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Ritchie # + 3% AT&T £ & & € - Rk > RIFA
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BARERER AT&T 228 A NTT &
2EAZEFINRME > HHBREDITE

(—)% M AT&T
(W+—AwmBELF2RABEHE ATRT X &8 FA
Ms. Jackie Robb R #£ 45 A A1 B R+ £ £ 3 A Mr.
Jerry Kehoe & F#4 @ i AT&T AAH A E
(People Development Programs) » [ Bp i 47 f 3% -
QBT+ —AwB FHFHEMNATET £33 &£ a7 A
Professor Richard J. Ritchie = & @ » B # i % 8%, F F

g Ritchie # +3t3% AT&T % % %48 3+ £ (Leadership

Assessment Programs) °
3)+—A &8 LE4&EAdB Ms. Jackie Robb [ B 37 &
AT&T 430 > 81 AT&T AW ¥ AHO 5B f &8 & A
Dick Fitzgerald & @ - #F 3t T 4 3# 1§ 22 % 72 (Job

Mr.
Family Assessment and Management) o
Ht+—AZB® LR AKEDRNTT-
(=)% M NTT
(DF—AABLF#M NIT #1203 » 2K FLA
Shigeo Miyoshi & ##& 4 > A NTT &1z 2 3 - K #p

AT -
MAHEA - td Miyuki 3 &N NTT 37 A B 21 4 %

)+ —AANBTHFHMNTTAHERE & Yukio & &
/& 3t £ (New Scheme of Personnel Training)& & % 8%



& 2| % % /& 3+ £ (The Executives Training Scheme) »
Bp i 4T B 3K o
=« FEAT&T A8 X5 9HAY
AR %w AT&T &% > 14 &8 AT&T BEEREAER K
e e RAAREETE  —ROARARHT=ZHEHR -
4k THA0 AT&T ¥4 AN F R E XH A Mr. Jerry
Kehoe M NS AN BB E - % > B AT&T £ %
483t £ & & A Ritchie # £ 3% AT&T £ £3F &3t £ -
Bh o MR ATET AN XS R BHE R A & A Mr. Dick
Fitzgerald & @ A3t A M T35 $ 0 2 T 46318 8 & 32 893
o UMURAEZHEREEMAANET Sl TF ¢
(=) AN ERFE
AT&T Y A A R £ a4 DE /A &ML
(Management — Leadership Competencies), 2)4 #7 /5 & B #E
(Technical-Functional Competencies), 3) # = & =
(Performance Management) ¥ R &, it A — £ T ¥ ey & @
) 32X 42 & (Assessment and Testing Processes)R i & AT&T
Brx#AAAE ARNETrdoT:
1.AT&T % 32 /48 % 5% #E
(1) 48 % 5% 4t (Leadership Competencies)
v" Builds Alignment
v'  Establishes Direction

v Empowers Others



v" Thinks Strategically

(2) % 3 /48 ¥ B 4£ (Management Competencies)
v' Plans Proactively

Communicates Openly

Implements With Excellence

AN NN

Enables Individual and Team Effectiveness
(3) 18 A 4% & (Personal Competencies)

v' Self-Awareness

v" Openness to Learning
2 AT&T 4% 47 /o fie B fE

Knowledge and Skills Specific to Position
3.AT&T 4 1 % 32 (Performance Management)
(1) %% #L 3% 1& (Performance Appraisal)

¢ Annual Ratings Provided by Supervisor

e “What” — Objectives Accomplished

e “How” — Competencies Demonstrated

v" Management — Leadership Competencies

Important to Work

v' Technical - Functional Competencies

Important to Work

(2) 4 » %% & (Performance Development)

¢ Annual Plan Developed by Employee and Supervisor



e Focus on Competencies Important for Current

Position and for Progression

e Target Competencies Determine Development

Courses and Experiences

4. B 3T AT&T E K342 F

(1) #7 i B T 33X 82 & 3% (Employment Testing and Interviewing)

¢

(2) 8

Computerized/Paper-Pencil Tests of Cognitive

Abilities and Job Knowledge
Personality Inventories

Work Simulation Exercises for Customer Service

and Sales Skills

Structured Interviews of Competencies and

Experience

B OB R A E OE BB X & M I KRR

(Associate —to —Management Advancement Program)

¢

*

*

In-Basket Test of Management Competencies
Paper-Pencil Test of Cognitive Abilities

Team Interview of Management Competencies

(3) “BEBEMZR XEFEY & FEF(Executive/Officer

Assessment Program)

*

*

*

Paper-Pencil Test of Cognitive Abilities
Personality Inventories

One-on-One Interview with Psychologist about Leadership

Competencies
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IR P O BN 1974 £ AT&T Management Progress
Study iZ B K 4t H 7 1960 #7 #3 T 45 » B @ & 3% 2 3] (Bell
Telephone)#) B XL E AR M KkiE 16 FHEMME > R &
AN ER RSB IEAEE IR G EE AL AERZATH
448 BT 4E b 834 - Harvard Business Review # 1970
FHEMAFHARERER  CHEARTHEREAFE
FPOEATRBABESFEEANE RN REBiB 5000 o
YERAFEFOE LHHEREHLFT T

Dr. Henry Murray, Harvard University
World War 11

e AT&T Management Progress Study 1956

e Operational Assessment Programs 1958 to present

e More than 5,000 Organizations use assessment centers
2.3F4 B &

ENEITEZBEHY I DAN T RMAE(HR Plans) > 2)9 &

Ko # 0 3)B #& 3 4& (Individual Assess)% 38 > 24 3R BB 4 F :
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BN E
AT&T & T S ¥ £ 5 @& - 1) 4 5 47 (Job
analysis) » 2) 4 % # # (Creation of materials) » 3) 3F 48 /& &
(Assessment Exercises) ° 4)%*4&@&%(Evaluation & Feedback) ° 5)’5‘”[
4 %% J& (Development Plan) > 6):£4F 4% 2F(Operations Review) » 7)4#2
K- ® #(Program Update) - £ F 5| & 1845 &,

e Process Design Based on Through Job Analysis

Variety of Techniques used To Provide Opportunities
To Observe Job-Related Skills

Behavior in Exercise Observed By Trained Staff

e Careful Evaluation Of Skills At End Of Process
e Objective Feedback Available To Management And
Job Candidate
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o TR B AT&T R ¥ # A T kv mi » A LR
BHrAMEwME - AHNERE -

& &, % (Role Are) A &, it JF (Role Are NOT)
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s IHHBHEREN 5 i 45 o8 RAE LRSS
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s HEWM - AREH B~ ke

3.4 8
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3t » i % B B (Broad Bands)#t & L 4k B 2 (Job Family)
o FERRA

4B [ M & (Stage)

E 1 2 3 4 5 6

(Manager)

S ¥ AE 1 2 3 4 5 6

(Professional

Individual

Contributor)

BhH3E AN B 1 2 3 4

(Associate
Individual
Contributor)
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CCS
F5 - % 4%

# o0 3 g |-Initiative 3

-Visioning 3

-Customer 3

relations

A & ¥ AR |-Societies, 3
¥ z 4o | economies

and

information

-1T literacy 2
sk R g MCP

CCP

*AE %

# oo s |-Initiative 4
-Visioning
-Customer 3

relations

A 5 HR
2 fo 3

-Societies, 4
economies
and
informatio
n 3

-IT literacy

(¢

MCP

Oracle Master
Gold

9h F3m B

AN

A b SR B 2 4o

FH 1 o

Basic level as a
member of the labor
market

Ability to understand the
basics

B2 |e

Level at which the
subject is judged to
be apt

Ability to use another
person’s guidance in own
tasks

B3 e

Level at which the
subject can display
his or her skills in
various situations

Having experiences and
knowledge used in own
tasks and able to apply
them to practical tasks

B4 e

Level at which the
subject plays a

leading role to obtain

good results

Ability to give appropriate
explanations and guidance
to others based on
abundant business
experience




¥8® 5

o Level at which the e Having the industry’s
subject can be top-ranking level of
influential in knowledge and skill

increasing the
organization’s
abilities

(ERY--3 ¥ R XY S

1L.AAE L

(& 2 8RB X E =M MAR > 1)ITE A48
(Marketing and Sales) ~ 2) T #2 (Engineering) ~ 3) & &
# = (Staff officers) % -

()% F R  RABBREH

(3) % #% CCL 32 #% (Communications certified Change
Leader)#] &

(DR T EIN KRR > LELHHRE

(5) % @
%X R FEE R
Aow (B |FEaF R (BE (HMF B
e |3 AR (HAE T KA O |HAE (2
360 & | 4%
CCL O O O
| R
CCP O O O A
CCS O O O A

At is not renewed. A license is obtained every year
2.3F 5 2 8
NTT & 2 B EMFHERELT A T DNE R H XK
(Business Performance) * 2)4T # (Action) » 3) 4o 3k /3 4&

(Knowledge/Skills) » 4)E % #2 (Global mind) % w18 &

-17-




E-##tRBAAA+=M@ARE I B (Profit) » 2)H
12 % 1% (Brand Management) » 3)§8 % # (Visioning) » 4)
A # /8 % Commitment/responsibility » 5) & & £
(Decision making/risk-taking) * 6) # i& 47 € (Quick
Action) » 7)#k %./#]# (Challenge/Innovation) » 8)#% ## /
% 4 4 (Empowerment/team work) » 9) ¥ ¥ %o 3 & 45

(Specialties) » 10)4o #% % ¥ (knowledge management) °
11)4 3£ 42 % 7% & (Global standard activity) - 12) 8 % %
#(Openmind)¥ 3B 8B » ZRNAL F & °

WAE A 3 ]
LAY
4 2 |$) 8 | The act of providing external and internal customers
% g ie act of p & .
% with high-value services to help promote business (on
’ a short-term basis).
7 42 |» The act of taking specific actions (such as winning
%39 the mid-to-long term confidence of customers) in
order to improve and penetrate a new brand image of]
NTT Communications.
iT#% |BE =& |» The act of understanding the needs and problems of]
A the market and customers, drafting a practical
business plan, and setting a personal mission.

e The act of communicating one’s mission and business
plan to one’s associates and giving them more
specific work instructions.

7K # /l* The act of voluntarily and self-reliantly tackling a

a8 % mission you have set on your own and taking

) responsibility for results including one’s associates
actions

e The act of persistently negotiating with parties that
conflict one’s interests and winning their agreements

# % |* The act of making appropriate decisions within the
# range of one’s own responsibility.

The act of, at that time, not over-avoiding risks but
monitoring possible risks and controlling them.

-18-



M ik [¢ The act of considering what next moves to make

58 according to the (market) environment that is
changing minute by minute, specifying an appropriate
reason, and taking actions.

$k B /l¢ The act of identifying new challenges and corrective

£ ¥ actions to be fulfilled and giving s.uggestions and
taking actions positively in carrying out one’s
mission.

e The act of quickly sensing the changes in the external
environment and constantly trying to reform oneself
and the organization accordingly.

#5 4/l The act of authorizing other personnel appropriately

% and increasing the performance and motivation of the
whole team to fulfill one’s mission.

&t

e The act of giving appropriate work instructions and
support based on individuals’ abilities and career
plans and giving fair evaluations of the results in an
attempt to train personnel.

40 3| & ¥ |*» The state where one has the technical knowledge and
. technology required to carry out one’s tasks and is
BAE | Fo W able to usZ the?n ¢

¢ The act of working to teaching themselves in an

attempt to deepen such abilities further.
%o 3% | The act of disclosing information, knowledge, and
%39 skills one’s has learned and trying to share them. The
act of identifying knowledge and skills required to
provide services, combining them, and creating new
ideas.
B M| 4 3k |¢ The act of acting in a manner suitable for a member
i s % of NTT Corpmgnications according to the OB_T(“Our
Business Principle™). The act of communicating the
principles of the OBP to one’s people around and
associates and, if any deviation occurs, identifying its
cause and taking actions.
Ff # | The state where one understands cultures different
B from those of NTT Communications, such as those of

one’s customers, agencies, tie-up partners, group
companies and other stakeholders and one can work in
cooperation with them. The state where, if any
problem occurs, one can solve it based on an
understanding and respect of both parties’ situations.

-19-



3.CCL &&#&

1.4 37 i CCP & + — 38 4 # (Marketing managers »

Account managers * Product sales managers * Service

managers * Development System managers * System

engineers * MW engineers * Project mangers * Financial

managers - Legal managers ~ Staff members) @ & £

AR CCLEZB(UT4 48 ~ 242 H&%kH) -

2.3 Bk =

FRWRAGBER

OOELR Tk & -
FAELEANEBTHERAGES > BEARR
BWEL  AFUTEHLEER:

5% 5

For disseminating knowledge that leads

the industrial community

%44

Industrial community @ Universities,

Venture, venture businesses, competitors,

consultants, leading companies.

% 4 3 |Customers : service uses and retailers
(partners)
% % 2 |Internal : employees both in and outside
the department, manuals.
% 4% 1 |Media : Internet, newspapers, TV, books,
magazines, seminars.
()4 eh R

REZBAHMOBEEBIBHEL >ANEEM -

-20-




3.8 1 4% fE
Ty TRNEER B RRFI A& M R
bk Fh IR ST BRFFOERF - L
5 HMREBEY BEBPHEKEEAINTRIMA
o #2 B o

W R R

(—)& 2

LAT&T 9 AN R E &4 DEE/ATBAE - 2)
B/l DHAERERNE.EA —F XK
IR RERRE RAR ATAT B T 2 # A
mAaE o EAMECGEAREZR 2.18) -

2AT&T T S E s @& Do -
D)HBEHAM P 3)FEER 0 )LD EHE 0 S)V K
B6)E/fmz ERFEN  EHFEFTZE @
FHIRAMEEREA R EIREBRCGEAR
2 H22¢8)-

3.AT&T #% A AT 69 B & (Bands) R & 2 A 4 T /8 4! & A4
B B A TS LRESK TGN
BAREHR ATET T hEE S AT REGEAR
Lz F 23 8) -

ANTT $ B4t daAETRETEHRA 45
Bxd  BReERBAERENS BAAERE

% ~ NTT &1 ~ NTT Data ~ NTT DoCoMo % F 2

21-



A4 H A ARG E NTT Facilities ~ NTT
W KM # - NTT Leasing ~ NTT Software ~ NTT &%
B& ~ NTT Travel Services ¥ 23 » T A — % AL &
Feynd BRRMFAREZRIIH)

SNTT Ahals Rt RARELHRAEEY
FH¥mMRE - BA#IRERLE CCS @ CCP AR
CCLERBE HMAXZEBMEBI G KBFERE
BERAEBETAERSRABALER BEH-—EREY
AFBFHE EHFHERE2ECGEAREZE 3.2
)

6. NTTEEMEMFFERETA  DEFH K 2)
T8 W/ HE CHEERRFoEE A - ¥4 5
B&£F+—@EER : DHM )HREEDRE
N AREIAR S)RRN CORRTY - TIIK
IR ¥ ) /B BAHE R E Lo BB 10)4
WEE IDEHKBRREFG > I2)MKABHE - 4
BEERFaR ETHRBHFAREZIE 3H)-

(=)ERF A
LA FRIABETY  BLRALIFAHURAREX
BB ANEREZEFR  THBMEASLESR
RALFGH Hwo¥iadadGa RARF
A1 o BB A & A % (Competency-based)#) A H &
BAG R -—HLL BB TR L TEA

22



EABHAM KUEE - BEZR BIFANE -

Dk BFRE-ATATE NTT S HF L 8 & 09 B s
& (Competency model) » F 4 B B 2% 2 3 A h
FREZRBR BB ARFEFRAE L2EH X
B -

2. 12 F sE 342 P o (AC > Assessment Center)i2 42 T
—EEBR -QEMFEN EBREAL ATLT & 1974
RATAIOEM LB I RELBITE FLAEARGE
K-BARHEBALERAAE SOO0OBMEMRERA
ACREEXH > M B A NTT HHE4 900 A%
HE - ACHERALERABRAEAEAEIFTHHREAA
NERANSE L SHFEHBETTHIERY
B FEHFTIRGKRX - RABATCHFL
SIS FREIFEFTAMIEL  ARBEH AL
TARSHEF(FEER P OEERKY EE)RAT
FES  ARTEAREIRREEILRTEFEZGE

AX
Fooy
B °
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Created by Organization Effectiveness

SELF AWARENESS

Possessing mature insight into own skills, beliefs, and motives. Ability to recognize effects of own behavior on
others. Skill in distinguishing own needs and motives from organizational requirements when analyzing
sources of own actions and decisions.

DEMONSTRATING

MODELING

LEADING

Recognizes the drivers of own
behavior, both within self and in
own environment.

Accurately and realistically
assesses own abilities and
contributions.

Responds genuinely and
consistently to people.

Recognizes limits of own expertise.

Is aware of the effects of own
behavior on others.

Recognizes whether misimpressions
have been created and, if so, acts to
correct them.

Accommodates interdependence
with colleagues, needing neither to
dominate nor defer.

Makes decisions and acts in ways
that consider the impact on others in
the organization and on additional
stakeholders.

Provides feedback to others
constructively, with care and
sensitivity.

Effectively manages and channels
own feelings so that business
needs are not compromised.

Leverages own personal strengths
for business advantage, cthically.

Knows own strengths and
shortcomings, without “blind
spots.”

Aware of style "mismatches” with
colleagues, and has flexibility in
own style and approach to improve
interactions with others, whatever
their differing styles.

Successfully integrates own needs
with requirements of the business.
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OPENNESS TO LEARNING

Ability to take in, integrate, and retain new facts, perspectives, and knowledge domains. Recognizing and
using the lessons of experience and personal interaction as opportunities to grow. Willingness to allow novel
or diverse information to influence subsequent actions.

DEMONSTRATING

MODELING

LEADING

Knows and understands existing
customer base and current
competitors.

Openly acknowledges own
mistakes and learns from them.

Accepts feedback regarding
expanding own knowledge and
skills. .

Open to new perspectives and
insights.

Seeks own opportunities for self-
development of knowledge and
skills.

Re-evaluates own opinion or
actions when presented with new
and relevant facts.

Looks for alternative or creative
ways for self and others to obtain
new skills or knowledge, in face of
resource scarcity (time, budget,
etc.)

Uses business relationships to grow
in personal and professional
understanding.

Is a reference source for new
information in own functional area.

Encourages feedback from others,
positive or not, and accepts and
utilizes feedback without feeling
threatened.

Continually secks out information
on customer needs and trends, as
well as competition, from sources
both internal and external to the
company.

Anticipates the need for new or
additional leaming and acts in
advance to secure it.

Consistently generates imaginative
and unique ideas for business
problems, and is very open to the
ideas of others.
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THINKS STRATEGICALLY

Skill in critically evaluating and clearly synthesizing information. Ability to anticipate the implications of decisions. Skill
in constructing and weighing alternative potential courses of action toward a future goal, or in identifying the impact of
evolving goals or envir tal d ds/constraints.

DEMONSTRATING MODELING LEADING
* Identifies downstream barriers to e Integrates own and others’ ideasto | ¢  Expands and redirects the thinking
organizational success. generate creative solutions to of others by pointing out critical
conflicting priorities. relationships, posing hypotheses, or

»  Keeps the “big picture” in mind proposing innovative alternatives.

when solving immediate, short-term | ¢  Integrates technological, market,

problems. competitive, and organizational ¢ Shifts the organization’s direction
viewpoints when developing in positive ways by questioning
¢ Reconciles new information that is strategic solutions. existing assumptions.
seemingly contradictory or at odds
with current assumptions. *  Anticipates future challenges and e  Secks opportunities to leverage new
) proactively implements needed technologies into business
e Identifies and considers the changes. operations.
implications of different courses of
action. ®  Helps others to identify key ¢ Sought out by others for his/her
stakcholders and establish critical innovative “what-if" thinking about
¢ Balances and integrates short- and strategic relationships. new issues.

long-term issues.

e Identifies and points out to others, e Creates strategies that establish a
connections between seemingly clear direction toward future goals
dissimilar issues and problems. and enable others to increase their

contributions toward those goals.
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COMMUNICATES OPENLY

The ability to create an envir t that pr tes the active sharing of information and ideas. Information is solicited
from others, and differences of opinion are acknowledged and encouraged. Others can depend upon this individual to
share information and ideas fully and honestly.

DEMONSTRATING

MODELING

LEADING

Waits to share information that
might be useful to team and/or
others, or opts to withhold some
information

Prefers to avoid dissent or
discussion that might reveal
problems or risks

Focuses on the most favorable
viewpoint when discussing an issue

Listens to others’ opinions,
depending on their perceived value
and as time permits

Steers communications away from
topics that could introduce
differences of opinion

Shares information unless it may be
viewed unfavorably or may be
difficult to explain

Manages to avoid sensitive work-
related issues or problems

Shares information that is
necessary to accomplish group
objectives

Solicits others to communicate their
opinions

Acknowledges the existence of
multiple viewpoints, without
allowing differences to disrupt
work

Is receptive to others’ ideas and
perspectives

Generally listens to others’ opini

Shares information that may be
difficult to articulate or convey

Is able to cope with sensitive work-
related issues and problems

Ensures that information valuable
to others is always available and
casily accessible

Encourages discussion and
constructive debate that clarifies
and resolves issues

Values and actively seeks others’
opinions, and incorporates them
into his/her own thinking

Communicates fully and honestly
while respecting the needs of the
business and its people

Encourages everyone s/he works
with to communicate candidly and
without reservation regarding
problems, obstacles and risks

Listens openly whenever others
express their opinions

Tactfully communicates about
sensitive or politically-charged
issues without offending or
embarrassing others, or causing
discord
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PLANS PROACTIVELY

The ability to effectively define short and long term objectives and make provisions for their achievement.
Includes others when planning and making decisions, monitors project steps and tasks, and acknowledges
and responds to obstacles.

DEMONSTRATING

MODELING

LEADING

Has identified the desired end-state
and a way to determine its
achievement

Makes general plans for future
work activities

Gives thought to alternative
approaches

Invites others to participate when
planning or making decisions that
directly affect them

Monitors progress for major project
steps

Makes an effort to solve any
obstacles, problems and exceptions
that might arise

Defines clear long-term,
intermediate and short-term goals
toward the desired end-state

Makes specific plans for future
work activities and tasks

Evaluates alternative approaches
and their feasibility

Involves others in the planning and
decision-making process

Monitors major project steps and
some specific tasks

Recognizes that obstacles, problems
and exceptions may occur, and
makes provisions to handle them

Clearly defines the desired end state
and measurable objectives for
monitoring progress at important
steps along the way

Develops well-defined plans,
timetables, and resources required
to achicve results, based on
customer requirements, business
strategy, goals, benchmarks, and
future work activities

Evaluates alternatives based on
important business drivers such as
cost, benefit, and risk

Proactively engages the customer
and all other relevant stakeholders
when planning or making decisions,
actively soliciting their input

Monitors project details and tasks
for progress toward the attainment
of broad-based, long-term goals

Anticipates specific obstacles and
makes provisions and back-up plans
to overcome them
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IMPLEMENTS WITH EXCELLENCE

Ability to prioritize and execute work plans to achieve results; ability to maximize productivity & ensure timely delivery of
services/products by effectively managing work/resources; willingness to pursuc objectives with sustained energy/urgency in the
face of obstacles/delays.

DEMONSTRATING

MODELING

LEADING

Uses/relies on others’
suggestions to prioritize
work.

Executes action plans as
provided by supervisor.
Monitors progress and
quality of work.

Makes decisions without
much hesitation in
ambiguous/unstructured
situations.

Generally makes sure others
know what to do and how to
do it.

Provides the type and
amount of help a customer
asks for.

Adopts procedural work
changes/improvements
suggested by others.
Exhibits only minor
resistance to revising plans,
even afler encountering
changing work conditions,
but is most comfortabie
when projects proceed as
planned.

Completes most projects
“just in time"".
Occasionally monitors
project developments and
progress toward goals.
Some follow-up may be
required to meet deadlines.

Helps team members
overcome obstacles
encountered when trying to
deal with work problems.
Pursues and demands quality
and excellence in execution
of plans.

Takes personal responsibility
for dealing with major
problems in a timely way.
Acts decisively to implement
solutions to resolve crises.
Matches people, resources,
and equipment to drive work
activities to be in line with
business plans.

Continuously monitors
group's progress toward
project goals.

Periodically gathers feedback
proactively from
customer/client regarding
service quality.

Follows up with clients on
buy-ins and commitments.
Puts the satisfaction of
customer needs ahead of
internal meetings and
requirements.

Recognizes customer
problems as opportunities for
AT&T to demonstrate
superior service, problem-
solving, and responsiveness.

Consistently exceeds
business objectives in a
frequently changing
environment.

Takes personal responsibility
for improving customer
satisfaction.

Initiates own innovative
changes/improvements in
work processes, while
maintaining continual focus
on organizational strategies.
Prioritizes own work and the
work of others effectively.
Manages resources/time to
ensure completion of work
ahead of schedule.
Independently and quickly
revises plans to
accommodate changes in
work demands.

Acts quickly and decisively
to seize opportunities for
improving the business.
Anticipates crises and
generates alternative
business plans to ensure
continuous customer
care/satisfaction.
Constantly monitors progress
and reports to all key team
members and stakcholders,
using these opportunities to
review commitments and
buy-ins.

Continually gathers feedback
from stakeholders/clients
regarding quality of service.
Commits major portion of
own time to understanding
customers’ needs and
supporting others in
satisfying them.
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EMPOWERS OTHERS

Ability to provide others with the opportunity, authority, and resources to act, make decisions, and assume

accountability/ownership; ability to share a vision in a way that encrgizes team members; ability to establish high levels of trust

and support with team members.

DEMONSTRATING

MODELING

LEADING

¢ Insures that strategy
information is available to
team members; however,
doesn’t always take
opportunity to link strategy

to team members’ own work.

¢ Gives team members
reasonable levels of
responsibility.

e Maintains awareness of
different strengths of team
members.

e Works with team members
on their career interests
during “down time".

*  Makes every effort to be fair
and consistent with team.

¢ Demonstrates effort to
understand and implement
AT&T's business strategies.

e  Seeks feedback from team
members and uses the
information appropriately.

*  Makes self accessible to
team members to provide
support, answer questions, or
address problems.

¢ Shares power with others in
traditional ways; sometimes
“follows up” too closely.

*  Offers team members some
risk-taking opportunities.

¢ Leamns from failure.

* Notices the good work team
members are doing and talks
about it to them and to others
outside the unit.

Encourages risk-taking
amongst team members.
Communicates strategic
direction in a manner that
captures team members’
attention and energies.
Describes how the
team's/unit’s goals fit into
the corporate strategy.
Gives team members high
levels of responsibility
and holds them
accountable for achieving
goals.

Sets high expectations and
standards for self and
others.

Recognizes and
appropriately uses
individual team members’
skills.

Expects and facilitates
team members’ pursuit of
career progress.
Establishes a climate of
mutual trust and support
with team members.
Shows initiative in
implementing AT&T's
business strategies.

“Goes to bat™ for team to
ensure they get the
resources, support, and/or
rewards they
need/deserve.

Willingly shares success
with others.

Conveys confidence in
others’ ability and desire
to do their best.

Involves team members in
developing goals and work
plans that support corporate
strategic objectives.

Displays energy and enthusiasm
for driving the overall strategy
and mission of the organization.
Energizes team by creating a
climate in which achieving high
performance is both challenging
and exciting.

Makes it a priority to find ways
to delegate responsibility to
direct reports.

Purposefully creates teams with
diverse and complimentary
skills.

Serves as mentor for team
members in pursuit of career
objectives.

Maintai

an envirc of
high integrity and mutual
support among team members.
Creates a climate where
everyone stretches beyond what
they thought they could do.
Gives ongoing, constructive,
developmental feedback.
Continually communicates
positive expectations about
team’s ability to overcome
difficulties and succeed.

Views the sharing of power and
success as a tool for motivating
team members.

Encourages team members to
accept risks and associated
responsibility.

Encourages review of failures
to insure future improvements.
Champions the achievements of
the team to higher-level
management in a visible,
positive way, showing pride
and support for the team.
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BUILDS ALIGNMENT

Ability to engage others and gain their shared understanding and commitment to a common purpose; skill in engaging and
leveraging diverse viewpoints, roles, and capabilities.

DEMONSTRATING

MODELING

LEADING

Keeps team members
focused on objectives/goals.
Recognizes importance of
encouraging input from all
team members.

Provides advice to direct
reports when asked.
Acknowledges the efforts or
accomplishments of others.
Sometimes treats differences
of opinion as obstacles to
teamwork.

Coaches others when it is
assigned.

Is receptive to feedback from
others without being
defensive.

Handles interpersonal
situations tactfully.

Communicates team
objectives in ways that create
a strong sense of shared
goals in team members.
Creates a sense of
cohesiveness and morale in
the team.

Guides and motivates team
towards group objectives.
Facilitates contributions of
all team members regardless
of level.

Respects and utilizes the
different capabilities and
interests of direct reports.
Shares networks and
resources to support others’
effectiveness.

Develops contacts and
coordinates efforts with
people outside the unit who
are a source of information
and support.

Consistently acknowledges
and rewards individual and
team efforts and
accomplishments.

Resolves conflicts within and
between groups by quickly
and effectively negotiating
solutions.

Provides feedback regarding
errors and offers advice for
improving performance.

Creates a sense of excitement
and purpose for team
members, by sharing goals
and relating them to broader
corporate vision.
Consistently keeps team
focused on group objectives
and moves team forward
despite constant,
uncontroliable, outside
pressures and internal
conflicts.

Engages others to work for
team achievement vs.
individual credit.

Draws out contributions from
all team members,
particularly those more
hesitant to participate.
Integrates diverse points of
view into shared goals and
objectives.

Celebrates group
accomplishments and often
informally acknowledges
team achievements.
Provides continuous status
reports to keep team
members aware of progress
toward team goals.
Demonstrates ability to turn
personal disagreements into
strong working relationships.
Views within-, and between-
group conflict as healthy and
necessary and teaches team
members to negotiate
constructive solutions.
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ESTABLISHES DIRECTION

Ability to define an achievable path to realize the vision and goals of the organization; skill in building required organization
capability, ensuring the alignment of systems, structures, and processes with the goals of the organization.

DEMONSTRATING

MODELING

LEADING

Establishes and
communicates clear
expectations, standards, and
measures of performance.
Ensures that performance
standards are applied fairly
and equally to everyone.
Persists in helping others
overcome obstacles to
achieve results.
Appropriately articulates the
business strategy, goals, and
objectives for the
organization.

Is willing to accept and
implement change, but
sometimes deals with
problems by working within
the framework of a familiar
process.

Appropriately focuses the
team on efforts that add
significant value.

Intervenes to address barriers
to achieving results and
sources of lagging
performance.

Appropriately solicits input
from direct reports on what
they can do to help achieve
results.

Recognizes imaginative or
unique ideas, strategies, and
formulates appropriate plans
of action.

Actively “buys in” to vision
for change.

Communicates AT&T’s
overall strategy when
presenting team with goals
and objectives.

Clearly defines individual
team member roles and
responsibilities to maximize
organizational effectiveness.
Involves managers and team
members in the development
of performance objectives
and standards to build
commitment to achieving
them.

Defines overall goals or
expected outcomes when
setting up new projects
without going into detail
about how to do them.
Actively works to convince
team members that work
goals and objectives are
within reach.

Proactively identifies new
opportunities to better serve
the customer.

Rewards positive change in
others.

Alfocates resources
according to strategic
priorities.

Uses benchmarks and other
measures to track progress.

Consistently and
independently generates
innovative and unique,
breakthrough ideas,
strategies, and plans of
action.

Creates a vision that inspires
and mobilizes the
organization.

Conveys a clear sense of the
organization's purpose and
mission that captures the
imagination of others.
Maintains a focus on long-
term payoffs or results in
order to motivate team
members to overcome short-
term obstacles on
challenging projects.
Constantly emphasizes the
vision when meeting or
communicating with the
team.

Models personal
commitment to the
achievement of challenging
AT&T goals and convinces
others that the goals can be
achieved.
Rewards/celebrates positive
change from others.

Sees problems and
understands issues before
others do.

Challenges status quo
thinking and assumptions.
Integrates cfforts across
functions and teams.
Drives continuous
improvement in all
organizational processes.
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ENABLES INDIVIDUAL AND TEAM EFFECTIVENESS

Ability to organize and manage diverse individuals/teams for sustained accomplishment of results; skill in supporting and
encouraging others toward goal attainment, sharing resources, and overcoming conflicts.

DEMONSTRATING

MODELING

LEADING

Facilitates others’ leaming and
development as business conditions
permit, or when assigned to do so.

Focuses on goal attainment at the
group level; may be less focused on
tracking results of particular
individuals.

Evaluates performance whenever
assigned or expected officially.

When assigned, forms alliances and
encourages collaboration.

Acknowledges and attempts to cope
with conflict.

Recognizes the need to have a team
that copes well with change.

Helps others whenever leaming and
development assistance
opportunities arise or are requested.

Encourages his/her team to be goal-
oriented and evaluates the team and
individual direct reports against
specific goals.

Provides feedback to inform others
about their performance.

Forms alliances and collaborative
teams whenever opportunities arise,
and recognizes/rewards team
members who perform effectively.

Shares networks and resources as
required to make projects succeed.

Copes with conflicts without
compromising the team’s
effectiveness.

Encourages others to be open io
change.

Actively pursues opportunities to
facilitate others’ learning and
development through continuous
coaching and feedback; consistently
finds ways to develop his/her
team’s skills.

Works together with team members
an/or with individual direct reports
to develop clear goals that facilitate
achievement and to accept
meaningful responsibilities that
create ownership.

Offers regular feedback and
provides advice to others so that
they to ensure continuous
improvement in performance.

Re-designs working relationships
so that new teams and alliances are
possible; fosters collaboration, trust
and respect by recognizing and
rewarding the value of individual
and team contributions to the
business.

Shares networks, resources and
experiences in ways that enhance
individual and team effectiveness.

Acknowledges conflict and
leverages existing conflicts to
produce outcomes that benefit from
the differences.

Provides insight and support to
team members as they cope with
continuous change and ambiguity.
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B-1.

B-2.

Cct.

C-2.

C-.

Definitions and description of the dimensions

Visioning (planning and specification)

. Target-setting ability
it et spe rget o] f 's te
[An organization requires people who base themselves on highdevel principles (largets),
clearly identify targets (points) that they (or their team) should reach, and present them
specifically.]
. Plannlng and organlzing ablllty
D " one 8
wte_ﬂmmum
(An organization requires people who use managerial resources and make and draft plans
systematically. That is, an organization requires people who set largets, determine priorities,
plan personnel, make action schedules, and make budgets and make timetables
appropriately.)
Commitmenti/responsibility (speak-and-act/fulfillment of the responsibilities)
Responsibility
Hi ¥ i renes
{An organization requires people who are deeply aware of their roles, remain aware of
themselves as parties concerned, and fulfill their responsibilities)
lndependence and selHallance
A A I R A
D.D.HJ.ELEQ.E
(An organization requires people who do not only follow thelr superiors’ instructions but also
make suggestions, provide assistance or agency voluntarily, and otherwise display their
voluntary spirit)
Decision-making/risk-taking (strategic decislon-making)
Dramng ablllly
(An organlzalion requlres people who solve problems. provlde and seek various ideas to
implement thelir challenges, compare, consider, and evaluate them, and come up with oplimal
plans (measures) according to the situation.)
Risk orientation
ility to calculate predicted r im at achi I
(An organization requires people who measure predicted risks in making decisions and who
dare to take some action in an attempt to obtain higher profits and results.)
Determlnlng ablllty

n lear

(An organization requires people who express a conclusion one has selected on one's own to
'the other party and people inside and outside the team in a distinct and firm manner whenever

necessary.)
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D-2.

E-2.

Quick action (quick decision/quick implementation)

. Quickness (agility)
[

(-] k Ityati i a
(An organization requires people who respond agilely to members’ statements and moves and
changes in the situation, react cleverly to varied information, and act speedily.)

Adaptablmy
ll

()
it h
(An organlzallon requires people who correct their own ideas, statements and moves flexibly

according to changes in the situation and various trends in the other party and who lake
higher-adaptability actions to fulfill their objeclives.)

Challenge/innovation (challenge/self-innovation)

. Braveness

ility to tackle di ties bol
(An organization requires people who face voluntarily, and act boldly in, a difficulty, resistance,

or other strange situation they have no experience.)

Relorm orlanlalion (Innovallon)

(An orqanlzallon tequires paople who accept varlous external and lnlernal changes positively
in making decisions, and make innovalive approaches lo their tasks and missions in new
different ways without being contented with the status quo.)

. Empowermenyteamwork (use of human resources/supervision)

F-1

F3.

Cloul (tnlluence)

en_mummmmmmnmmumms_

(An organization requires people who drive individuals or their group In the direction of the
targets to be fullilled and who can have other people accept their own thoughts and
approaches and lead them to resulls.)

. Empowerment ability (motlvatlng)
o i

stance
(An organization requires people who constantly encourage and support the members and act

positively to motivate the members in order to help them improve their skills and abilities)

Resource-using ability (organizing)

Abllity to exam acliv agerial resourc ide the team
{(An organization requires people who examine carelully the managerial resources (humans,
commodities, money, information and other resources) in and oulside the team and use them
more effectively in order to fullill their (and the team's) objectives. That Is, an organization
requires people who delermine priorilies of use, redistribute the resources, and make budgels

posilively.)

-35-



G.

G1.

Open mind (receptiveness lo diversity)

Orlenlauon loward dlﬁerent culluras (recepllveness) (valulng dlverslly)
It nd vari

nd collab 8re 8s an
(An organlzatlon requlres paople who tespecl the vlews Ideas, and values of the members
and people in and outside the team in making decisions and cooperate and work effectively
with various teams and people having different styles, abilities, and ideas.)
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