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Communications Objectives

1. Help prepare the HR organization and the Indianapolis site to adopt changes that will come to our People Practices as part of the
People Project.

2. Reinforce training messages for people leaders to help them understand their role in driving the new behavior and process
changes that will occur as a result of People Practices.
3. Increase awareness and understanding among Roche Indianapolis employees about the new People Practices.

Measurement -- how will we know our efforts were successful?
1. Anecdotal feedback from HRBPs and super champions who are interacting with leaders, BSAs and employees.
2. Anecdotal feedback from business champions who are interacting with employees and leaders.
3. Amount of traffic at event booths (RDx18, RDCI Growth Conference, Forum lunch tables, Market Day).
4. Percentage of Indianapolis-based employees who've had at least one formal Check-In by May 1, 2018. (Comparison of Poll
Everywhere survey results at all-site town hall in November 2017 vs. comparable poll at all-site event 2018.)
Percentage of Indianapolis-based employees who have a profile in Workday by Oct. 1.
Percentage of Indianapolis-based employees who have at least one goal in Workday by Oct. 1.
7. Percentage increase in development-related GEOS scores from 2017-2019.
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Target Audiences

ThePeopleProject super champions
ThePeopleProject business champions
HR team members

BSAs

People leaders

Indianapolis-based employees

Field employees

Nooabkhowd~

Communications Timeline
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All employees Discover a March 26 email Discover a New Role | Discover a New Role Chris Bias Amberly Peterson
New Role
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QUESTIONS

e Why does the new tool live outside Workday and LSO?
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e \What do people get if they complete all workouts?
e \Why should they complete all and not just the ones they’re interested in/need to develop more?
e Discussion about making available (checking the box) and making mandatory

DETAILS
e Can sign up for weekly reminders of eight learning workouts
e Learning workouts are mobile friendly
e Options for managers and employees
e Cucumber videos (2)

IDEAS FOR LB 3
e Jack/Wendy/Brad tri sig email
e Wendy video
e Stories of people who are completing the learning workouts and gaining skills - show what good looks like, model
behavior
Slow roll out using technology (get weekly reminders)
Manager deck
All employee meetings/town halls
Emphasize profile completion benefits to employees
Series of emails over time (eight weeks, eight months) -- does this become too prescriptive and not employee led?
grab and go sessions for HR and business champions
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Key Messages:

FA

People Practices are defined as major processes that people at Roche experience (e.g. recruiting, onboarding, performance management,
talent management etc.). They are our approach to develop and reward people, and to build our organisation.

As part of ThePeopleProject we have been reviewing our traditional talent processes like performance management, talent management,
succession planning etc.

We decided to take a more holistic look at the various people practices and we noticed that historically we had thought of them in silos
based on historical HR approaches.

Going forward we want to think of them as integrated in these four areas or four leaves: Finding, Developing, Rewarding, and Building Our
Organization.

To be successful in these different areas, we need to have an “operating system” or practices that make them work together rather than in
silos. Those practices are Check-Ins and People Discussions.

Check-Ins are informal, high-quality conversations between an employee and his or her manager that are focused on what matters.

Check-Ins can cover any topic that is important. The employee and his or her manager decide which topic(s) they want to focus on during
a Check-In conversation. Either an employee or manager can initiate the conversation whenever they feel the need for it. There will be no
frequency prescribed. Documentation is not required.

Workday is our new global HR platform that will allow us to implement our People Practices. Workday will replace Taleo and CHRIS for the
following processes: recruiting, compensation (Bonus), performance management, talent development, succession planning,
organizational management, personal information and HR reporting. North America HR processes like payroll, time and benefits will
remain in CHRIS (SAP) until October 2018.

Workday will be open for business starting on April 25, 2018. At that time, you can add your 2018 goals to the system. Until then,
employees can use a PDF template to write and keep track of their goals. Use your Check-In to discuss your goals with your manager.
Pay, time and benefits functions for North America will roll out in October 2018.

What are the People Practices?
Our People Practices are the foundation of how we find, develop and reward our people and build our organization. The People Practices are
defined as the major HR processes that people at Roche experience (e.g. recruiting, onboarding, performance management, talent management

etc.).

Why are we changing them?
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Preparing for the implementation of our new HR system Workday gave us the opportunity to look across our people processes and gave us an
opportunity to modernize and improve our current practices. These new practices are designed to enable employees to grow and contribute by
putting their needs and our leaders’ needs at the core of our HR activity.

What is Workday?

Workday is our new global HR platform that will allow us to implement our People Practices. Workday will replace Taleo and CHRIS for the
following processes: recruiting, compensation (Bonus), performance management, talent development, succession planning, organizational
management, personal information and HR reporting. North America HR processes like payroll, time and benefits will remain in CHRIS (SAP) until
October 2018.

Each employee will have the ability to create a personal profile in Workday. This will allow us to centralize information shared by employees or
related to employees (CV, career and job interests, development needs and goals, potential and succession candidacies). It will be a central
component for many of the new processes and practices, fostering self-service and providing easy-to-access information.

When will Workday be implemented?
Workday will be open for business starting on April 25, 2018. At that time, you can add your 2018 goals to the system. Pay, time and benefits
functions for North America will roll out in October 2018.

Where should | keep track of my 2018 goals prior to the Workday roll out?
Set goals but don’t put them in CHRIS. Keep them off system. You can use the Goal Setting Template if you wish. In April, when Workday opens
everyone will enter their goals in the new system as one of the first activities.

What are the three performance management contribution levels?

We are moving from five levels to three levels. The new levels are Valuable Contribution, Exceptional Contribution and Greater Contribution
Needed. Employees who provide Valuable Contributions will be eligible to receive up to 100 percent of xxxxx. Employees who provide Exceptional
Contributions will be eligible to receive 125 percent or more of xxxxx. Employees who are assessed at the Greater Contribution Needed level will
be eligible to receive 0 to 75 percent of xxxxx.

What is the difference between the job profile and job descriptions?

How will someone nominate themselves for a succession plan?
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Will managers be able to see grade levels for employees who work outside of their areas to understand if they are a good fit for one of
their job profiles?

How will the merit recommendations be handled in the system with the new contribution summaries?

Is there a distribution curve? How will this work?

How will we ensure we have enough budget to accurately reward the exceptional contribution individuals with RAB?
Will manager recommendations for employees development paths and succession plans be visible to employees?
How will 1 over 1 approvals work in the system?

Will there be an approach outside the system as a work around for requesting new positions?

In the skills section of the job profile, will this be a drop down menu or free form field?
Can certifications be captured in the job profile?

Will the profile functionality be similar to Linkedin? Will employees be able to upload documents ( reference letters). Is there the ability to
"endorse" employees?

Will manager LTI still exist?
Will we really be able to award at the levels indicated on the slide?

Will the person asked to provide feedback know whether their feedback is going to only the employee or to both the employee and the
employee's manager?

Will DC or PIP would be linked to the performance rating Greater Contribution Needed?

If an employee changes his/her goal during the year, will there be any notification to the manager?
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What are Check-Ins?

Check-Ins are informal, high-quality conversations between an employee and his or her manager that are focused on what matters. Check-Ins can
cover any topic that is important. The employee and his or her manager decide which topic(s) they want to focus on during a Check-In
conversation. Either an employee or manager can initiate the conversation whenever they feel the need for it. There will be no frequency
prescribed. Documentation is not required.

Why did Roche introduce Check-Ins?

New business dynamics require acting in a fast and more flexible manner. So waiting to hold meaningful conversations just doesn’t work anymore.
One way to improve collectively and individually is through more frequent conversations that matter. Often, it is the short, informal conversation or
Check-In, that can be powerful.

What are the 4Cs?

The 4Cs are an abbreviation for the four areas that could be part of a Check-Ins conversation: Career, Capabilities, Contribution and Connections.
For all of the 4Cs there are guiding questions that could support an employee or manager in a Check-Ins conversation. It is not necessary to cover
all areas of the 4Cs in every conversation. Sometimes only one or two areas are relevant, and there are other times when an employee needs a
conversation of further areas.

The 4Cs help employees to thrive in a complex and competitive environment by looking at what is need to effectively deliver immediate work,
discover and develop for future opportunities, expand connections for purposeful collaboration and how to make a positive impact on patients.

Capabilities
Career
Connections
Contribution

What is the difference between the new concept of Contribution and the performance discussion we have today?

Historically, Roche has evaluated the What and the How to determine performance success. With the new focus on Contribution, the intention is to
build on our foundation and add Impact. The focus is on how we can work together to have a bigger impact on patients’ lives. The impact may be
on the organisation, team, matrix and/or patient. The combination of the three components (what, how, impact) results in the overall Contribution.
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