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The Challenge

A Key Priority for

Workday: Accelerate
Profitable Growth by
Executing with Speed
and Agility




The Challenge

Leavers are 3X more
likely to be disassified
with growth

000
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Priorities for our Workmates

Career growth, Development and Performance
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Talent Philosophy Background

To drive growth, strengthen culture, and maximize performance, we needed toefresh how we
describe our values in action and to define an enterprise Talent Philosophy that translates
our values into how we treat and manage talent at Workday.

SN,

Maximize Talent
Investment

Workday's investments in talent
represents over 70% of our
expenses annually, yet we lack
clear, shared and explicit guidelines
for moving the needle on critical
outcomes for attracting, developing,
retaining and maximizing the
performance of talent.

Create
Consistency

With over 42% of employees joining
since the start of the pandemic, we
risked an ‘accidental” culture
(or subcultures) to creep in, creating
misalignment in how we work
together fo achieve our strategy

globally.

Sustain
our Culture

Our Core Values are enduring,
defining the first principles of
Workday. However, the business
context around our values had
changed dramatically since they
were created in 2016.



Talent Philosophy Dimensions

£ .
I‘IHH Performance Accountability

Consistent

Equitable
Scaleable

1

000 Differentiation Development

rr1

A P

(0°() Transparency Behaviors

Workday Confidential



Our People
Commitment

Driven by Values

Invested in
Workmates

Powered by
Performance
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3 High-Impact Talent Practices

Assess
Performance
& Potential

To guide feedback,
differentiated rewards
and opportunities
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Consistent
Equitable
Scaleable

Set Goals

Drive transparency and
accountability through
high expectations and
clear goals

Frequent Check-Ins
Provide direct & transparent
feedback and coaching on
goals, development & behaviors



Workday’s Talent Cycle FY26
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Goals



POINT OF VIEW

Goals underpin
performance and
drive clarity by
defining the desired
result and setting the
standard for success.
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A Well Written Goal

Drives Clarity in 3 ways

]

O —
[ & w

O d

Outlines what someone’s Brings clarity to why the
expected to deliver goalis important
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@

Outlines how the goalwill
be achieved



Driving Adoption: Workmate & People Leader Enablement

Intranet content and On-Demand Workshops connecting Goals to OKRs and vice versa!

Your day to grow

Goal Setting at Workday

On-Demand Workshops

& Workaay

Goal Setting at Wo...

Orof,. Why are goals important?

Welcome -

Goal setting > T

Example of a Well
Written Goal

WHAT

« Ensure 100% of open.Jiras for the tap 300 ACV custamers
wi rfived, prioftized {0 a future release,
2.

triaged and e

1 will ovarsea tha triage of 100% open
Jiras for the top 300 ACV customers
before O3, dispositioning them to a
status of either closed or prioritized to
afuiure release, because it will
ensure that the needs of our key

@ weicome! o  thaen A
customers are met promptly & drive
- KNOW @ oneword Viewall m WHY customer satisfaction and operational
& What's Changing in FY26 * To drive aperational excellence and enable Warkday efficiency. | will do this by executing a
© Goal setting 7 mers and thew emplcyees 1o teive in e tace of the oot causs analyala for recuring

d the-entarprise.

« Goals are a required action: apicily o g nature of employ

Goals are key to success in your fole, having successful check-ins, and

countability, connecting your

work 1o the compary strategy. Clear goals drive alignment on
feedback, and for

Workday has a strategic framework to guide priorities and alignment

Atleast T active goal in WD
Quarterly reminder in WD to
create or update goals

- New org alignment field to
connect goals to a WD SGO
Gategory field is no longer
required & will not include

career growth. They provide focus and a

Our mutiyear strategy drives our vision. Strategic Growth Objectives
(860s) are the year's top prioriies, quiding team objectives and
FYQxtags individual contribution goals. Learn more about our company strategy,
priorities, and progress on the strategy hub

® on-Demand Workshops
What you need to know about goal setting

Explore
more on goal
setting in our

on-demand
course!

people leaders during check-ins.
« View or edit goals by visiting My Gonts
+ See Workday's Talent Cycle for dates.

Strategy Hub on Horizon

Check-Ins at Workday

Powered by Performance

PLAN

Goal Setting FAQs

Create effective goals

Goals should focus on your most

Goals are ongoing.
impactful work.

When creating individual goals, it As bu needs change or
important to ensure that your delay, s0 will a goal. Workmates
goals support our company-wide  should adjust in Workday as
SGOs, functional OKRs, or team needed and check-in with their
objectives people leader

Workday Confidential

Goal Setting at Workday « Every Workmate is required to have at least one active contribution goal in Workday at
all imes. Typically they will have up to 5 high-level goals during the year.
Intro 0 OKRs = Tobe active, a goal must be listed as "IN PROGRESS” with an updated Due Date in
Workday.
« Not completing this requirement i a failure o meet role expectations and impacts.
reviews. Learn more about Required Actions.
* Additional Resources - Goals can be set for a quarter, multiple quarters, or annually and will be reviewed by

ion Goals

Goals and development items are
‘equally important but different.

Contribution goals are all about
work delivered. Development items

are focused on individual growth

and development. Read more.

O Goal Setting Overview

O Workday SGOs

"0y : %
O Individual Goals Uryy,
Pory %, Growt®
O Contribution Goals e:"b%' Q;:‘““‘“,“t
O What makes an oo, o o

O Process Flow

O Goals vs Dev Items

O Awell-written goal

) Examps + Practice

Example 1

@ Workeay o

Goal Setting: Company and Functional
Level

@ Goal setting

@ Goal Setting Overview
AtWorkday, we have a clear company vision to capture the opportunities ahead: To move
businesses forever forward, elevating humans and supercharging work by giving organizations
the power to transform how they manage their people and their money.

Workday 5G0s
© indviduai Goats

So how do we achieve this vision? By executing against our company strategy — where every
Workmate plays their part. Review the graphic below.

© Contribution Goals

© Whatmakes an.

s Flow

From strategy to execution

vs Dev ltems

© Awellwritten goal

Vision & Strategy
D Examps + Practice
© Exampie 1 Strategic Growth Objectives (SGOs)

e ”

© Example2
© Exampies

@ Leverage Alto Help.
© Nowits your turn

ot feedback

HOW
* Byconductinga oot
track progress throug
comective actions to reduce the ocourrence of simi

the future

anthiy reviews, and imple

analysls for reourring issues,

issues, measure progress threugh
monthly reviews, and implament a
Pprocess impravement plan to reduce
the occurrence of similar Jiras in the
future.

Al Prompt Guidance

Leverage Al to Help You
Write Your Goals

Workday offers Al tools like Google Gemini to help you create actionable goals.

To get the most out of Gemini when creating actionable goals, try these:

1. Refine a broad goal using the “What,
why, and how” framework:

For example, "I work in P&T at Workday and
want to launch a new product. Use the what,
why, and how framework to create a more
specific goal for me.”

3. Get Gemini to help you demonstrate
how your goal supports a specific SGO
functional OKR, or team goal

Enter your new goal into Gemini and ask:
“How does my goal support “enter the SGO,
OKR, or team goal you feel your goal
supports.”

2. Review the response Gemini provided
and structure your goal or provide more
context if necessary.

The more information you provide to Gemini
the better the result will be.

4. Create a stronger what, why, or how:
Provide your refined goal and ask Gemini
how | can strengthen one of these 3
attributes. For example, “ My goal is:

What: Launch a beta version of a new talent
management product

‘Why: Strengthen Workday's position in the
talent management market

How: Research to validate the product idea
and identify key differentiators.

Ask Gemini: How can | strengthen the
“what” even further?




Driving Adoption: Contribution Goals in Workday

In-box “To-Do” Task and Custom Business Process Notification

= MENU w Q Search

(=) MyTasks . < Search Results o

Q goal x '»

$18 Advanced Search

All ltems

(©  saved Searches v
Goals: « :

S Filters v

[E  Archive

B sukapprove

8, Manage Delegations

Quarterly Goal Planning: Set Your 02192025 ¢

Y & 1 created o200

Complete To Do Quarterly Goal Planning

Overall Process ~Set Your Goals:
Overall Status I Progress
Instructions et your goals for success! Clear goals help us align on expectations, feedback, and

development, so you can perform at your best. You'l review these goals with your
people leader during your next checkin

Use the "what, why, and how™ goals and

‘Alignment to connect your goals to Workday's SGOs. For detailed guidance on this
framework and instructions on how to navigate goals within Workday, visit the Goal.
Setting page.

When finished, select “Submit" to clear this task. Unsubmitted tasks will be

11PMPTat the end
My Contribution Goals
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It's time to set your goals for the new quarter!

Setting and tracking goals creates focus and accountability on what matters
most, connecting our individual work to our company strategy. Clear goals
drive alignment on expectations, feedback, and development—empowering
you to perform at your best. Leamn more about Goal Setting

All Workmates are required* to set and track goals in Workday. During your
next check-in, you will review your goals with your people leader.

Key Actions for Goal Setting

«  Align with your people leader on individual goals specific to your role
« Connect your individual centribution goals to a Strategic Growth
Objective (SGO)
« Be sure both you and your leader have clarity on what is expected and
what success looks like
« Ensure your goals are up to date and relevant:
o Add or update existing goals by March 31
o Archive historical goals to streamline your view and remain
focused on current objectives.

Development Items

What skills or knowledge could enhance your performance and help you reach
your goals? Discuss development opperiunities with your people leader and
add them to Workday to track your progress. Learn more about Development
ltems.

*Goal Setting is a Required Action at Workday. Not completing this
requirement will be considered a failure to meet role expectations and will
impact performance assessment. Leam more about Required Actions
Click here to view the notification details.




Driving Adoption: Contribution Goals in Workday

Org Alignment to Company Objectives

Create Contribution Goal X

Use the “what, why, and how” framework 1o creste your goals. Visit the Goal Setting page for more guidance and to review
examples.
Quick Tips:

- Resuhts: Summarize the goals strategic outcomes that contribirte 1o your teamis success.

- Status: Update each QUArter 10 track your progress Towards completion.

« Category: If spplicable, select the category that best aligns with the gosl

- Organization Alignment: Use the Organizztion Alignment field 1o connect your goal to  Strategic Growth Objective.

(SB0). Type SGO inthe search box 1o advance 1o the list of SGOs

Conribution Goals  Checkins  FeedbackReceived  Feedback Given  Education  Achievements

e

Onice submitted, both you and your peopie leader can view or edit these goals &t any time by visiting My Contribution Goals.

Org Alignment Dropdown:

Organization Alignment

~ InProgress
Contribution Goal Details  Additional Details ki s W e
Search Results
Dueoae Ovemte DueDate Due e
Contribution Goal * | Nermal ~| B u A = o I m = T & o B B o
Ongaization Algrnent Ongaizaton Algeners Organzatin Algnment Ongaizan Asgnmert
560 Wormae Sals % 550 Opeae tsole B 560 Workmte S 12 SG0: Operate at sl as an At
campany company
o Gy o Coesoy
i g Cotegory - P
2
Resuts Mol N .| A it Contribution Goal Edit Contrbution Goal it Con Edit Contribution Gosl
ormal - ul A
2
Status * | select one
Category |

Due Date

*

MM/DD/YYYY (5]
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Driving Accountability
Workday Reports & Dashboards

. At A Glance Detailed
These four elements must be in place for

a System of Accountability B
to be effective.

100.0%

Awareness
A I'I.'|':I.'|I.|r my Qoo

I'ma
| am enobled and empowersd o oct
Performance

Assessment
| tave fopdback on how | am dang

ritealail

22

Wanager

ran Has Active Goals. Does Not Have Active Goals.
Budit = Employees wih Actve Gaals o EE=
| gEperisnce relavant Consequences % Employees with Actve Gosls 5437 v Sy -

Count 3 Comt % Coum

a2@a= .20
a




Check-Ins



Workday’s Check -In Cycle

Check-Ins are designed to align on goals, expectations, skills and supportneeded.

CHECK-IN (Q1)
April 1 -30

Check in and review Annual
Compensation Rewards

CHECK-IN (Q2)
Ongoing All July 1-31
Year:

Give, Seek, Receive
Feedback

Workmate & people
leader 1:1s

CHECK-IN (Q3)
Oct 1 -31

Checkin Conversations and o \ During each check-in share

CO developmentupdates and
M feedback both ways

review Mid-Year Compensation
Rewards

Workday Confidential



Check -Ins

A Look Back O A Look Ahead

Align on contributions O Align on one skillto develop
Feedback Align on goals for next quarter
Goals achieved Development plans

o o | " O- o
Notifications — Notifications I‘ 'I m Notifications
=® ———

—A

Flow

Employee Completes

A Form routes to Manager to
check-in in Workday

Review, add comments and make
note ofhow employee’s
performance is trending

Live check-in Form completed by both
Conversation Employee &Manager

Workday Confidential



Simple Workmate Experience

Check-Ins are designed to align on goals, expectations, development actions, skills and support needed.

Workmate Check -in Form Question: Workmate Check -in Form Screenshot: (1 screen then submit)

Complete Self Perspective I+
Self Perspective: FY26 Q1

. Check-In: F Performance & Development
e Performance Summary: ckln .
Reflect on the questions below to prepare far your check-in conversation with your manager. Summarize your thoughts with a few key points in each section
e . 02/01/2025 - 03/05/2025
o Top 3 contributions etomance sumry
B e

« List yourtop 3 comtributions since your last check-in. Consider your progress toward goals, and achieved outcomes

O 1 -2 thlngS you Would dO - Identify 1-2 things you would do differently or approach in a new way.

Performance &

differently I Development et Sy

) ) - Describe one skill you plan to develop or build upon, and outline the specific actions you will take.
Review and Submit « Explain what support you need from your manager or others to achieve your development goals.

e Development Summary:

Tip: Select the light bulb icon for relevant skills and talent information. You can find skill descriptions on the Job Critical Skills or Core Skills tabs of your Workday profile.

o O ne s kl]_l you W]].l d eve lop or Select "Submit when you're ready 1o Share your responses with your manager. You are requirad o complete this form by 11 PM PT on the last day of the quarter.
build on and what specific
ac th ns Question  Performance Summary
o  Whatsupportdo youneed Employee
Aswer +| Mormal v | B I U |[A v iz p B~ ‘

from your people leader or
others? ‘

Question  Development Summary

Employee

Ansvier * | Normal v|lB I WA @R~ ‘

Workday Confidential ‘ 4




Embedded Analytics

View Job Profile Skills, Contribution Goals and Development Items within the Checkin Form.

Complete Self Perspective I«

Self Perspective: FY26 Q1
Check-In: H i

02/01/2025 - 03/05/2025

R)e

Performance &

Development
Review and Submit

Workday Confidential

%) Important Skills For Worker's Job

Performs corestis

Accoutability
Reflectonthy

Communication

Performance ©

+ Listyo
+ Identif
%) Worker's Contributions

Developmen
+ Descri Voder
- Explai

Tip: Select th

Select "Subm

Questior

Employ

Answer

Questior,

Emplo)

%) Worker's Development items
A swer

Viodker

Jab Critical Skils

Contribution Goals

Contribution Goal Saws Contribution Gaal Results Due Date Conmribution Goal Relates o Completed Date Last Updated

Deveiopment lems

Development fem Titie Description Start Date Completion Date Status Last Updated



Simple People Leader Experience

Check-Ins are designed to align on goals, expectations, skills and support needed.

People Leader Check -in Form Question:

Performance Pulse (not visible to worker):
How is your employee trending on performance
expectations year-to-date?

° Above, Meeting, Below, New To Role

People Leader provide performance and
development perspective to guide conversation.

Performance Concern Pulse (not visible to
worker):
Do you have any concerns about this employee's
performance?

° No,

e Yes and I'm alreadyreceiving support from

P &P
e  Yes butlhave notyetengaged with P&P

Workday Confidential

People Leader Check -in Form Screenshot: (3 screen then submit)

Complete Manager
Perspective

Manager Perspective: FY26
Q1 Checkeln: ..o oo

02/01/2025 - 03/05/2025

B &
Performance Pulse

Performance &
Development

Performance Concerns

Review and Submit

Performance & Development

Reeview your employee’s reflecti their ions and Cansider your ponse and the 10
summarize your thoughts with a few key points in each section.

Performance Summary

« Share your perspective on their key comtributions and their approach. Be specific: and provide examples

Development Summary

« Offer constructive suggestions for skills they can develop to enhance performance and support growth.
Tip: Select the light buib icon inthe left navigation pane to view relevant talent and skills information.

Visibility: Your employee will see your summary after you submit.

Question  Performance Summary

Manager Employee

Answer * | Normal vlTv|le B O | Answer

Question  Development Summary

Manager Employee
Answer * | Normal vlTvle = | Answer T:f‘z




Performance, Potential and
Calibration



Assessing Performance & Potential

Assess Assess potential Calibrate
performance P Workmates

Exceptional Year, . 9-box Talent Grid Reward & Develop
Enable in Role,
Successful Year, or Grow. or Accelerate Placement through Based on Talent
Challenging Year ’ Calibration Grid placement

Workday Confidential



Step 1: Assess Performance

What

Assess results delivered against
fiscal-year individual contribution
goals.

Goals &
Expectations

Exceptional Year

Assess performance against
expectations of the role, job
level, and in relation to peers.

Successful Year

Challenging Year

Values in
How Action
Assess the behaviors used to

deliver on goals and
expectations.
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Step 2: Assess Potential

Ability to learn and .
applynew skills and Ablllty

effectively take on Accelerate
more complex
concepts and tasks Grow

Enable in Role

The willingness to Aspiration Alignment

advance into a more
complex or expanded
role; taking initiative
to grow skills and
take on stretch
assignments.

Highly engaged and
committed to the
future success of
Workday and
sustaining the culture.
Workday Confidential



Step 3: Calibrate Workmates
9-Box Talent Grid in Workday with Distribution Targets

Targets update based on org size and are there to assist in differentiating talent as expected in our Performance and Potential framework.

Current Search

~ Management Chain

Wonda Workday
Phillis Peakon
Hank HCM

Frank Finance

Carly Career
Hub

|
O
]
[J  Teresa Talent
(]}
O
[ sally Skills

~ Supervisory Organization

[ HRforHR
| Workday on

Workdav
[ sales

~ Location

[ e oubimkings (5

[] usacaatanta (

> Management Level
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Excapticnal Year

ccessful Year

Su

Challenging Year

(7} Exceptional Year / Enablein . 1

A Bimemeefid Yaze § Erahla in

(11 Challansing Year / Enablein . 1

Enable in Role

>

@1

[C

(8) Exceptional Year

(5} Successful Year

(21 Challengina Year

Grow

Grow

[ Grow 1

&1

(3) Challenging Year /

r/ Accelersts 0

r/ Accelerate 0

Accelerate 0

Accelerste

Unplotted 26



Talent Insights and Reports

People Leader Dashboard

Bite-Size Guide

Qverview Hiring Effectiveness Rewards & Recognion

Supervisory Organization Glc

My Team's Last Completed Talent Summary

Wekar i b ok Profile

Completed Calibration Matrix

£ Exceptional Year / Enabla in Rale
ki 14
3 Successful Year { Enable in Role
2| e

h Enable in Rl
Not Shawn 12
Total 168
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Challenging Year / Enable in Role
a

Career Growth Agsass Talent Time &nd Absence
[renr e
e e e pheted 20
« = Plac ey Corachsd B Endrn

Exceptional Year / Grow
17
Successful Year / Grow

Challenging Year / Grow
4

Help Article

Exceptional Year / Accelerate
8

Successful Year | Accelerate

18

Feedback

Fill aut this sh

(=2 My Organization

Employes Datail Report for Paople Leaders

My Org Chart

Peakon Login

& Management Actions

Add Contribution Geal 1o Employees

12 Additional Reports

Comp Planning Diashboard

in Progress Calibration Detals

To make Objective, Data -Informed
Assessments, Performance data from
recent check-ins are accessible on the
People Leader dashboard. They can
review items such as:

e Time in Job Profile
e MostRecent:
o Talent Matrix Placement
o  Check-ins
o Performance Pulse
o Performance Concern
e Goals n CurrentFY
e Development Items
e And More!



Step 4: Take Action

Talent Grid placement helps guide
choices for:

e Development
e Feedbackand Coaching

e Internal Mobility or
Succession Planning

e Compensation

Investment

Workday Confidential




Development ltems

Development focuses on the skill(s) you can grow to increase performance in current role or prepare for a new role.
Track development focus and actions you'll take using Development Items in Workday.

8  sSuggestions for You
Plan

=
B  Explore

< Quick Links
My Gigs
Career Frameworks
Development Items
My Contribution Goals
Preferences
My Connection Preferences
Browse Jobs
Manage Job Alerts
Internal Mohbility Workspace P...

My Applications

Workday Confidential

Development ltem *

Communication

Additional Information

Format o B I U A . EE o "

I'm still working on communicating the Workday way but need to better embrace the cellaborative cul-
ture instead of being frustrated at what seems to me to be slow progress.

Skills to Develop

Skills drop down:

Search

By Category Group

By Category & Job Profile Skills

Skill Interests for Worker

Job Profile Skills

% In Progresa =

Status drop down

OO0O000Ogrl

Save the add/edit



Improving Talent Outcomes

Results:

e Improved goal setting—from 12% of employees
setting contribution goals to 90% with active
(current) goals.

e Improved manager-worker connection—from 74%
holding regular check-ins to 94%

e Improved perceptions of individual growth with
~35% decrease in the number of employees who
stated they were dissatisfied with their growth and
career path




Measuring Experience

Weekly surveys for all employees consisting of
four questions* - using question rotation
sampling algorithm

O Leveraging the standard engagement, wellbeing,
r“' and belonging question sets and True
__Q? Benchmark

— Several custom questions aligned to company
— initiatives and integration of acquired companies
E | |'|Q added

(o] “ZMIN

~ Previous ~

Senior leaders at Workday show that employee wellbeing is
important to them.

What is it that makes you feel that way? (optional)

Yes, | have seen several °

Click to
change

v Next question v




At work, | know what I'm expected to contribute.

| understand how my work supports the goals of my team.

| get enough feedback to understand if I'm doing my job well.

| feel that I’'m growing professionally.

| see a path for me to advance my career in our organization.

My job enables me to learn and develop new skills.

Either my manager or a mentor encourages and supports my development.
My manager provides me with the support that | need to complete my work.

Tracking Talent
Trends in
Peakon

. Job
NPS Region Org L2 Family

Location Org L3 Job Level Hire Date

Tenure

Workday Confidential



Thank You
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