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Catalyst

Our Strategic Change offering

The Challenge

The VUCA world of volatility, uncertainty, complexity and ambig
leaves people fatigued, unproductive and disengaged from wave
of change. Leaders and change champions need the capacity §
skills to lead anénergisepeople and teams through these
turbulent times.

Catalyst Focus

We cocreate strategic change, culture, performance and
engagement journeys with a whole systems approach and deeflf
expertise in understanding people, performance, change, agilityfl®
complexity and high performance teams. :

Catalyst Offerings & Tools

A Strategic planning & alignment : Scenario planning, Mind of the Fox, BSC, 7 Ss, scorecard cascading
A Organisational design : Operating models, engagement models, structures, role profiling

A Culture & engagement transformation : Culture diagnostic engagement survey, journey planning tools
A High engagement conferences

A High performance Teams : Team diagnostic & tools (CatBlystas Lens, R2 strengths profile)

A Change management : Change diagnostic, framework, toolkit and capacity building




STRATEGIC CHANGE BUSINESS CASE
Research shows that projects with improved change
management (and the people side of change) had
increased likelihood of meeting objectives, finishing or
time and finishing on budget. PROSCI Benchmark Rep
2018

6X LIKELIHOOD

Our Strategic Change impact

IMPORTANCE OF STRATEGIC CHANGE

The world of work is changing exponentially as rapid technological innovation is forcing OF MEETING OBJECTIVES
businesses to disrupt traditional business models and adopt new digital strategies and skills _
to compete. This requires new business models, structures, different thinking, agile Bain & Company research shows that the companies tt

strategies, collaborative teams and future focused skills. It also needs the leadership, talent consistently outperform make and execute the most
and culture to drive rapid strategic change and engage a diverse client base, workforce and Important decisions well through an integrated

stakeholders. organizational system that aligns the five vital attributes
leadership, accountability, people, frontline execution ar
STRATEGIC CHANGE CHALLENGES a performance culture.

Technological Change

Can you confidently answer any of the following?

A How aligned are all leaders and staff on strategic priorities and personal contribution?
A Do we make wise decisionmsr.t. investment of time, energy, resources?

A Are we effective at translating strategy to all levels in a meaningful way?

A How does our culture enable or inhibit the achievement of our strategy?

A Do we encourage an innovative learning culture that builds future fit growth mindsets
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We contracted Catalyst for 2 years to execute the Good To Great Strategic Transformation - 2§"~‘| MERCHANT
Journey which included Leadership Development, Talent Management, Strategic Planning &
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Execution and additional skills such as Coaching, Innovation, Decision Makitegdsihip, O -BASF De BeErs FIRSTRAND
etc. We touched the lives of over 300 associates across SA, SE Asia and China. The experienice " 7
has transformed our organization significantlimproved leadership capabilities, strategic ®Arysta @D TS ETHOS @mmscon

direction, competence and skills, talent management process (analysis, placement,
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Our approach and tools Catalyst

DIAGNOSING AND PRIORITISING NEEDS OUR PROJECT AND CHANGE MANAGEMENT CAPABILITY
Our strategic and systemic approach to diagnosingjesigning and We have an excellent track record in project and change

executing transformation journeys ensures all stakeholders are engaged management to ensure transformation efforts require the support

in the process and capacity is built for sustainable change. and resources they need and are executed effectively.

Performance

EXAMPLE JOURNEYS

A Strategic alignment of leadership or project teams

A Strategic prioritising and planning

A Strategy scor@arding and cascading

A High performance culture

A Reimaging performance management Cham

A High Performance Executive Teams Journey :

A HR transformation journeg HR, talent, learning, etc

A Change Journey for new org design, system, process,
behaviours etc

CO CREATING THE JOURNEY AS PARTNERS

We have an established track record ird®signing and partnering
with our clients along the journey to ensure integration with OUR TOOLS

context, strategy, culture, talent and readiness for change. Our many usefriendly, practical programs, design capability, tools &
systems enable accelerated learning and ROI through optimising a
blended learning approach focused on impact.

ing &
- Leadership 360
- Engagement/Culture
survey
- Gaps/opportunities
recommendations, track
actions

Process alignment and capacity bullding
- Leadership and competency standards
- Leadership development

- Personal development

- Change capacity building

- Priority process alignment i.e. talent
management, innovation, performance
& reward, decision making etc

@ Culture Dipstick or survey @ Mind of a Fox Processes & tools

Engagement sessions with
senior leadership groups
- World Café

- Leaders debrief the
sessions with their teams
using toolkits

Team alignment sessions

- Communicating strategic
priorities, culture, leadership and
talent intent

- what does it mean to our team

- our plan tochange and hold each
other accountable

- Exco team alignment session —

building a high performance team

@ Engagement survey Strategy scorearding & cascading

Reinforce

Measure, monitor, mansge

@ High Perf Organisation survey @ Pulse survey feedback

Diagnostics to establish

priorities and needs eg.
) » i =

Eorieen @ High Perf Team survey Focus groups

ta co-create the journey « Desire o participate and support the
change
s ooy @ Barret values survey @ Change readiness

« Ability to implement the change on a day
L  weioreementiokeep thechangeln

place BSC Balanced Scorecard @ Change'ngt t00|k|t

processes & tools



Strategic planning and performance alignment Catalyst

We facilitate strategic planning and alignment processes with executive or functional teams using the best fit tools essgptoc
achieve the desired results. This is often about breaking silo thinking and ensurinduercissnal collaboration and innovatn to
optimise efficiencies and talent.
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Organisationdesign 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 eleabituag
and collaborative teams that deliver faster and better to customers. We then partner to operationalise the designs thomaghk pr
mapping, policies, procedures and toolkits AND manage the change, people and skill matching processes.
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o Policy Process map level 1 & 2 - Visual s ‘E;"f:;fm‘:“
Key principles, scope, statements, roles 1 High level (1) Process flow and detailed (2) role Top-down flexiblg thous on action
Document with Chapters with links per specific process steps in a visual format — with roles sy hy
practice area. Word doc. Board sign off (swimlanes left to right). Picture process for - - - o
e Employee Visio doc. Ppt can be used for drafts.
CONTENTS - Bureaucracy
Policy Oveniew (Purposs, Scope)
Prnciples & o - -
Level 1 process T o o e D e
Related documents (Table of inks Per o L j
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e Procedure - Process steps e Toolkit — for managers (pulling it all tog) I Leadership sh Teams built
level 3 & 4 table & notes (NB! Quick Guide vs comprehensive) fﬂ“;:ﬂzﬂm g‘n':;‘:‘”ag; ;’E‘f:i“u‘;:ag‘h:“"”“
(NB! Employee vs HR versions) User friendly guide for managers/HC to understand and fulfil . . Y
Detailed description of each step in a table their role in the process. Summaries of policy, process, . .
More detailed description of key principles, procedure, roles tools. Word doc or Digital McKinsey&Cor

procedures, guidelines or RACI charts as
required. Word doc
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Culture transformation Catalyst

We have an established track record ind&signing and partnering with our clients along a strategic, culture and people
transformation journeys to ensure integration with context, strategy, culture, leadership, talent and readiness for clasigelldes
robust diagnostics to understand the current vs required culture for achieving the strategy, deep listening to the voedeusfriess
leaders, the customers, stakeholders and employees and high engagement and involvement along the journey. A key element is
build capacity and ensure accountability mechanisms for sustainable change.

2013 - JUL-DEC > Heineken Leadership and Culture Transformation Journey - Year 1
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Culture and engagement diagnostics Catalyst

We have range of diagnostic tools and processes that we use to discover issues, priorities and opportunities acrossutaéegy,

leadership and change. These include structured interviews, Catalyst survey tools, customised surveys, benchmarkedilserveys, p

surveys and focus groups. We are also licenced towgg umu.cominstant survey and engagement tool. Here are a few examples
and our partners.

Yellow Seed

Consult | Cosch | Change

& Feedbad

| understand my role and responsibilities
Peter Gent's Most respandents rate the articles as interesting (78%) and
758% 89%,  easy to understand (80%). There is a strong link, people who

Irespect our senior leaders

TRANSPARENCY . kRoclet

If | don't understand | can ask for clarification )

newsetter find them difficut 1o understand, do not find them interesting Protected Orline feedsack Canversations
— mm" TEAM INTEGRI'I‘Y Wiy job s stimulsting and challenging, | EEJIEER]
B Vi i - My manager 799, Managers generalyare seen t be effctive communicators
X % :
{68%) wha ensure that staff know what it gaing on (68%). Changes to the tasks | do are communicated clearly 5u 72
RSSO e m--lNNOVAT[ONxHON s & CONFLUENCE
o The roadshows are received well all over, and loved in PE. They Processes and technology help me o work efiierty.. | EEEHN
Raadshows 78%
are both inspiring and focus on things that matter. iy opinions sre taken seriously _
80% feel circulars are easy to understand, and 64% believe they
Email circulars 7G%  areeasy to put into practice, but only 0% fesl that circulars Wy performance is measured fairly
are relevant to them. 12m afraid of making a mistake
These findings reflect the performance of the old portal
€8S portal 50% A8%,  Information completeness, accuracy and navigability have all Wy development plan is being implementad _
been addressed in the portal redesign.
Criticalyfocus groups were not seen s 3 safe and trusted 0% 10% 20% 30% 40% 50% 60% TO% 80% 00 100%
Rasgurs 4% s 374 greeen] and ry 385 e s s oyt At e asgr e motto
concentrate on the things that matter. nUMGN research
B e Development CRITICAL FOCUS AREA SWEET SPOT
rgagrmert i inaser Propensity to Leave =
LOW RISK OF LEAVING HIGH RISK OF LEAVING i Career mowaions . Culture High impartance, low performance High Importance, high performance
- Taboet torurm. ==
. a% stabilty Visible leadership Development
, oy Vision certainty Money
H ki wa ot = Culture stability
i ,,U o Loadership Support systems
st g T Fairness across the board
. = - £ Tramsparoncy
i § Suppert
i e
i [ LB s WASTED EFFORT
3 Peapie 3
g Low Importance, Low performance Low Impartance, high performance
B " curiey 3
i : z Innovation
3 Empowarment g
Faimess
o
S ——— i / fr—
=29 S Profile & srofile erofile D erofile €
FH o Innovation
LH = A4S respores Challonge PERFORMANCE
LS m am wm e om s om  m
i wri i

EY DEVELOPMENT AREAS - GREAT COMPANY GREAT JOBS GREAT REWARDS
(AFFECTS GREATEST NO. OF MANAGERS)
AL MANAGERS (= 72 mensgers) areen s | T proec e | e
Accountability Custamer first
= . w7 Feedbaddiooct ) ° sy oo [T e N v I
T e — Integrity 112 e scimg oppunses E
prtete e wepe seorprver |
e sy Posive atfock o
SR L . Togeth ° @ Respect =Bin ®Fix =Keep Innovation 3
< Emaathy and care @ ogetherness srorseoes. | AR Service
roanisaion (aecks 37 of 72 managers) E Growth and development
5 ‘GREATLEADERS GREAT CULTURE ENGAGEMENT. ENABLEMENT,
- ot e o S @ Work life balance Leadership style E T
mpacing o bu nes (o 38 o 72 manages) o coniog s “ Tt _ Pectamante Respect
ey, IE
his manageris il & adapto o change, ikl & efeciely (afod 107 revers. |EEEINI o
Rewards and bencfit @ irness oo o e — CustomerTran
s manser et eployen ey a4t 72 ) [
B pecple @ cperstion! e “ vuss pogran “ coverancassons. TN
i manager s nclusheness & conecieess ot 22017 - p— s T
Importance sovaopmen prograes IE N

{\ } BANKSERV
o

# RAND
| Bl
o

» ENGEN


http://www.umu.com/

High performance teams

Catalyst

We have an facilitated numerous high performance teams journeys with Executive, leadership, functional and project teams to
enhance their team dynamics, engagement, skills, performance and results.

o o
“Top performers bkl a system, notusta structire e Helneken Behaviours <o

High performance teams journey

PERSONAL

o
o — N A— o -
ﬁ Behaviour Averages (High to Low)
Knowledge ‘ ‘ JJ J Jd » : J
i Uw e JJ, |
High performance teams journey m u“”d 1 M”“u
High Performance Team R | — ewecen T TREINEKEN
(D) . Do @ I High performance teams tools to transform individuals, teams amrdjanisations
virim (TS ST _t%',“_ o TG
AT T 21 DISCUSSION
i "\-J N N ‘:-jr [ I Team Stages Calalys/l\’>\ I TEAM ENNEAGRAM PROFILE
i Our Team Profile Catalyst
TeTEE iz st =
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Catalyst High performance teams survey

sines FVERLENS shies FrvE e

* 4. Results

e
e o, o k7

e RE s

T
=

= 3. Capabilities

= 2. Intent

= 1 Integrity

: 5 G T =
- TR~ U

Lencioni & Covey & Brown on Dysfunctional teams and trust Enneab lens team tools and profiles develop teams and team skills
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High engagement conferences
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Catalyst has designed and facilitated many high engagement conferences over the years to align people and build cap
strategies, leadership, culture, collaboration and change. Our approach is to design with business outcoamasjoural

science, engagement, neuroscience of change and learning and gamification in mind for experiences that are interes
engaging, interactive, social and fun and deliver real results back into the business.



Change management and capacity building Catalyst

Catalyst has partnered on many change journeys and built capacity in HC, project and leaders to lead change proactively and
effectively. We have a comprehensive change toolkit andesign the journey with the client to ensure fit for purpose, resesrc
and budgets. We design with business outconetaviourakcience, engagement and neuroscience of change and lasting change
and real business and customer results.

Change Management is the process through whicbrganisatioraligns itspeople, processes and structuresitsvision and business

Strategy andmaximisests ability to achieve success through involved and committed people.

CHOICE = RESPOND = VICTOR

Oy 2 . i 1 [ iy (respons-able, learn, adapt, grow)
BT T RQRVa D ==
i ¥ iy 8 !
i : | : ) m ) J T > LB : '\‘ e
\—/_‘ u B (refexive) P (refective)
VICTIM (powerless) B . Limbicsystem (Emotional + Predrontalcortex (Thinking g

NO CHOICE = REACT = VICTIM I Brain) - Reacts within 0.05 brain) - slower to respond
(moan, defend, blame, complain) <ecs )

Seat of concentration,

Clear WIIFM for all

{stress) for safety and gty - evaluates, integrates,
survival chooses.

Personal mastery & taking responsibility for Ff+ eemsowes  Egd  muaion wrirenenon
change i B

Science of humabehawourand responses to change

Impact of Change Effectiveness of Changs Management nitiatives
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Neuroscience of change and
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Change Network
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Change diagnostics and stakeholder needs Change Journeys and plans Change roles and capacity building




Assessments, coaching, teams and deHddership

OUR LEADERSHIP ASSESSMENT CAPABILITY

We offer the full suite of fully customizable leadership and talent
assessments including progressive generation relevant and gamified
assessments through ospecialist partner¥ ellowseed

We are distributors of the dynaminneab Lens assessment, coaching
and skills building ecosystem. TlBeneab lens integrates elements of

personal mastery, emotional resilience, social drives, energy centres
AND the Enneagram for truly understanding the complexity of human
behaviour.

@ YE‘“.O"-."'J SE"E’d < ASSESSFIRST
Consele | Coach | Change ;

OUR LEADERSHIP TEAM ALIGNMENT CAPABILITY

We have an established track record in partnering many executive,
leadership, intact and project teams on their journey to high
performance to fulfil their business leadership role. We build a
strong foundation of personal insight and mastery, ddtiven

design, trust building and purposiiven initiatives to challenge,
motivate and inspire change. This is a jourgewt an event.

A A i
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eadership
& Learning
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Catalyst

OUR LEADERSHP COACHING CAPABILITY

We have a carefully selected and diverse Coaching Community that is
committed to continuous learning, quality results and understand

both personal anarganisationaéffectiveness. We ensure the
integration of coaching with the full HC value chain and systemic
business issues and conte®ur Coaching Community is powered by
BizHQwho have a proven track record in creating measurable
personal business results through an integrated consultative
approach to coaching.

Disgrsties & ldentify Hovels

©
:

bizHQ

ESS HEADQUARTERS
OUR SEHEEADERSHIP CAPABIGIFYTURE FITNESS
Much of our work is founded on a deep passion and experience in
driving change through personal insight, mastery, mindset shifts and
building new habits and behaviours. Through Catalyst and our partner.
World Alive, we have facilitated many thousands of people through ou
selfleadership programs: | am Talent, | am Alive, Lead to Succeed,
Connect for Women and Licence to Learn. We are continuously
reinventing our approach and materials and have now added Future
Design Possibilities to our unique offerings
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Catalyst

We offer a range of self and leadership development modules, programs, coaching and blended learning journeys for all levels.

Flagship leadership and learning options

_ Leading Others _ Leading Change
Leading Self Leading Teams -
Transformational leadership . Change resilience
| am Talent Team leadership

3Es of leadership , Change Champion
| am Alive High performance teams _
. . Coaching for managers Leading change
Lead to Succeed (EQ in actio Collaborate -
Honest Conversations . _ . Leading in a VUCA world
Connect for Women Strategies for innovation

Wise decision making - Licenceto lead learning
Licenceto Learn Talent champion&imTalenk : o
Future Design Possibilities

nneab lenseg; individual, team, leaders
[ 2y Tt A0 - X® ¢N¥zald X [/ 2f€F02NF A2y X& t Rahdok S

Accelerated learning journeys Accreditation partners
Digital, F2F, coaching, projects, application, impact

Executive Development
Personalisegburneys, executive coaching, peer2peer learning

Digital Collaborators




