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Our HC Capability Building offering

Catalyst

The Challenge

People strategies have become more complex over time and
require effective HR skills to design, drive, influence, manage and
measure strategic people projects to enhance performance.

Catalyst Focus

We consult with leaders to align strategies, structures, systems and
capability of the HC function to enable strategic value and business
impact.

Catalyst Offerings & Tools

* HC strategy, structure & capability building
* Employee experience journey

* HC capability assess & develop

* HC process streamlining and digitising

* HC toolkits for HR & leaders

* HC data & intelligence



Our HC Capability Building impact

PURPOSE OF HUMAN CAPITAL

The Human Capital function’s purpose is to optimise the value and minimise the risk across the
HC value chain and to enable business results. This can include:

Strategic roles: strategic alignment, ensuring current & future talent and skills; culture,
leadership, transformation, strategic investment in people, projects and systems

Operational roles: source, perform, develop, manage and retain the right talent and skills
Enablement roles: service, governance, systems, data, capability, risk mgt, IR/ER

HC CAPABILITY CHALLENGES

Can you confidently answer any of the following?

* Is your HC team building the organisational structures, capabilities, leadership, talent and
culture required for sustainable competitive advantage?

* |syour HC function adding strategic value to evolving talent and performance challenges and
managing people risks?

* Isyour HC function building critical capabilities for the future i.e. collaboration across
boundaries, innovation, agility, digital strategies, engagement, inclusion, dilemma flipping, the
gig economy, crowdsourcing, etc?

* |syour HC function designed for its strategic and operational role and enabled with the best
fit technology?

* Isyour HC function getting the basics right?

* |syour HC function providing robust data and insights for strategic investment and risk
management?

WHAT OUR CLIENTS SAY

We engaged Catalyst to partner with us on our strategic HC transformation journey over 3 years.
This included a number of large scale projects including a HC Strategy & transformation road map,
the re-organisation and capacity building of the full HC team, bespoke performance and
competency standards and a capability, toolkit and change management approach which has
enhanced executive, leadership and staff buy in and engagement. Catalyst have been an absolute
pleasure to work with. Professional, knowledgeable and dynamic, they have been true partners on
our HC transformation journey. Debbie and her team have a special ability to turn any request, no
matter how complex, into an achievable plan. Successfully implementing those plans and
witnessing their positive impact has been incredibly rewarding.

Penny Goodall Quraishi, Head: Human Capital, BankservAfrica

HC CAPABILITY BUSINESS CASE
The Deloitte 2018 Global Human Capital Trends report
sounds a wake-up call for organizations. The rise of the
social enterprise requires a determined focus on
building social capital by engaging with diverse
stakeholders, accounting for external trends, creating a
sense of mission and purpose throughout the
organization, and devising strategies that manage new
societal expectations. This reality demands a
fundamental pivot in how organizations do business
today— and how they prepare for the human capital
challenges of the future.

Most organisations are not prepared for its strategic
Human Capital needs

TRACK RECORD
We've built HC capability in numerous clients for
over 20 years.
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Our approach and tools

BESPOKE HC FRAMEWORK EXAMPLES

HC frameworks aid in understanding the HC role and priorities
for all stakeholders and to assess the current and desired state

for each area of impact.
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CO CREATING THE JOURNEY

We co-design the approach with a core team to ensure we manage
context, culture, readiness and build capacity to sustain over time.

BESPOKE HC ARCHITECTURE & LEVELS

Catalyst

An integrated HC architecture with levels of work and
performance/competence standards for each level, function,
position and role, drives strategic alignment, performance and

development throughout the organisation.

EMPLOYEE EXPERIENCE
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OUR TOOLS

Our many user-friendly, practical tools & systems make
the complexity of integrating HC elements
understandable and meaningful.

1 Diagnostics
HC alignment to business
HC framework
HC audit
HC priorities

c HC measures

CJC
N\

* HC intent,

« Dept high level
functions & roles

* Dept process
mapping

* Detailed roles &
resource
requirements

HC roadmap
HC processes

HC system alignment
HC structure alignment

3 Develop

HC capabilities framewark
HC capability audit

HC academy design

HC toalkit development

HC learning and coachingjourney ek

* Drafts

\ HC processes implemented
Leadership engagement & capacity building
’ Staff engagement & capacity building
Track & measure

'a

* Individual scorecards
aligned with HC

 Discussion
« Impact on bonus
HC system implemented * Finalise

* HC purpose

* HC KPAs

+ HC Objectives

* HC measures and
targets pa.

framework

competencies

HC

Development planning

* Questionnaire
development

* Self assessment

* Role to person match

* Line validation

* Development
discussion

m

+ SABPP competency

® Prioritise for HC team
# Develop job family

competency
framework

« Coaching
* Accountability

+ Straw men role
profies @ HC framework

* Review and
finalise role
profiles .
* Qutputs & @ HC aUdIt @

competencies

. Gradmi

HC priorities &

measures
HC strategy & )
—— roadmap
Capacity building
HC processes
« Capacity building plan .
and options mapping
* Group sessions.
« Individual learning HC structure

=

alignment

HE capacity
building plan

HC architecture
(levels of work, standards,
competencies)

HC capabilities
framework & audit
HC learning &
coaching journey

HC toolkit
development

Change mgt & capacity
building

@ People intelligence



FUNCTIONAL STRATEGIC

ENABLERS

+ Menually Intensive
+ Cumbdersome
+ Redundant

HC strategic transformation

TRANSFORMING HC JOURNEY
We customise the best fit HC transformation frameworks, best

practice and journey for your organisation’s needs an maturity level.
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+ Minimal Invowvement
+ Prodlem Finding
* Posthor Critique:

- Sophistcated Analysis
« Strategic lssues
+ Problem Solving
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RE-FOCUSED STRATEGIES AND SERVICE OFFERINGS
We involved you in developing customised HC frameworks, service
offerings, brands and plans that meet the business needs.

."
we St
-:ng'g.n.’

-9, O 0.5
m&*"f—‘:\Q) (o MATTERs
QE‘Q\ & Tr;sformatlon "

e engage . change . align . grow
e{ Talent Management 9 HR Risk Management g-@ redble, profssions

& =W

M e 5 2, engage. grow and
Workforce planning & Culture, Change & gy align our peopie n a
@2 capabity Building Leadershi > world that s
2 g constantly evolving

Talent
acquisition
w

Reward & Recognition
Performance

O\R
R

Learning & I Employee Relations

and Cc
HR Technology HR Service Delivery

As one team, we wil strive to:

Support and respect each other
Colaborate and share knowledge
Communicate courageously
Be engaged, aware and present
Be accountable and walk the talk
Deliver quality, innovative service
Be curious, open to change and leam centinuously

Catalyst

DIAGNOSING HC PRIORITIES
We help you diagnose where the issues, priorities and
opportunities lie and then craft the way forward.
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REIMAGINED OPERATING MODELS AND STRUCTURES
We encourage you to re-imagine the role HC plays in the business, with
customised operating models, engagement models, structures and in

particular building credibility through clear mandates and roles with all
stakeholders.

Scrum Team




Organisation design and future world of work Catalyst

We bring our extensive experience in understanding business processes and human behaviour to reimagine operating models,
engagement frameworks and structures that will enable strategies. This includes piloting experimental structures to enable agile
virtual and collaborative teams that deliver faster and better to customers. We then partner to operationalise the designs through
process mapping, policies, procedures and toolkits AND manage the change, people and skill matching processes.
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Policy

Key principles, scope, statements, roles 1
Document with Chapters with links per
practice area. Word doc. Board sign off

CONTENTS
Policy Overview (Purpose. Scope)
Principles

Level 1 process

Relsted documents (Table of links Per
sudience)

Procedure - Process steps
level 3 & 4 table & notes

(NB! Employee vs HR versions)

Detailed description of each step in a table.
More detailed description of key principles,
procedures, uidelines or RACI charts as
required. Word doc

High level (1) Process flow and detaled (2) role
specific process steps in a visual format — with roles
(swimlanes left to right). Picture process for
Employee Visio doc. Ppt can be used for drafts.
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Toolkit — for managers (pulling it all tog)

(NB! Quick Guide vs comprehensive)

User friendly guide for managers/HC to understand and fulfi
their role in the process. Summaries of policy, process,
procedure, roles tools. Word doc or Digital.

Operationalising models & structures



Optimising performance, competencies and careers

Catalyst

The people journey or employee experience
process and toolkits guide employees and
leaders to optimize their work and career

How do ! know | am successful in my role

experiences

QUTPUTS OMPETENCIES
Perspective KPR Qutputs Leadership Competencies {self and others)  Profi
clency
Financial A, BSABohaviours
EC5 6.9, Customor Focus, Communication,
Cormmitmentlo Excellence, Collaboration,
Custamer Courage and Resilience, aCcountability
Stakeholder
Wansgament B Leadershin Compatencias (self and ofhers
X 21 e.g. attention 1o detall, relationship
e o building tesrmwerk, problem solving
Processes and .
R Technical Competencies
Compliance C. Lovel 1 Compolencios
ol farrily ibrarc
e Finance, HR. IM. Marketing. Legal 16
People D. Level 2 Skills
Role speciicskills
ie MS office, Java, BRBEE
eg experieace, indusiry specific expasure or skills

Performance standards (outputs) and
competencies (inputs) are what make you
successful in your role

A BSABenmiours
Cusiomer Focus

B Leadership 3 3
Competercies
Atenton 10 detail

G Lewd | Compelencies | 3 1
Financiel acumen

LEADERSHIP STREAM

Lovels Biciie Expert My purpose
i Strategic/functional Do Speciali
e ‘e _1
peratonal results
wweld Knowiedge worker My
contribution
Toam leadership Jdied worker

My growth @

My future @

Levels of work for leaders and specialists inform my
role, my contribution, my measures, my
competencies and my career options — | can drive my
own growth and career

TECHNICAL STREAM

Seif leadership

Role Profile — Part B Competencies Required

Priority Proficiency ~ Proficien  Gap
Leadership Competencies o denant || (PR
A. BSA Behaviours
6Cs e.g. commitment, courage,
collaboration

B. Leadership Competencies
X 21 e.g. change leadership,
problem solving

C. Level 1 Competencies

Job family libraries x 30 per JF
i.e Finance, HR, IM, Marketing,
Legal etc

D. Level 2 Skills
Role specific skill libraries
i.e. MS office, Java, BBBEE

Other Competencies

Specific knowledge, skills or

behaviour not listed above that is

role critical e.g. international

payments industry knowledge

Behavioural, leadership and

technical competencies with
proficiency levels enable skills

audits and growth plans

Catalyst

Department Scorecard

Role Profile Contribution Plan
Financial Financial Financial
Customer/Stakeholder Customer/Stakeholder Customer/Stakeholder
Management Management Management

Delivery of Processes and elivery of Processes and elivery of Processes and

Projects rojects Projects
Compliance Compliance Compliance
People People People

Levels of work and performance standards across
all areas of the strategic scorecard align to role
profiles and contribution plans (performance

Develop

Design

Deliver

DIALOGLE HUMAN CAP/TAL PEOPLE JOURNEY

3D DIALOGUE TOOLKIT

3D DIALOGUE

CONTEXT AND INTRODUCTION

required to do their job now and in
the future - *8ehaviou Plan.

*Growth Plan® (POP).
Crowth Plans helps both employees
and leaders to st development
ebjectives that are Important o
them and how they plan ta aehieve
them,

« Ensu porsoral motivatian and Jos
satisfaction for amployeesas arasult
nding why thelr role has.

“Glve whatever you are doing and whoaver
you are with the gift of your attention"

Descrive objectives and activties for
the employee’s career develapment
i ino with tha Career Marhx i Rotn~

« Ensure that sveryane wiorking for  *
Barkservafrica knows whal, fow,

User friendly toolkits guide employees and leaders
to optimize their performance, growth, work and
career experiences



Operationalising HC transformation

A%

Catalyst

We bring our extensive experience in understanding business processes and human behaviour to reimagine operating models,
engagement frameworks and structures that will enable strategies. This includes piloting experimental structures to enable agile
virtual and collaborative teams that deliver faster and better to customers. We then partner to operationalise the designs through
process mapping, policies, procedures and toolkits AND manage the change, people and skill matching processes.

Policy
Key principles, scope, statements, roles — 2-3 pages.
Word doc. Board sign off level.

CONTENTS

Purpose

Glossary

Scope

Principles

A Policy summary
Accountability & responsibility
Related documents

AN

Procedure - Process steps level 3 & 4

table & notes

(NB! Employee vs HR versions)

Detailed description of each step in a table. More detailed
description of key principles, procedures, guidelines or RACI
charts as required. Word doc

Resignationornew  An emgioyee resigns or thare s a need foranow  Recruiment process  HR Vacancyfle  Recnsmant
pesition pasition 12 be filed within the crganisationwhich  begs
riggers the beginning of the recruitment

Werkdarce
skils pan

Kiek-oH kot As required
mesting dosument Meeting Iaeting

determining the next Tempiate

Kick-oft Meeting

Sined Sined ATR HR Authorsstion  Selarysnd  As requined
et (ATR) mandates tha HR and lne manager to star fhe. toreerat evaluation

process formally and 10 spand the budgat and {ATR)

resources 1o denlity a new emplayee for the role

Process map level 1 & 2 - Visual

High level (1) and detailed (2) process steps in a visual
format — with roles (swimlanes). Visio doc. Ppt can be
used for drafts.

NO

YES
Take Check Pack Send

Order — Fill Order — order —+ Order —* customer
complete to cashier

Customer

pays
cashier

Toolkit — for managers (pulling it all tog)

(NB! Quick Guide vs comprehensive)
User friendly guide for managers to understand and fulfil
their role in the process. Summaries of policy, process,
procedure, roles tools. Word doc.




Competency frameworks & capability building Catalyst

BESPOKE HC COMPETENCY FRAMEWORKS BESPOKE HC CAPABILITY BUILDING APPROACHES

HC competency frameworks and toolkits accelerate the understanding of Our capability building approaches are customised to each client
role outputs and competencies required, assessments of needs and focus environment building on what exists and integrating with new or revised
areas and enabling targeted self-driven and organisational learning. options.

an A

capa- Talent management

bilities
HR Risk & Governance

Project and
Develop learning change
capabilities options management for
Implementation

Design

capabilities
required

Analytics and Measurement

HR & BUSINESS KNOWLEDGE
Leadership & Personal Credibility

= On-board and plan «  Diagnostic planning +  Research, collate & plan *  Project management
W *  Review what e)f‘\sts . Wm:kshop to align +  Workshop to align +  Change management
J/ \ = Future HC profile +  Design assessments +  Consult & change mgt +  Track and measure
Solution Creation & Implementation = Workshop to align *  Build capacity and +  Designing learning *  Admin support
= Document and gain change mgt journeys
Interpersonal & Communication = i approval *  Implementation +  System alignment
+  Data analysis +  Design metrics and
Citizenship for Future: Innovation, Technology, Sustainability *  Workshop to prieritise tracking

4
pillars DUTYTOSOCIETY

BESPOKE HC TOOLKITS FOR HR, LEADERS OR EMPLOYEES

Develops Talent and Leaders,
drives Performance,
develops Technical Talent

Able to create total reward
systems which include
compensation and benefits
(financial rewards) as well as
By championing both change meaning from work (non-
and culture, HR professionals financial rewards
help make things

consistently happen

Human HR professionals are increasingly asked
Capital to maximize ideas and outcomes that
Culture Curator Total 1wy be nhetent;in oprasifion wih:eecty
d Ch Reward other. These professionals must
e KIS e constantly manage the paradoxes or
Can evaluate both the Champion Steward tensions that exist in work settings
external and internal Culture
and Change Champion -
business contexts and The extent to which HR
translate those svaluations G professionals achieve the
trust and respectthey need
within the organization to be
Strategic Paradox viewed as valued and
Positioner avigator valuable partners

P —
e Pt o) 3D DIALOGUE

woows sng CONTEXT AND INTRODUCTION
i

required 10 do their job naw and in
the future - "8ehavior Plan”

+ Ensure that every

s he <ore values and

+ Assist leaders and individuals with
understanding of what s expecte
of them to develaps reqired skills
and experience fo mest cument
objectives and future  career

“Groswth Plan® (PDF).

into practical insights that
help position the
organization to be successtul

Growth #lans helps both employees
and leaders to set development
eojectives that are Impartant
them and how they plan to achieve
them.

Able to leverage technology and
technological tools to support
efforts to create high performing
organizations. Also relies on

“Cive whatever you are dolng andwhoaver

sacial media to recruit. retain, + EAsUME that everyone warking for  +  Describe objectives and activities for you are with the gift of your attention
SAINE 10 arsags Hitprooed e Technology develop and engage human BariksarvAlica knows what, fow, the emplayee's career develaprient
related to compliance by Compliance M capital why and by when they should be i lino with tho Caraor Mafrlx, i Ratn~
tollowing regulatory guidelines. Manager and Media delivering theirspeciic contribution

g
Stands up for employee rights Integrator
Actively educates employees Analytics Able to use analytics to

and managers on how to stay Designer and ' impact decision making.

thraugh _dearty _casioded_and HUMAN CAPITAL PEOPLE JOURNEY
3D DIALOGUE TOOLKIT

Analytics goes beyond
collecting data and havi
scorecards to using data to
improve business decisions

within legal guidelines regarding Interpreter
on-the-job behavior




HR capability building program example

Purpose

To build change management and internal
consulting skills for HR practitioners to design,

drive and implement people management projects

for real business value.

Outcomes

The workshop is designed to assist HR
professionals become more effective business
partners and internal consultants to line
managers. The aim is to build the mindsets, skills
and behaviours for HR professionals to build their
reputation and effectiveness in business through:

Assisting line managers with strategic HR
leadership to solve real people management
problems

Building effective relationships with line
managers to really understand their business
needs

Partnering line managers in delivering business
results through people

Being responsible, competent and confident in
responding to line managers

Effective implementation and change
management of people management projects

Module 1
HR Leadership

Changing Role of HR
How the role of HR is
shifting within the greater
business context

Personal Effectiveness
How our mindsets,
emotions and choices
impact our effectiveness
and assertiveness

Leadership
Effectiveness

The role and
competencies of leaders
in HR

HR Strategic
Alignment

How to build a strategic
HR plan and ensure
alignment across the
business

Module 2
Project Design

Diagnostics and
Analysis

How to accurately identify
and analyze the client’s
needs

Business Case and
Present for Buy-In
How to design a business
case and plan a
presentation for impact
and buy-in

Process Mapping and
Roles (RACI)

How to clarify what must
be achieved, in what
sequence, by whom and
to identify risks,
opportunities, inter-
dependencies

Module 3
Project Delivery

Project Management
How to effectively manage
a project from design to
implementation

Stakeholder
Management

How to identify and plan
for the management of
stakeholders to ensure
their buy-in support and
action in projects

Change Management
How to ensure sustainable
change by implementing
change management
processes before, during
an after an intervention

Catalyst

Module 4
Consulting skills

Relationship
Management

How to build effective,
credible relationships
with clients through
expectation setting,
communication and
involvement.

Crucial Conversations
Building confidence and
competence in giving
feedback and addressing
difficult people and
situations.

Facilitation skills
How to facilitate in
challenging
environments and
circumstances

POST SESSION
REINFORCE AND EMBED

SESSION
INSIGHT AND PRACTICE

PRE-SESSION
CONTENT AND AWARENESS

facilitated interactive action learning with
learning to enhance feedback to practice,
insight, skills and reinforce and embed the

confidence skills

digital content - self-paced

We also offer capability building journeys,
programs and coaching on HC functional skills

Videos

Articles
Portfolio of evidence

i.e. recruitment, performance, development,
talent, culture, change, etc

Selfireflaction Real life experiences

Self-reflection Manager support

Self--assessment
Group discussion

Practice & feedback
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Why partner with Catalyst

freakthrough Result:

Accelerated Learning and Leading Edge Learning Design
Learningis ...

Practical & relevant

Highly interactive

- Highly engaging, interactive, mind-set shift learning

4
! N approaches
v
> Blended — digital, F2F,
b Deep expertise in Integrated Human Capital and Talent — waliplaes
5 identify, assess, engage, develop, retain Shifting mindsets, skills

- . . . . . and behaviours
Extensive experience in partnering with clients to co-create

and walk a journey with them for capacity building and real Individual reflection
business value Group learning

: : - ’ T Real examples and case
Integration with digital learning and gamification tools to

support and expand the learning process study projects

Workplace learning

Pace Distinguished track record in many leading organisations locally and
globally
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Contact Us

Catalyst Consulting (Pty) Ltd

Phone +27 11 465 6270
Email admin@catalystconsulting.co.za
Web www.catalystconsulting.co.za

Proudly a B-BBEE Level 2 Contributor

Follow us

[} Catalyst Consulting South Africa
1 catalyst Consulting Pty Ltd
El cCatalystSA

ACCELERATED

Learning for

| Breakthrough Results



