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9%

of CEOs will have new
business strategies ready
by the end of 2024.




We Are Not Ready to Reset

Only 36%

of HR leaders say their
organization is prepared for work
changes in the next two years.




CEO Top Strategic Business Priorities for 2024-2025
Top 10 Summary of Top Three Mentions’

Growth
Technology

Workforce
Financial
Corporate

Cost management

Environment
Customer
Products and services

Efficiency/productivity

0% 32% 0%



o _worth of productivity improvement.

Overwhelming
Expectations

CEOs expect
more than

17%




Trends Impacting HR Leaders

CEOs Set Sights on Growth Al Aspirations Confront Labor Market Shifts Put
Through Transformation Deployment Realities Pressure on Talent Strategies
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Dual transformation is

... perform for today and perform for tomorrow

-

PERFORM h_,

RUN THE BUSINESS

Drive and enhance financial
performance and operational discipline
in the core businesses and markets

TRANSFORM
CHANGE THE BUSINESS

Transform, disrupt and reinvent the
business and grow new businesses to
stay ahead of the market and disruption

IMD



Developing leaders to drive dual transformations

From strategy through data on people to transformation

5. Deploy personalized development at scale

3. Innovate in assessments : i ;
We use education, exposure, experiences, tailored on the
- - basis of your data, and most importantly at scale.
1. Start with your business strategy How do you know that a leader does : ¢ S . 4 ’
Without scale, your pipeline will be small forever.

or does not exhibit needed behaviors
For most companies we see, this is a and why? Did you ask them, asked
combination of optimizing the core but  gthers, or observed this?
also building new revenue, known as dual
transformation

Every step amplifies
the effect on
performance

2. Focus on behaviors needed

4. Use the knowledge

Build a model of executive behavior that 6. Deploy Al thinking

helps you pinpoint why an executive does

or does not exhibit the needed behaviors. Use your detailed data on present Did the engagements you provided improve executive

Is it know-how, motivation, or lack of and absent behaviors , and why they assessments? Did they improve the organizational

situational judgment? do or do not happen in your performance? Errors are allowed, but they need to go
recruiting, evaluation, promotion back inta e randall

and executive development. IM)



Top HR Priorities for 2025

Top Priority Areas Selected by HR Leaders to Support Their Organizational Goals

o Leader and manager development
o Organizational culture

o Strategic workforce planning

o Change management

0 HR technology

n= 1,403 HR leaders

Q: Based on your functional priorities, please rank the five most important key areas on which your function will focus in the next 12-18

months to support these priorties
Source: 2025 Gartner HR Priorities Survey

12 © 2024 Garner, Inc. andior its affiliates. Al rights reserved.

Leader
and manager
development

Organizational
culture

HR Strategic
workforce
planning

technology

Change
management

Gartner.






Top 10
skills
of 2025

. Problem-solving
. Self-management

Working with people

. Technology use and development

WEF Future of Jobs 2020 report

Analytical thinking
and innovation

Active learning and
learning strategies

Complex
problem-solving

Critical thinking
and analysis

Creativity, originality
and initiative

Leadership and
social influence

Technology use,
monitoring and control

Technology design
and programing

Resilience, stress
tolerance and flexibility

Reasoning, problem-
solving and ideation



Core Skills In 2030

All Respondents
Share of employers considering skills to be a core skill in 2025 and share of employers expecting skills to increase in importance by 2030.

Emerging Skills Core Skills in 2030

e Al and Big Data
Technology Literacy
Creative thinking
CYRU—— o Analitycal thinking

® Resilience, flexflity and agility SyStem thinking
Wiepiieiet i Curosity and long life learning
[ Tav—— S e sy @ thrkng Resiliance flexibility and agility

. Systems thinking

i @ osieinii Leadership and influence
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Share of organizations that consider skills increasing in use by 2030 (%)

Talent M m
@ service orientation and customer service a e nt a n a g e e nt
15%
A0% . Programming
1) Teaching and mentoring
35% B
o @ Muiti-lingualism @) Resource management and operations
30% @ clobal citizenship @ quality tontrol
£k @ Dedendability and attention to detail
. Sensory-processing abilities
209
159 . Reading, writing and mathematics

. Manual dexterity, endurance and precision

Out of Focus Skills Steady Skills

2 3 2 (Cora now, but not expected to increase in usa)
0% {Less essential now, and not expected to increase in use)

0% 5% 10% 15% 20% 25% 30% 25% 40% 50% 55%

45%

Share of organizations that consider skills to be a core skill in 2025 (%)
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* 98 % employees see crucial role of their leaders
LEADERSHIP | V

® 25% feels ready to meet expectations of the future challenges




Focus on behaviors and Leaders You neeg
have a model

Strategy Execution




Do proper Assesment

SITUATIONAL
JUDGEMENT

What you choose to do

MOTIVATION
What you want to do

KNOW-HOW
What you can do



TRANSFORMATIONAL LEADERSHIP

Advanced

Leads transformation naturally

Developing

Leads transformation when lead

Forming
Leads transformation when

Laggard

Does not lead transformation

Personal
Transformational
Leadership

“Habits and mindset”’

Strategic
Transformation
“Develop the new
levers”

Operational
Transformation
“Perform AND
transform”

People and
Organizational
Leadership
“Building
Organizational
Capability”

onow

Courageous

Inquisitive, perpetual learner
Risk taker

Inspirational storyteller

Mobile-first, cloud-first
business/demand generator
Predicts changes in business
environment

Defines and communicates
vision

Nails down TLI's (Cloud,
Penetration, Consumption)
Drives for simplification
Balances present (P&L,
scorecard, market share) and
future

Assumes accountability

Empowers and energizes
people; role-models growth-
hacking culture

Attracts, grows and retains
talent strategically

Values diversity of
background and opinion;
builds diverse teams

Coaches and inspires teams to
learn

o w

A bit too cautious

Sporadic learner

At times avoids appropriate
risk taking

Good storyteller

Grows existing business,
needs reassurance to go to
new market space

Promptly responds to top-
down and bottom-up signals
Communicates vision developed
by others

Meets most critical TLI's
Makes evolutionary changes
to simplify

Present vs. future balance
slightly tipped to one'side
Accepts accountability when
encouraged

Builds high performing teams
Attracts and retains talent on
demand

Accepts value of diversity
Provides opportunities and
approval for learning

managed

o 0O T o

oo

Typically plays safe
Completes required training
Overanalyzes before acting
Average storyteller

Effectively manages current
business

Reactively responds to signals
amplified by management
Identifies with vision
developed by others

Some TLIs are “green”
Simplifies when directed
Learning to keep the right
balance

Accepts accountability under
supervision

Knows how and when to
delegate

Learning to attract and

develop talent

Lacks focus on diversity
Ensures completion of
mandatory training

oo

Afraid of change
Uninterested in new things
Stays in comfort zone, “| tried
and it didn’t work” mindset
Poor storyteller

Behind the curve

Fails executing a response
plan

Struggling with vision for
transformation

Struggles with achieving TLIs
Unable to simplify

Loses the sight of short- OR
long-term goals

Lacks accountability

Tends to micromanage OR
delegates hastily

Creates unattractive
environment for talent
Discounts the value of
diversity

Focused on current activity
at the expense of learning
and development



Build dedicated development plan

* Find the Gaps

 Describe plans with SMART Goals

« Build 70/20/10

 Put Leadership Development as a business objective — invest (smart)
« Support and execute

« Build a bench - succession



LEADERSHIP LESSONS

CONNECT DELIVER

DEVELOP




Lessons learned
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AAFORMiKA

ENGAGE omategic NAVIGATE

Has a high level of self-awareness
Cares about mental, emotional, and physical health

Is a role model of Formica values

Individual Organization

DEVELOP DELIVER

Short Term
Operational

Nie chcemy wytwarzac opakowan, chcemy utatwiac¢ codzienne zycie

25



ENGAGE

Recruits based on competencies and values
Builds Team engagement

Builds Highly effective teams

Builds succession

Asses according to established principles

Individual

Sets ambitious goals for themselves and their team
Seeks and shares feedback

Inspires action

Develops through the 70/20/10 plan

Has an open mind and adapts quickly to new situations

DEVELOP

Long Term
Strategic

Short Term
Operational

M FORMIKA

NAVIGATE

Understands trends and translates into company strategy
Translates organizational strategy into team goals
Connect team goals into individual goals

Builds and implements data-driven scenarios

Organization

Plans and implements established goals
Analyzes, revises, and implements changes
Shares successes and failures

Supports others in achieving their goals
Appreciates and celebrates successes

DELIVER

Nie chcemy wytwarzac opakowan, chcemy utatwiac¢ codzienne zycie



Deploy Al to improve

|
W




Preparing for the Future of AI in HR:

5 Things HR Leaders Must Do

Explore emerging
technologies in HR

Understand emerging trends like
agentic Al, conversational Al, and
Build AI readiness Al voice technology to stay ahead of Shape organizational
in HR teams the curve. AI transformation

Be a change champion, build a
digital culture, collaborate with IT
and Legal, redefine roles and career
paths, and personalize L&D

with data.

Use the five-pillar Al strategic
framework of culture, governance,
technology, competencies, and goals
for effective Al implementation
and use.

Ensure human

: . Strengthen the
oversight and ethics

in AI-enhanced
decisions

uniquely human
skills in HR

Focus on culture building
and soft skills, maintain
human judgment, adopt
blended workflows, and
lead with empathy.

AIHR s
INNOVATE HR

Establish transparency, PO,
tackle bias, maintain a
moral compass, apply

ethical principles, and stay

updated on Al regulations.




Top Al Tools for

Powerful Al tools HR can incorporate across various HR functions:

(./

HiredScore AI Fetcher Talmundo Coursebox Effy AI Peoplebox
for Recruiting  Whatitoffers: What it offers: what itoffers: What it offers: What [t offers:
\What It offers: Al tool that automatas Al-powered Altool that Al tool for Al-powerad platform
Uses Alto find the findireg and reaching onboarding platform  streamlings course parformance focusing on
nght by outto thatautomates snd  craation for new hiras that per
chacking resumes How HR can use it personalizes thanew by managing and simplifias amployes rranapamant and poal
and providing Speeds up hinng by Pirg sxpeniance. debvering educational revigws with sefting.
msights. automatically finding HowHR can use jt:  content. 360-defres How HR can use it:
HowHReanuseit:  2Nd engiingiop Provides stiuctured  How HR con use it feedback. Aligns team goals with
Makes recruiters’ jobs falent, onboarding with Makes onboarding How HR can use it: comparny ebpectives
easier by autormating customizable smooth and Streamlines revisws and tracks
the sereening and kflows, i e p lized and boosts parformand.
shortishng of content, andreal-time enhancng the kaming productivity and
candidates, analytics. expanance for new angagamant,
hires.
 fetoher W 1 effy (¢>]

ChatGPT
What it offers:

Almodsl that generates text
based on prompts.

How HR conuseit:

Helps draft job desciphions,
emails, and other documants.
Maestra

&

Al transeription senvics that
converts audio and video to text.
How HR ean use (i

Transeribes intarviews, mastings,

and Training sessions.
ClickUp AT ”
What it offers:

Al functionality helps

auformate rasks like amployes
datamanagement and report
generation,

HowHR can use it:
Uses simple prompts 1o
gain instant insights into
amployes data, projects,
and tasks,

~
A

Talent
~,_ acrjuisition

™
™

General
productivity

Onboarding

N Performance

management

Career

Learning and
management

\\tlevelnpment
N\
N\
Employee ™\
engagement

Talent

analytics ™y

/

Eightfold.ai Gloat Visier SeekOut inFeedo Witty
what it offers: . What it offers: . what it offers: What i1 offers:
Matches employaas :a?e:btsngump:'oyccs Analyzas workforcs m:;?ﬁ;mmm Al platfarm that Al tool that detects
with internal job with opporturiities data to provide talent distibution, helps conduct bizs in languagain
opportunities, basad on skills and insights inte skill gaps, and employes surveys raal-hime and
projects, and aspirations. amployas turnovear, wodcfmu.;diw:rsiiy. and pradict attrition, provides analytics.
mentors. HowHR can use [ engagsment, and How HR can use [t How HR can use it: How HR can use it:
Heow HR can use it Supports intemal productaty. Supports talent Collgcts fesdback to  Improves
Helps identify skill rmability and project HowHR can usc it: acquisition and anhanesy communication by
gaps and assipnments, Helps HR make refention stratepies. engagement and p'“"‘”“'}"- nGlusive
recommend dara-driven dacisions ratantion. languags.
traning. to improve workfores

mianagement,

Lingio
What it offers:

Al-driven training platform that
cTaates aNgaging. cUstom courses
for makile.

How HR canuse it:

Divelops personalized lesaming
experiences 1o upskill employees,

SC Training linglo
What it offers:
Al-powered leaming management
system for creating and delivering
ranng.

How HR can use it:

Desipns interactiva and
parsonalized training content
Dextego

What it offers:

Al-asgistad coaching platform for
managars 1o improvee interparsonal
skills and provide feadbadk for

Salirs oS

How HR con use it:

Develops manapars and

sales teans effectvely.

=]
Dextego

(/
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Have efficient BUSINESS MODEL and connect Peopel Stratgy h
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LEADERSHIP MODEL - Leaders we need

| ASSES and DEVELOP
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