools

Strength Revealer Video and Self-Paced Dev Resources...

www.pricelessprofessional.com/myassessment

TRAINING

riceless

TriMetrix or Talent Insights
Self-Paced Assessment Resources

Jump To: Video - Understanding My Assessment

Jump To: Key Debrief Tools —

Jump To: Development Plan Worksheet —
Jump To: Learning Bites - TriMetrix University —

Jump To: Additional Assessment-Related Dev Tools —




Onboarding with TriMetrix -Four Step Process

New Hire TriMetrix Coaching Report

Send New Hire Email and Report

3

L4

Meet with New Hire, Follow Agenda

(1) Share Resources and Check-In

37

TriMetrix Coaching Process ingtep 3 of 4, Part 1:

STEP 3: RESOURCES FOR ONBOARDING AND COACHING

ONBOARDING:

/ = Use this SAMPLE ONBOARDING COACHING AGENDA (with the streamlined

coaching report) with any employee. It is not just for New Hires. Facilitate
engagement, a self-paced development plan. and build a stronger working
relationship with anyone who has joined the team.
= Share this onboarding document with leaders: 32 Ideas, Tips, Actions to Add to
Your Onboarding Process
COACHING: If this is a coaching relationship — consider adding the following tools o your
meetings with PWA:
= CREATE A POSITION BENCHMARK:
o Work with the PWA’'s Manager* to create a Position Benchmark, using the
Superior Performance Attributes Worksheet. Once the top atiributes for success
in the role have been selected. Compare the PWA assessment resulis to the
Benchmark. Assess strengths and blind spots.
= CREATE A DEVELOPMENT PLAN AND USE TRIMETRIX UNIVERSITY LEARNING BITES
o Work with PWA to create a [rldgirix Online Development Plan document to
= highlight vital Trl\elrix areas and frack actions.
o Use Irhdeirix University Leaming Bites for coaching resources and activities.

*PWA stands for Person with Assessment
**f the Manager is not available, work with PWA and use your knowledge to create a Position
Benchmark for coaching purposes.
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Getting New Hires to Stay, An Onboarding Tool — Sample Agenda for Managers
Provided By: Suzie Price, February 2022

Provide your New Hire with their customized Coaching Report during their first week on the job. Share
the Debrief Video link with them and communicate in advance that you will be meeting for three
different sessions to learn more aboufeach other and how to best work together.

read each section in advance. The New Hire should be readyl
d like you to know. As the Manager, you will want to be
'w Hire and ask any questions.

Before each session: You will both wan
to share areas of their results that they
ready to share what you learned about you

Session #1:

e Intro and Check-in: Ask your New Hire — “How are things going? What's going well? What
could be going better? How can | help?”
* Icebreaker: “Think of all of the people who've influenced you as you were growing up, who had
the most influence on you?” Both share your answers.
e A iew and Di:
o In each section, ask your New Hire to share the key points from each h/she most wants

o Make notes listen to understand, ask questions about what is transferred and about
something you noticed in the assessment.

= Discuss Top Motivators (Interests) on the Motivators Wheel, pages 3, 4, 5

= Refer to the Motivators Memory Jogger Card and discuss this person’s top two
Motivators.

= Review Behavioral Characteristics together, pages 17 & 18. Discuss what your
employee agrees with and disagrees with.

= Review Checklist for Communicating, pages 19 &20. What two tips on each
page are most important to this person? And why?

P e Close: Each share what was most useful to you during the conversation. Schedule your next
meeting.
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ONBOARDING
COACHING
AGENDA

Session 2 of 3

YOUR FOCUS:

Get to know
your new hire.

Session #2:

e Intro and Check-in: Ask your New Hire — “How are things going? What's going well? What
could be going better? How can I help?”
e Assessment Review and Discussion:
o In each section, ask your New Hire to share the key points from each h/she most wants
to share, and to share why it's important and why it stands out.
o Make notes listen to understand, ask questions about what is shared and about
something you noticed in the assessment.

eview pages 22 - 26: Integrating Behaviors and Motivators - Strengths,

Conflict, Ideal Environment, Keys to Motivating, and Keys to Managing.

o Ineach Section, ask your New Hire to share the key points from each
h/she most wants to share, and also to share why it's important and
why it stands out.

o Close: Each share what was most useful to you during the conversation. Schedule your next
meeting.
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Session #3:

O N BOA R DI N G ® Intro: Ask your New Hire — “How are things going? What's going well? What could be going
COACH I NG better? How can | help?”
AGENDA... . A t Review and Discussion:
session 3 of 3 © Review pages 28 — 32: Competencies
= Point out the top 7 Personal Skills — greatest strengths. Discuss how those
strengths can be used on the job.
YOU R FOCUS: ®=  Look at lower scoring Personal Skills — remind them that no one has aced all of
e these. Ask (or point out) an area or two that will be important to the job and
Gei' i'o kn (o)} discuss ideas for developing that area. (Be sure to provide them with our

TriMetrix Learning Bites, self-paced development resources.)
e Close: Each share what was most useful to you during the conversations and determine the
next steps.

your new hire.
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Client Feedback from an Initially Resistant COO

"l found the TriMetrix On-Boardng Assessment process ver
helpful as | came on board as Chief O§>erohn Officer a
TPI Hospitality. My new team of 13 all had long
fenure within the organization.

Having their assessment results and Suzie facilitating one-on-one
friad conversations helped us all understand our strengths,

drivers, preferences and blind spots and how to best work
together.

| confinue to refer to my team'’s assessments, our side-by-side
results, and the feam’s one-page reference sheet to guide how |
lead, manage and better relate to each team member.

It’s been effective and worth the time.”
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Onboarding with TriMetrix -Four Step Process

New Hire TriMetrix Coaching Report

Send New Hire Email and Report

Meet with New Hire, Follow Agenda

Share Resources and Check-In
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TriMetrix Coaching Process in Step 3 of 4, Part 2:

STEP 3: RESOURCES FOR ONBOARDING AND COACHING

ONBOARDING:
= Use this SAMPLE ONBOARDING COACHING AGENDA (with the streamlined
coaching report) with any employee. It is not just for New Hires. Facilitate
engagement, a self-paced development plan. and build a stronger working
relationship with anyone who has joined the team.
= Share this onboarding document with leaders: 32 Ideas, Tips, Actions to Add to
Your Onboarding Process
COACHING: If this is a coaching relationship — consider adding the following tools o your
eetings with PWA:
= CREATE A POSITION BENCHMARK:

o Work with the PWA’'s Manager* to create a Position Benchmark, using the
Superior Performance Attributes Worksheet. Once the top atiributes for success
in the role have been selected. Compare the PWA assessment resulis to the
Benchmark. Assess strengths and blind spots.

= CREATE A DEVELOPMENT PLAN AND USE TRIMETRIX UNIVERSITY LEARNING BITES

o Work with PWA to create a [rldeirix Online Development Plan document to
= highlight vital Trl\elrix areas and frack actions.

o Use Irhdeirix University Leaming Bites for coaching resources and activities.

*PWA stands for Person with Assessment
**f the Manager is not available, work with PWA and use your knowledge to create a Position
Benchmark for coaching purposes.
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Online Development WorK;heeT:

Introduction

Your Personal Development Plan employs a concept that emphasizes specific developmental
experiences to fulfill the mutual goals of your individual career development and organizational
enhancement. Your plan is uniquely tallored to your individual needs.

The Personal Development Plan is a personal action plan that helps you to identify the training
and other developmental experiences needed to master the soft skills that will optimize your
career potential within a specified timeframe.

The goal of this Personal Development Plan is to assist you in developing your skilkset to bring
your scores up to desired level. As you know, your areas for development were identified in your
TriMetrix® HD JobiTalent Comoason Report.

The first step in your development process should be to identify an activity parner or
mentor/coach. Their role is not only to help you identify specific developmental activities to help
you master each identified area, but to also offer guidance, wisdom, experience and
encouragement.

All development plans require:

* Goals * Action stepsimethods
* Timeframes * Evaluation

Keep these in mind as you work with your activity partner in putting your detailed plan together.
Your development areas include:

Competencies

* Goal Achlevement * Self Management
Interpersonal Skills * Customer Focus
Leadership

Personal Accountability

Resiliency

Motivators
* Utilitarian/Economic * Individualistic/Political
* Theoretical

Behaviors

* Urgency * Pecple-Oriented
* Competitive

i

Goal Achievement

The ability to Identify and prioritize activites that lead to a goal.

+ Establishes goals that are relevant, realistic and attainable
* |dentifies and implements required plans and milestones to achieve specific business goals
* Initiates activity toward goals without unnecessary delay

* Stays on target to complate goals regardless of obstacles or adverse circumstances

Based on your competency rating compared to the requirements of your job, check the word that
best indicates the amount of effort you will have to put forth to master "Goal Achievement”,

Significant Moderate

Evaluation/Measurables
How am | going to feel when I've improved my abilties and mastered "Goal Achievement'?

What impact will mastery have on my career or personal life?

What will | hear others say about me after | master *Goal Achlevement’, with regard to my skill
and development?

Development
Tools for You:

learning
bites

www.pricelessprofessional.com/learningbites
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TriMetrix Coaching Process in Step 4 of 4:
)

Motivator Memory Jogger Card

STEP 4: ADDITIONAL KEY COACHING RESOURCES

The Side-by-Side report and Triad Calls are great facilitation tools for Onboarding, Leader
similation, and Conflict Management.

» SIDE-BY-SIDE REPORT: Help two people work together more effectively. See a

sample report and use this sample plan to facilitate conversation and

understanding.

FACILITATE A TRIAD CALL (Triad Call Plan, Facilitator Notes, and Sample Emails) with

the PWA, Manager & Facilitator: This 60 — 90-minute call is powerful. Common
Manager comments, "I've seen immeasurable change and improvement.”
QUICK, DETAILED SUPPORT REFERENCE CARDS FOR COACH AND PWA:

How Each Motivator Reacts in Crisis

DISC Memory Jogger Card
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TriMetrix Onboarding and Coaching

3

Wake Up Eager Employee/Leader
Onboarding and Coaching with [igHiz.- Step-by-Siep Process ol
This step- Ond Ce T il

make it ecsy for any manoger to quickly mnaﬁw\ﬂhm\l best moSate, manoge and
commuricate vith sach employee.

Aecording o emp  menagers who toke fime that
they care, focus on sireny . ifies for their

Poge | 1

Reference Document

STEP 3. RESOURCES FOR ONBOARDING AND COACHING

CONBOARDNG:
+ Use this SANPLE ONBOARDING COACHING AGENDA [with the sireamined
coaching reped‘] with any employee. Itz not just for New Hres. Fociitate
sefpozed plon, ond build @ songer werking
relafiorahip e yene who has joined the feam.
+ Share this onboarding document with leaders: 22 Idecs, Tios, Acfions fo Add to

emplopess have less mover ond higher commiimert.

Beference Notes:
 The person with o

ssessment i the Gaghien and wi be refemed fo 2z PWA.
Coacting Report 50 that n
iring is neaded fo dous
. Ccnsldvu:ng»ﬁpvmiwwgm')h The best [idalik Cooche are those who
undentord e resuts.

o Thee i the T ighis Assessment [DISC and
Nofvaters).
* Asemment results should be considered <20% of oy manogement deciion.
e Con e Price with quesfions or e Spei i
STEP 1: STREAMUNED COACHING REFORT.

Eraure that fhe PIVA” hos o sireamined iy Coaching™ Repert.
“PWAS the canches, e Person with the Assessment.

iy epertcra
show you how to

Report, n'och:und\e(

g . s g

STEP 2: SEND PRE-WORK 10 PWA. Send fhe pr = 4o the 241

)WJMAQ Q- ir Jewir , making
rotes, g G devrideo |

-2 v s

Thark yeu cisting e renits. Here ere your et

Fa
1. Read i i Your Peauity Assemment. ke

2. Watch we&nmhmﬂmmwawmodendmeeﬂra your redts.
g

¥ you have ANY questions before cur scheduied cal, please do nof hesitate fo call or emai
— o g

Development
Tools for You:

learning
bites

Your Onboarding Process
ACHNG: ¥ #iz @ coaching relaficrship - comsider adding the folowing tock to your
Bings it VA
CREATE A FOSTION BENCHIARK:
o Workwith fhe PWWA's Manager” fo create a Posfion Benchmark, uing the
Superior Pedormonce Afiributes Vicrsheet, Once the fop attibutes for succes
inthe role hove been selactec. Compars te PWA assesment renulf fo e
Sencrmark. Aszes: shengthe and bind spcts.
« CREATE A DEVELGPNENT FLAN AND USE TRIMETRIX UNIVERSTY LEARNING ETES
5 Workwith PWA o crecte o Tgliakix Orfine D document to
«  highight vitel Jilisix creas and frock ecficns.
o Use [gldatiy University Learming Bites for cooching resources and acivifies.

(4 stana for Persan with Amesrent
he Marager & not ovalatle, werk with PIVA and use your knonfedge o arecte o Fosifon
lehmerk for coooking pueses.

4 ADDITIONAL KEY COACHING RESOURCES
Side-by-Side repart and Tried Cals cre grec? fosifafion tecs for Onbearding, Leadsr
priasion, and Carfictor
SDEEV.SIDE REPORT: Help o pecple work fogether mare effechively. See o
samle repart and e fhis somple sion o fociitate conversation and
wndentonding.
»  FACILITATE A TRIAD CALL [Triod Cdll Plon, Fociidolor Notes, ond Somple Emai) with

the PWA, Manager & Feciitater: This 80 - 90-mirute call s poweriul. Common
Manager commerds, “'ve seen immecsuroble and improvement”
+ GQUCK DETALED SUFPORT REFERENCE CARDS FOR COACH AND PWA:
Mofivator Memory Jonger Cord  How Each Mofivator Reocks in Crsa
DISC Memory Joger Card
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Onboarding with TriMetrix -Four Step Process

0 New Hire TriMetrix Coaching Report
(z) Send New Hire Email and Report

3 Meet with New Hire, Follow Agenda
0
(4> Share Resources and Check-In
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Podcast: Getting New Hires to Stay

3 Reasons 3 Things
Why Your Need to Focus on During
New Hires to Stay Onboarding

MARKET CONDITIONS REDUCE FEAR

Low unemployment coupled with

Eliminate any apprehension by
competitive salaries and market.

overcommunicating background.

COST OF TURNOVER INCREASE UNDERSTANDING

Costs of turnover are nearly 1.5x that

Create a performance dashboard
position’s salary.

including five core competencies.

POOR NEW HIRE PROCESS GIVE THEM WHAT THEY NEED

259 of organizations don’t have an

Provide enough direction to let
onboarding process.

them start driving immediately.

2
W P WAKE UP EAGER WORKFORCE & D
dy PODCAST WITH SUZIE PRICE 44

7 Listen Here — hiips://www.pricelessprofessional.com/newhire

51

www.pricelessprofessional.com/myassessment

I—@' FOR ALL EMPLOYEES:
e 100+ tools and resources for

development
Strength Revealers — Debrief Video

Strength Revealers

Understanding Your Assessment Resulfs

Key Debrief Tools
Development Plan Worksheet
TriMetrix University**
Leadership Development
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https://www.pricelessprofessional.com/newhire
http://www.pricelessprofessional.com/myassessment

TriMetrix BASICS
WAKE Listen, Waich, or Read:

Episode 81:
Hiring with TriMetrix
pricelessprofessional.com/hiringwithtrimetrix

SUZIE PRICE | Priceless Professional Development | 770-842-2669 Sichoucreate 3
suzie@pricelessprofessional.com | Certifications: CPF, CPDA, CPMA, TMEA, CAP e piEager life.
www.pricelessprofessional.com

You Must Know:

“Are they (you) going to be happy?
Are they (you) going to be productive?
Will they (you) want to stay?

Will they (you) own their (your) job?e
Will they contribute their (you) talent
generously?”

Dr. Robert S. Hartman
Founder of the Science of Axiology
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WAKE Onboarding

UP .. with TriMetrix
E AG E R Presented By:

- isriceless

PROFESSIONAL DEVELOPMENT

SUZIE PRICE | Priceless Professional Development | 770-842-2669
suzie@pricelessprofessional.com | Certifications: CPF, CPDA, CPMA, TMEA, CAP

Helping you create a
Wake Up Eager life.

ricelessprofessional.com
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