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Mobilizing our Diversity & Inclusion Ecosystem
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D&l Ecosystem: Mobilization Transit Map
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Network path and complexity
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Step 1. Position TMN leader roles as high impact
development opportunities

Strategic and intentional use of talent data to match leaders with
opportunities to:
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Develop new skills through powerful, experiential development
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development
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Source Talent } Develop Talent

Key considerations in the
sourcing process include:

A Diverse slates

A Organizational needs
A Individual interests

A Development needs
A Career goals

Select talent for experience
based opportunity or role:

A Non - profit board service
A TMN Leadership Role
A Diversity Council Leadership Role

A Special project or assignment
A Open executive/senior leader role
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Step 2: Develop leadership support framework

Match Talent &

Opportunity

Consult with
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Strategic partnerships with

Development support
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High -touch
support
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Support toolkit with
guidance for priority
roles

A Peer partner

A Check-ins

A Consulting support
A Feedback loop

A Role exit
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Self-service
support

Self - service learning

site with resources

A Getting started

A Key skills

A Common
challenges

A Policies

A Role exit

\_

Follow -up

P—

Well managed communications

A Measurement,
tracking, and
reporting

A Evaluation of
the experience

A Leveraging
experience in
primary role(s)

Diversity & Inclusion, Government & Community Relations,

Business Unit

talent managers




Step 3: Build self-service support site

A Provides information on D&I

Considering Strategy, TMN program,
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Leadership link to on -line nomination
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Considering TMN Leadership

A What do | need to consider about TMN Leadership?
A TMN Leader roles
A How do TMN leaders get nominated selected?
A Is TMN Leadership a fit for me?
A Making a TMN Leadership Commitment

What do I need to consider about TMN leadership?

Welcome »

Nonprofit board representation®

Common responsibilities of TMN leaders

Each TMN leader role has unique requirements. Here are some of the most common

Team Member Network 4
leadership
Individual and team 4

wvolunteering activities

that you are likely to encounter.

‘ Click each tab below to reveal mors information.

Personal interests and skills self-assessment

(for TMN leaders)

Is there a network you haw a connection to or an affinityfor that of
Check the box below vith the rating that best represents how you i

| Business plan | Finances | Guidelines & policies | Meetings | Commitment -

Skills Iwant to build

Are there particularskills that you would like to build? Check the box below with the rating that best

represents how you feel about eachskill.

4=

Asian

d customer insight

represents how you feel about exchskil.

2 3 4 5
i atall, 2= 3 =neu
4= interested, 5 = very interested in building kills I have to offer
AccountingfFinance i "
#re there that ou can offer 3 netvork? Check the box below vith the rating that best

1
tral,
SiaciAbcan Araricen Brindmpitinen old = ERENERE
t@ —— T O q n::::;im:;.l. neutral, 4 = moderately skilled,
- Accounting/Finance )
Career & Development site . L . . . Gay/Lasbian/Bi-S exual/ Transgender Ceronneinity. dedslopirnt O Ol0I0I010
A « Support Enterprise TMN in establishing and implementing the annual business plan to gy i Gaora oOlolo[o]0
iDevelop site Letin Diversity and inclusion personal journay Old J|INO)
" drive our Diversity and Inclusion strategy. rand reputation
My Volunteer Time site [e][e][e][e][e)
« Inspire and motivate TMN members to actively participate in achieving TMN business Middie Eastern Event planning O C - e el[e) O relle)
plan. 217
. My Generation ] i d ermpl =
« Seek opportunities to collaborate across TMNs. 5 o TResIoR endlronmantand eploy & engagsment O el [e)[e)[e)[e]le)
Native Pecples Influence management O Diversty and inclusion parsonal journey C’ [@) O
Wells Fargo Development Plan form Veterans Leading a volunteer group O Event planning O (:‘ (@)
Women Marketing O C Inclusive environment and employee engagement [@) [e][e]
Py —— ol (o] [o][e)
Leadng a volunteer group [@) [@][e]
Talent development and professional growth O C
Marketing o O O
Tearmwork O C e p—— o) elle]
Other: O |(Q [Fen deveiopment and professionsl orowth [@) [e)[e)
: " ) . Tesrwork O O (&]
Rating gnal: Look at the skills you marked with a “5.” Are there 2 3skills e, C oo
Lo y o ] r ) olle)

Rating goal: Lok at the sk you rmarked with

Are there 2 3skills that you vould like to




TMN Leader

A
A

I Guidelines and policies
I Common Challenges 1 kg TN s il o i ot
I Resources for TMN leaders o —

Getting started in my role
Executing effectively my TMN Leader role

I Key leadership processes (e.g., annual plans, succession)
i Skills for network leaders

A Engaging in courageous conversations, Influencing
others, Presenting effectively, Promoting D&I, Coaching
& Feedback, Motivating & Enabling —_

Common challenges I may encounter. . .

[Cludteadl blus Bar belowto leam more about a challenge. |

[+] Ensuring eventparticipation

[ Including TMN acfivity in my per formance objectives or developmentplan

Planning my development
Closing my TMN leader role

[+] Recuiting event volunteers
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Planning my development
Competency assessment

Interpreting your self-assessment...
com petencv self-assessment: Yaur gaal iz la [ind davelapmenlapparlunilies Lhal align yaur Campelance, Raxsian, and
iganizalanal Needs, yaur Snwveéet 3pat. Use Lhe chail belaw la pck Lhe campelencies
Manager yau! peizanal davelapmenl,
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Key players to ensure success

Executive Advisor ’

D&I Advocacy L
Outcomes Communications

TMN Name
President

Marketplace
Advocacy

Team Member
Finance Chair Outcomes

. Outcomes . Chair
Chair Chair Chair
Optional ELT Roles
Her(l:lll:ership &
. . te
— Vice President o Deval%?amrent
Chair
— Admi‘r:f.:til;ative — Region Chair
TMN Name
Chapter Chair
Ally | Technology
Ambassador Chair [ | | |
Team Member Marketplace D&I Advocacy Communications
Outcomes Chair Advocacy Outcomes Chair Chair
Outcomes Chair
Optional Chapter Roles
— Co-Chair — Technology ~— Finance Chair
Chair
- Adm"':';':‘?ﬁ"‘ ——  Events Chair — Chapter Advisor
Membership &
Ally Chapter
Ambassador ] Dovzl:%imont —ER Lisison
air
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Dual Advisor structure

Responsibilities

m 1 of Segment, A Evangelist: Champion , advocate
O O 1notof Segment and broker for the TMN and is fully
@ @ engaged as an active, committed
partner
Benefits of dual advisors A Innovator: Energize and provide
i counsel to Enterprise TMN leaders to
A Assist the TMN |eaderShip and members to better enhance performance’ engagement’
understand Wells Fargoo6s busines heid-accsuatabie ard drive business
management 8s expectations impact
A Ensure TMN Iinkage and access to Wells Fargo A Strategic * Provide management
management perspective  and insight into Wells

. ing diff back q _ q Fargods business i mper
A Bring different backgrounds, experiences and resources management expectations and

to enhance t_he advisqr rolt_a and contributio_ns to the corporate culture
TMN, especially the diversity and leadership
development of Advisors and TMN leaders A Mentor and Coach : Actively

. N . participate in  talent development for
A Share responsibilities and accountability for the success the Enterprise TMN leadership

of the network including selection, coaching,
mentoring, development and

A Cross-mentor each other and increase learning about . :
succession planning

diversity leadership

Lead self : Take personal
responsibility for developing own
diversity and leadership skills

A Ensure the Advisor team has knowledge and
understanding of the TMN members
unigue needs

A Provide the opportunity for leadership and diversity
development to a broader base of executive talent




Key Offerings

I 2T V
D&I/ERG
Strategy

customized
offerings are

developed to

_ Executive
most effectively Team
enact
organizational D&l

. Training
change, with
embedded
change
management
best practices Leadership

Develop

throughouit. ment

Providing strategic planning suppordBC can develop strategies for companies just
getting started, or review and refresh existing strategies, all with a-$tep change
process This includes D&l Council support, as well astereind ERG/BRG strategic
programs. Our ERG expertise is broadly acknowledged; ouregeitded whitepaper
can be foundhere.

Coaching and consultindBC can work with your executive team to encourage greater
involvement and sponsorship, promote the business case, elevate diverse talent, and
deepen understanding. Consider providing them with Byecutive Sponsor white

paper.

Designing or updating Diversity and Inclusion and Unconscious Bias traidBg:has
extensive experience designing and delivering awareness and skill building programs f
managers, and for entire employee populations, both in the classroom and via webinar

Providing spotlight learning and external speakedC delivers talks and presentations
onworkplace trends including Gender, Ethnicity, Generations, LGBT and Allies,
Disability, and other emerging definitions of diversity, including diversity of thought and
communication style.

Delivering leadership trainingWith our particular focus on high potentials, JBC can help
young leaders develop their critical ability to lead in a mgétherational, virtual, and
fast-changing workplace.
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The Challenge of Transformation

Executive Sponsorcan be catalysts, guides, and champions of the changes.

ﬁ
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0

It is through honest selfeflection and willingness to change that organization:s

will be able to access the untapped innovation that already lies within.

ERGust demonstrate
their value proposition to be
taken out of silos and
embedded throughout the

organization.

COMPANIE$nust look at
their old ways of doing
business and take advantage

of missed opportunities.
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Our experience suggests that Executive Sponsors
are the single most under-utilized resource
within ERGs

Sponsor ¥ Organizational

Uncertainty Ambivalence
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Lead Like the Business Leader You Are

Utilize the leadership
skills and business

business competency that got you
to where you are.

Run it like a

What makes executive sponsorship different?
A Inclusive leadership amplified
A Voluntary workforce, motivated by personal passion

A Deep subject matter expertise, in need guidance in translating to
business results

A Too often characterized by lack of clarity, structure or accountability
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Exploring Five Key Roles

Strategist
Evangelist
Innovator

Broker

Mentor




