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IBM Digital Business Group
Talent: Transforming to Next Generation Digital Talent

Focus on strategic cities to magnify impact through scale — key battle grounds where Digital Centers and
Developer Advocacy Teams will be co-located (95% by 2020} attracting the next generation of digital talent

Iinvesting Skills That Matter

Re-Profiling Current Talent

Winning the Talent War

« Prioritize talent acquisition + Prioritize talent solutions to retain « Next generation digital talent success
partnerships and programs ioc enable a critical talent in key battleground cities profile to define requirements, gaps and
continuous, high-quality talent pipeline (Dublin, Dallas, San Francisco, Berlin, action plans

= Increase technical acumen to unieash etc.) « Product, applied skills and learning
IBM’'s patential « Continuous talent refresh — Focus on programs to win Cognitive and Cloud

« Improve attractiveness of culture and programs to create room for new talent to batties vs competition
work environment for diverse talent build skills for key growth areas in Cloud + Leverage external credentials and

and Cognitive digital badges to accelerate skills
Sustainable DBG Culture to Unleash |IBEM
Establish strong leadership to Communicate & advocate Share and celebrate success Continuous ingrained
drive a winning culture for impact to create momentum feedback leveraging NPS

5 pis Increase in Employes 56% Early Professional | 10% annual talent refresh
Engagement by YE 2018 Hires in 2020

G5% level 2 Digital Mastery and 90%
External DM certification
ik IEM
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ACTION: Drive
investment tradeoffs
to achieve
sustainable mix and
cost; enhance
forecasting of future
resource shifts

ACTION: Data
driven approach to
provide further clarity
of skill value, gaps
and excesses.
Remix and refresh
critical skill areas.

ACTION: Enhance
recruitment
capabilities to better
acquire scarce,
highly skilled, high-
value talent.

ACTION: Differentiate
investment in people
programs to create
positive IBM employee
experiences. Use EPH
development tracks to
grow and retain skills.

ACTION: Establish
and maintain “healthy”
attrition targets.
Embed ‘Up or On”
mindset to enable
managers and
employees to drive

_based on Analytics’ | = e
siness strategy. . et A i nsjtion actions
eyr]mtlat[ves.gy Key Initiatives: Key Initiatives: Key Initiatives: I@y inttla ives:
« AUDDI predictive = Analytics Skills * Analytics « Strategic learning « Upor On upline
analytics Value Council Ambassadors plan management
s . - - trainin
+  Watson Analytics « Targeted Skills « Recruiting « Experiential g
RM dashboard Remix presence for next Learning = Career Transition
- Roliing MIS / RA « Techiical generation skills Opportunities Project Office
planning leadership refresh » Analytics Talent « Technical Summit = Analytics Talent
Sl « Targeted ALAP Cenbcn
= ExPro sourcing « Executive role
Key Initiatives & | value assessment |
Outcome: Outcome: Outcome: QOutcome: Outcome:
Y ot Improved skills portfolio « Reduced time to + Reduced top contributor » Increased attrition among
el o et recruit and land critca and EPH atfrition low contributors in fow
to managers to shift from Increasing accuracy of skills (EPH and +  Employees maximize velue oo
reactionary resource SVF data, usability to ExPro) their contributions and « Decreased top
execution toward guide decision-making on + Improved quality and are better prepared for contributor and strategic
predictive resource other talent Key Initiatives depth of candidate future opportunities skills attrition
planning pool

ACTION: Boost and
amplify Analytics'
culture through
leadership
development, vitality
& inclusion, and
recognition

Key Initiatives:

» Band D Executive
Connections

« TENT-BTL
pipeline program

+ Reward Culture
contributions

« Data Science
studios and
|___Innovation |

Qutcome:

« Leadership reinforcing
a culture where
employees maximize
their contributions

+ Pipeline of
transformational future
leaders

© 2015 IBM Corporation
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Affordable Resources

L _Reduction Key Points
k! iRequired

Uuyens  © YE 2016 h/c: 20,024

+ 8% net reduction YTY (- 1,645)
¢+ Restructuring required $S68M (- 1,484)

-29;6-5.;:: \ ‘ ; * NA, Europe largest take outs

1Q'15 2Q'15 3Q'1s 4Q'15 1Q'16 2Q'16 3Q'16 4Q'16 * ExPro: 707 - target hiring from key competitors
« Key skill areas
« Data Scientists / architects
Resources 2015 2016 Affordable + Visual designers / Front-end developers
i 29 39 4Q Est 1a 2Q 3Q 49 « Digital Sellers / Consultative Sales
R&D 8721 8,720 8,970 8,988 8,275 8,109 8,004 7,959 y ’
M&D SG&A 1,301 1,311 1,390 1,390 967 977 977 977 + Solutions Offering Management
Cost 5,050 5,050 5,028 5,028 5,029 5,035 5,042 5,043 . .
S&D SG&A 5877 6060 6268 6263 | 6045 6045 6045 6045 Industry Marketing
Total 20,949 21,141 21,656 21,669 | 20,316 20,166 20,068 20,024 . — .
YTy (3%) (5%) (7%) (8%) * Dynamic Attrition Actions
QT 1% 2% 0% {6%) (1% (09%) (0%) = " i —_—
o * Maintain steady attrition to offset hiring
* Reduce regretted attrition
* Drive career transition of low contributors in
. IBM CONFIDENTIAL low value roles © 2015 IBM Corporation

* Continue key hiring: 1,386
* EPH: 679 - immersion in development tracks
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2. Embed our
Plays
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4. Execute

Professional
ge Strate I
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T

Resource

Approvai
Target
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