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THE WELLS FARGO APPROACH

By Mary-Jo Gagliardi
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For companies today, talent management is more
than just arming jj^çloyees with the skills and
knowledge to do a^KÍb's about cultivating a team
and developing its leaders within an organization.
Mary-Jo Gagliardi, head of Human Resources at
Wells Fargo Capital Finance, gives us her take
on this concept and explains what steps Wells
Fargo Capital Finance is taking to develop and
empower its team.
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Ensuring the right people are in the right

jobs and are doing the right things. Sounds

simple - almost easy - right? Well, for

businesses it is a constant balancing act.

With the business environment constantly

changing, financial performance pressures

mounting, regulatory oversight, and com-

petition for top talent, this concept is more

important than ever in financial services.

There are thousands of articles that

speak to the "special sauce" that makes

a company successful, and it seems that

Wells Fargo & Company is doing something

right. For its June 25 cover story, "The

World's Most Respected Companies," Bar-

ron's magazine ranked Wells Fargo 27th -

the highest among banks — moving up 15

spots from 2011.

Every year, Barmn's examines the

world's 100 largest companies by market

capitalization on factors including man-

agement strength, business strategy, ethi-

cal business practices, competitiveness,

and revenue and profit growth. Barron's

and its research partner. Beta Research of

Syosset, NY, surveyed 116 money managers

at firms large and small in late May and

early June (Barron's).

In the story. Wells Fargo CEO John

Stumpf is quoted as saying, "When you

keep the focus on customers, the results

always follow. We know that by doing the

right thing every day for our customers,

communities, and team members, we'll

continue to be the kind of company people

want to do business with and invest in "

It is no surprise that John Stumpf

included thatdoingthe rightthingfor

team members every day is what makes

Wells Fargo successful, as talent manage-

ment is a top priority for leaders. As is

probably true for most of our competitors.

Wells Fargo Capital Finance continues to

face challenges related to talent acquisi-

tion, moving the needle on diversity, and

managing risk — both core credit risk and

reputational risk. At Wells Fargo Capital

Finance, our human resources team

leverages its collective experiences and

knowledge to engage our leaders in the

acquisition, training, development and

retention of key talent to achieve business

results. However, at Wells Fargo Capital

Finance, managing these challenges comes

back to what we believe is the "special

sauce" of having the right people in the

right jobs doing the right things.

Wells Fargo Capital Finance Chairman

and CEO Henry Jordan was quoted in The

Secured Lender's May issue titled "Asset-

Based Lenders Speak Out" as saying, "It's

important to put trust in your teams and

enable them to do the right thing for the

company and our customers." Jordan goes

on to say, "I also believe in creating a col-

laborative and open culture. I encourage

open and honest communication across

both Wells Fargo Capital Finance and Wells

Fargo with the goal of fostering behaviors

that serve the needs of our customers. At

the end of the day we do our best to help

our customers succeed financially, regard-

less of where in the bank those solutions

are located!"

Hiring the Right Peopie

While Wells Fargo Capital Finance has

maintained singie-digit turnover and a

strong preference for hiring and promot-

ing from within, it is the constant focus

on creating opportunities for team

members through product expansion,

promotions and the focus on continued

learning that keeps team members

engaged and challenged.

When Jordan was asked by The Secured

Lender for the article, "Asset-Based Lenders

Speak Out", what he liked most about ABL,

his response was, "The people....we have

created an environment of mutual trust

and teamwork. Because of the high caliber

of our people, we have continued to inno-

vate and provide the best lending products

to our customers and exceptional returns

to our parent. Wells Fargo & Company"

Investing in people is a key driver of

success for any organization. Some sug-

gestions to consider: creating an entry-

level credit training program as well as

instituting programs that aim to assist

your company in acquiring, developing

and retaining future leaders through early

exposure to technical and analytical skills

in credit managementand underwriting,

and exposure to all aspects of the business.

In the Right Job: As referenced in the

Barron's story, the success for Wells Fargo

depends not only on the value we offer our
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customers through our financial products

and services, but also on the knowledge

and skill of our team members.

Developing the knowledge and skills of

team members within a large and diverse

organization is no small task. In 2012, Welis

Fargo introduced new key competencies

for managers and individual contributors

with the launch of the Wells Fargo Compe-

tency Framework to ensure we continue

to focus on developing our team members.

Developing and nurturing the team that

we have continues to be a key factor in re-

taining key talent within the organization.

An important factor to our low turnover

is developing leaders within our organiza-

tion and promoting within. Employing

Wells Fargo's Leadership Model offers a

simpleyetcomprehensive way to define

what it takes to be successful at Wells

Fargo. This model empowers the team

member to iead him or herself, lead the

team, and lead the business, whiie aiso

allowing the team member to take owner-

ship of his or her development. This model

applies to everyone, regardless of line of

business, job title, roie, or ievel.

Our new approach to leadership and

professionai development helps develop

and empower our workforce by focusing

on the skills, knowiedge, and personal

characteristics that outstanding perform-

ers demonstrate more often, more skill-

fully, and with better results than average

performers.

The ideai approach to career develop-

ment blends experiences, relationships

and feedback, and programs and courses,

which allows the learning and deveiop-

ment to happen in a variety of ways and

supports different learning styles and

methods of delivery.

Doing the Right Thing

At Wells Fargo Capital Finance, Jordan

has worked hard at creating a culture of

mutual trust and teamwork, and he dem-

onstrates this each day by motivating and

inspiring his team through asimple email.

For the past 12 years, Jordan has begun

each business day with his"Thoughtof

the Day," which isaquotefoiiowed by a

few words of his own that is distributed

to each of Wells Fargo Capital Finance's

roughly 1,700 team members. He keeps it

simpleand hedelivers it every singie busi-

ness day, which has become part of the

special sauce that makes Weils Fargo Capi-

tal Finance successful. One of my personal

favorites: "Opportunity dances with those

who are already on the dance floor."—H.

Jackson Brown, Jr. And, followed with a

comment from Henry: "P.S. Stay focused

and take advantage of all the opportuni-

ties you discover!" While this is a reiativeiy

smai i action, it has become one of those

ingredients that makes the culture at Wells

Fargo Capitai Finance unique.

Because the types of businesses served

by asset-based lending are highly diversi-

fied in geography, industry and size, we

employ team members throughout the

world. Creating a cohesive culture across

the various time zones can be challeng-

ing, and our ieadership combats this

challenge by focusing on one relationship

at a time. One longstanding tradition at

Wells Fargo Capital Finance is that Jordan

ieads quarterly road shows where he visits

Wells Fargo Capital Finance offices and

hosts a town hail-type forum. During these

road shows, Jordan shares the financiáis

and general business updates, as well as

presents quarterly and annuai awards to

individuai team members. This effort helps

share our values, including diversity and

inclusion, across the asset-based platform,

as weli as reinforces the openness and

transparency, which is part of the culture

of Wells Fargo Capitai Finance. The Wells

Fargo values are also intentionally woven

throughoutour professional deveiopment

suite of offerings, reinforcing the impor-

tance of living our values and working

together to build an inclusive cuiture.

At Welis Fargo and within each iineof

business, including Weiis Fargo Capitai

Finance, culture is about who we are,

where we are headed, and how every team

membercan help usget there and share in

our team's success. We're one of America's

largest financial institutions, and have a

significant internationai presence. We're

one of the world's 40 largest employers and

America's I2th-iargest private employer

(Weiis Fargo Vision & Values), with 275,000

team members. Our stock market value

exceeds $175 billion as of 6/30/12, making

us one of the world's 35 top companies in

market value (Weils Fargo). Forbes ranks us

among the world's top 50 companies based

on a composite of sales, assets, profits and

market value. (Forbes, 2011) We're in the

top 20 among all U.S. companies in profits

and market value [Forbes, 2011).

These are impressive statistics and

can be a bit daunting at times. Everyday

we try to keep it simple and develop one

relationship at a time while focusing on

the core of our vision - which is the char-

acter of our company in action: We want

to satisfy aii of our customers'financial

needs and help them succeed financially.

All whiie ensuring we have the right people

in the rightjobs doing the right things.

Sounds easy, right? TSL

Mary-Jo Gagliardi leads Human Resources for

Wells Fargo Capital Finance. She joined Weiis

Fargo in February 2002, and was named direc-

tor of Human Resources for Wells Fargo Capi-

tai Finance in 2005. She holds a bachelor's

degree from Providence College and a master's

degree from Boston College. Prior to her time

at Wells Fargo, Cagiiardi was a senior associ-

ate at Korn/Ferry International, and from 1993

to 1999 she was a human resources manager

at Fidelity Investments. She and her famiiy iive in

the south bay of Los Angeies.

Wells Fargo Capital Finance is the trade name

for certain asset-based lending, accounts

receivabie and purchase order finance services,

and channei finance services of Weils Fargo &

Company and its subsidiaries.

The opinions expressed in this document

are general in nature and not intended to

provide specific advice or recommendations

for any individual or association. Contact

your banker, attorney, accountant or tax advi-

sor with regard to your individual situation.

The opinions of the author do not necessarily

reflect those of Weiis Fargo Capital Finance

or any other Wells Fargo entity.
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