WORKPLACE PERFORMANCE

Communication Matrix Breakthrough
enabling a ... +43% change in the Workplace

Invitation to this interactive Workshop
13t February 2012 (Monday)

Communication Matrix, tool, program, content & how to change

INVESTMENT: $65pp (unless client of Bridgeworks)

Neale Percy Bayview on Eden Hotel Complex (8.45am coffee to 12.00pm)
Mob : +61 (0) 421 155 507

Email : neale@matriximpact.com.au
Web-site : www.matriximpact.com.au

6 Queens Rd. Melbourne (city end opposite Albert Park Golf Course)
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Practical - Measurably Effective

More Specific - More Meaningful
More Measurable - Greater Impact
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Comm. Effectiveness | 3 54 7

+43% Workplace Change
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People don’t know, what they don’t know ...
until something better comes along.

This is an opportunity for individuals and businesses keen to develop and/or extend their

competitive advantage.
For those who choose to lead and not follow, seeking peak performance with measurably more

effective people in the day-to-day operation of the business ... + 43% improvement

UNIQUE - SIMPLE - PRACTICAL - MEASURABLE

The Matrix is for those who dare to be different, those who choose to shape the future, instead
of waiting for it. Training in the past is simply that ... in the past, it's outmoded and doesn’t go far

enough in terms of measurable workplace application and sustainability.

Because of the lack of "effective” measurability, less-than-effective training has
unwittingly hoodwinked businesses into accepting a level of workplace mediocrity

(only 4.1* of a max. 10*, Matrix rating *)

Inadvertently, training has participants "overcompensating" and underperforming !
Current training programs while encouraging change, simply don't go far enough !

Why ?

An inordinate amount of time, effort and energy has been invested in to research,
analysis and review, to the detriment of mastering how to get participants absolute
"buy-in" and "how-to" change in more specific, practical and meaningful ways.
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Sadly the Matrix highlights, 77% of all key relationships in a workplace context, play
safe and keep the peace, political game playing, passive commitments, lack of
clarity focus & direction !

Effective, open and constructive communication, a lowly 41% across the workforce !
One in every three, trust and confidence has been devastated !

What can be done about it ? A case study will be pr  esented at the Matrix Workshop. . .
Why Leading L&D Programs Fall Short

The Communication Matrix has been in the making for 20+ years. The program is tried and
proven in the market place. This is NOT just another relationship development, teams or skills
based program.
7 reasons_why the Communication Matrix ...
provides a unigue competitive advantage!

Measurable Change - 43% improvement, tailored one-on-one for workplace application
Buy-in - workplace relevance of five key relationships

Application - one-step-at-a-time & targeted strategies

Follow-up - fortnightly coaching & measurable updates

Sustainability - self-managed and action learning

Cost Effective - optional phone coaching eliminates downtime

Advanced On-Line Facility - user friendly, simple and effective, anywhere any time
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Relationship Development - Self-awareness and adjusting to the needs of others is of value, however,
“personality & style” programs simply don’t go far enough ...
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“The Matrix Impact Process” - Keep it Simple

A +

Before

Half-Day Workshop

Define the tool & process

© Copyright - All Rights Reserved

B

Interventions & Coaching

Follow-up &
1:1 coaching

One-on-One approx. 90 min.

C

Measurable Change

Measurable Updates

Specific coaching (on a needs basis)

WORKPLACE PERFORMANCE
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Matrix - Communication Effectiveness Another relationship tool? | doubt it.

OPEN .
The process may, to some look complex, or simply more

of the same. However, those in the know say otherwise.
Daniel - changes with each workplace associate

é One of Aust. Leading University’s  -Quote (extended info.

Slide 12 & 15)

7[

H.R Professionals — Quote (extended info. Slide 19)

TM

Daniel’s X
Natural Style

End users / participants —  Quote (extended info. Slide 19)

DOTxOmMm
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Self Natural Style

Daniel Changes

Daniel sees Others

Connecting Line =

Communication Effectiveness
Rating

SELF-CONTAINED (Excellent 10 to Poor 1)
Daniel's “key” relationships - Personno. P q I S t U Ave. Zone 1 - Ultimate 7.0 +
. Zone 2 - 6.0
Observable Behaviour : 5 7 6 7 5 6 60 Zone 3 - 5.0
Communication Effectiveness : 3 4 3 6/73 5 41 zone 4 - a0
Zone 5 - 3.0 -

© Copyright - All Rights Reserved



What's in it for your business

Measurability & Workplace Performance Improvement of ... =+ 43%

The vast majority of training providers talk about high performance, results and change, BUT
if they can't measure within the day-to-day operation of the business, targeted situations,
specific relationships, then their outcomes are superficial, lacking the necessary workplace
context. Why?

Because the facts show ... 77% of the workplace, key individuals, relationships and teams,
one or both parties are ...

playing safe, keeping the peace,

lacking mutual clarity focus and direction,

making passive commitments, political game playing,

power plays, mediocrity and underperformance at its best ...

And while almost every manager accepts the above, sadly for business, these workplace
relationships go undetected. And while "training" addresses it, because they can't measure
effectively, participants too often overcompensate or fail to implement effectively

in their day-to-day operation.

The Matrix has changed all that ! Why? Because we  provide simple, one, two, three step

Slide 11

coaching interventions that provide the specifics

the “how to change”

the “what to say” the tailored “questions” to redirec t the conversation
communication strategies targeted to impact BOTH parties simultaneously
within a “workplace, issues and situation context”
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For extended Information, as you choose - slides 13 to 33
( Client References slides 34 to 38 )

N.B Again, this information is extensive ___ but NOT designed to complicate this simple, one
step-at-a-time process for those participating, rat her, our objective here is to demonstrate
the depth and veracity, while establishing a level of credibility ... academically accepted
and market proven.

The workshop will enable you to actually experience the uniqueness of this NEXTGEN program.
There is a real “WOW factor” way beyond anything you may have experienced before.

One of Australia’s Leading University’s
Written commentary after more than twelve months review

The Matrix - Designed & developed by - Neale Percy

“What you have developed (Neale) is of considerable value, not only in practical terms in the form of
working relationships and organisational communication, but to our understanding of psychology in the
workplace.

Unfortunately, most of the published research on workplace relationships fails to take into account the
different personalities of individuals in the workplace working together. Most research on personality fails
to take into account the fact that people behave in different ways according to the situation.

Your system deals with both these failings. By examining and individual’s relationship-specific
communication behaviour, your approach provides an innovative way of identifying what may be causing
ineffective workplace communication and how to address the situation.”

WORKPLACE PERFORMANCE



Product proven in the market place ... Siide 13
Client range from corporate to small businesses

Where does it fit ? — From senior executives to the shop-floor, external relationships, including clients and sales.

Clients written testimonials summary — refer slides 30 to 33



Australian Businesses Underperform

What the Experts Say ... Part One

The issue is ...

Harvard Business Review
[/ NY Times Service

(W.G Bennis & J. O’toole June 06)

“Many leading business schools have quietly
adopted an inappropriate and ultimately self-
defeating model of academic excellence.

They measure almost solely by the rigour of
their scientific research. However because
so little is grounded in actual business
practices the focus has become less and
less relevant to practitioners.

By allowing the scientific research model to
drive out all others, business schools are
institutionalising their own irrelevance.”

Problem Identified ...

Effective & Constructive Relationships

in the Workplace

I g oo N 0o ©
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Before Matrix Impact

Communication
Effectiveness

Before
Aust. businesses *
4.1
Underperform

* Summary of 37,000+
Matrix’s studied revealed
prior to Matrix Impact intervention

WORKPLACE PERFORMANCE



Measurable Workplace Change — Matrix Impact

What the Experts Say ... Part One

The answer is ... Matrix Impact

One of Australia’s Leading University’s

Written commentary after more than twelve monthsre  view

The Matrix — designed by Neale Percy

“What you have developed (Neale) is of
considerable value, not only in practical terms in the
form of working relationships and organisational
communication, but to our understanding of
psychology in the workplace.

Unfortunately, most of the published research on
workplace relationships fails to take into account the
different personalities of individuals in the workplace
working together. Most research on personality fails
to take into account the fact that people behave in
different ways according to the situation.

Your system deals with both these failings. By
examining and individual’s relationship-specific
communication behaviour, your approach provides
an innovative way of identifying what may be
causing ineffective workplace communication and
how to address the situation.”

The results are ...

Effective & Constructive Relationships

in the Workplace

Slide 15

Jtrix Impact

Communication
Effectiveness

Before

Aust. businesses
4.1%

Underperform

* Summary of 37,000+
Matrix’s studied revealed
prior to Matrix Impact intervention

After

N\
5.9%

Aust. business

reap the
rewards
Changing attitudes, +43 . 9%
behaviour & communication
followmg_ Matrix Impact Relative
interventions.

Increase

WORKPLACE PERFORMANCE



Australian Businesses Underperform

What the Experts Say ... Part Two

The issue is ...

Harvard Business Review
/ NY Times Service

(W.G Bennis & J. O'toole June 06)

“Many leading business schools have quietly adopted an
inappropriate and ultimately self-defeating model of
academic excellence.

They measure almost solely by the rigour of their scientific
research. However because so little is grounded in actual
business practices the focus has become less and less
relevant to practitioners.

By allowing the scientific research model to drive out all
others, business schools are institutionalising their own
irrelevance.”

Communication Effectiveness

Rating
(Excellent 10 to Poor 1)
Zone 1 - Ultimate 7.0 +
Zone 2 - 6.0
Zone 3 - 5.0
Zone 4 - 4.0
Zone 5 - 3.0 -

© Copyright - All Rights Reserved

Before/Matrix Impact

Play Safe Constructive

IO Tmo Ow>

1% 23%

Performance Zones Definition

o

High performance relationships 3%
Power relationships, controlling 4%
Constructive relationships 16%
Game playing, passive commitments 19%
People pleasers, lacking accountability 8%
Keeping the peace, mediocrity at best 16%
Doing enough to survive, switched off 2%
Lack trust, shut down, defensive 32%

Slide 16



What the Experts Say ... Part Two

One of Australia’s Leading University's

Commentary after more than twelve months review
The Matrix - designed by - Neale Percy

“What you have developed (Neale) is of considerable value,
not only in practical terms in the form of working relationships
and organisational communication, but to our understanding of
psychology in the workplace.

Unfortunately, most of the published research on workplace
relationships fails to take into account the different
personalities of individuals in the workplace working together.
Most research on personality fails to take into account the fact
that people behave in different ways according to the situation.

Your system deals with both these failings. By examining and
individual’s relationship-specific communication behaviour,
your approach provides an innovative way of identifying what
may be causing ineffective workplace communication and how
to address the situation.”

© Copyright - All Rights Reserved

Before

After

q

#

atrix Impact

Play Safe Constructive

7%

down to
33%

Performance Zones Definition

IO TmoOoOw>

s

Before After

High performance 3% 33%
Power relationships 4% 4%
Constructive 16% 30%
Game playing, 19% 15%
People pleasers, 8% 2%

Keeping the peace, 16% 10%
Survive, switched off 2% 1%
Lack trust, defensive 32% 5%

Slide 17



Before, During & After Matrix Impact’s Intervention S Slide 18

Simple and practical coaching interventions one ste p-at-a-time,
makes a difference ... measurably

Daniel

Naturally X

I

N

ll:) Before IID

R R

E E

C C

T T Self Natural Style
Daniel Changes
Daniel sees “Other”
change {
Connecting Line —

Communication Effectiveness

Rating
(Excellent 10 to Poor 1)
SELF'CONTAINED Zone 1 - Ultimate 7.0 +
Daniel relationshipwith P Before During  After 5822 g ) 2:8
Observable Behaviour : 5 6 7/8 Zone 4 - 4.0
Comm. Effectiveness : 3 4 7 Zone 5 - 3.0 -

WORKPLACE PERFORMANCE
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Unique

Communication Effectiveness - Matrix

S

OPEN

7[

TM

General Style

DOTxOmMm

- Om>x—02Z—

Self General Style

Daniel Changes

Daniel sees Others

Connecting LiNe

SELF-CONTAINED

Daniel's relationship with person no.

Observable Behaviour : 5 7 6 7 5 6 6.0

Communication Effectiveness : 3 4 3 6/73 5 41

© Copyright - All Rights Reserved
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Practical

Another relationship tool? | doubt it.

The process may, to some look complex, or simply more
of the same. However, those in the know ...

One of Australia’s Leading Universities  -Quote

“What you have developed (Neale) is of considerable value, not
only in practical terms in the form of working relationships and
organisational communication, but to our understanding of
psychology in the workplace.”

H.R Professionals - Quote

“What makes the process quite unique is, it builds upon the

personality profile, to define one-on-one relationships more
specifically, enabling a targeted dimension to the coaching
interventions. This leads to more meaningful measurement
of the changed behaviours of both parties.”

End users / participants — Quote

“Although most other training courses, which we have
conducted at Isuzu have provided some good learning
outcomes, we’ve never had the ability to accurately measure
the progress of the outcomes on a long term basis.

“Coaching interventions have proven to be practical and easy
to apply in the workplace.”

“It's fascinating, now more than three years on your program
has been the glue for my sales team and still underpins my
management, leadership and team decision-making.”
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Observable behaviour “masks” undetected issues

The misperception is, we're doing a good job, but let’'s consider why that’s not really the case?

Observable Behaviour Rating Communication Effectiveness Rating
(Re : Matrix Measurability pt. 4.8) (Re : Matrix Measurability pt. 4.8)

Don’t’ be misled - What appears as a “good” relationship Reality - And while it's reasonable to say workers do relate
does not mean it is “effective or constructive”, because the well, their conversation lacks, quality, content and
observable behaviour hoodwinks managers in to the constructive debate in relation to the day-to-day business
perception that workers have a good rapport and relate well. iIssues and situation within the workplace context.

(Refer Matrix ratings - Background, Measurability 4.8)



When you win the participant’s confidence ... what a valuable revelation! S'*

This is a “typical” individual, reviewing their key stakeholders, given the current issues and situation.

OPEN
10 . 2.6.1 Nature & scope of relationships — Points worthy of
Daniel extended discussion with the participant as each
. Direct Repo relationship unfolds.
7 Time in each relationship (new or extended relationship)
6 JK Impact of the counterpart being :-
s P L More senior / boss
E i Peer / another department
Direct Repo X R e Bo Direct report
E No direct line of authority (more or less senior)
| o 7 7_1_’. External — client, supplier, contractor.
Re R E  2.6.2 Attached example (left) — Points for consideration :
E N First — this example is typical of the type, variety,
C- A baer Relatio ) breadth and cross-section of relationships chosen
T N by participant's as their most important / valuable.
5 Relationship No. 1 — This peer relationship again is
6 typical because the observable behaviour (rate - 5)
= direct Repo indicates there is nothing untoward on the
surface. However, clearly the degree of
Peer Relatio p underperformance is significant. This highlights the
true value of the Matrix Impact tool, because while
BOTH parties may be performing within their
B individual K.P.I's, their collective
: o ) performance often goes undetected,
Daniel Relationship with Person P 0| r S t u Ave. mediocrity at best, The “silo” effect.
Observable Behaviour : 5 7 6 7 5 6 6.0
Communication Effectiveness : 3 4 3 6/7 3 5 41

© Copyright - All Rights Reserved WORKPLACE PERFORMANCE



Now we can “tailor” the development to these specifi
right NOW!
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c issues on the job ...
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N.B — Many & Varied Skills

As can be seen from the examples,
(left) Traditional L&D programs
would find it almost impossible to
identify these specific issues and
Daniel's counterparts. Yet this is the
reality and why the adaptability of
Matrix Impact makes the process
unique.

ORKPLACE PERE ANCE



Undetected & Problematic Relationship Issues ... Slide 23

66% of all key relationships are underperforming wi th 41% observably undetected - UNTIL NOW!

2.1.1 66% - A big problem, sadly with only 25% detectible , while 41% go undetected - The problem for businesses in
the past is they really had no definitive way of identifying the nature and scope of these dormant problems. That's clearly
not the case now with the Matrix Impact Program.

The first step is to determine, which individuals and teams come in to this “undetected” area.
Second step is to determine what are the specific needs of each individual and sub

Step One : Who?

AL 40% When we consider that the
Communication Matrix indentifies

66% of all key relationships are
underperforming with a communication
effectiveness of 5 or less, then the
guestion might best be re phrased ...

Is there anywhere the Matrix does
NOT fit?

dition, the studies reveal 8%
are hig onships.
This clearly suggests that the target
areas for learning and development
utilizing the Matrix are infinite and

10% require virtually no needs analysis
relative to who is a candidate.

20%

Executive management through to ...
First line supervisors & general staff.
Any internal or external relationship.

0 1 2 3 4 5 6 7 8 9 10 Sales people, and sales people with
Poor Communication Effec tiveness Excellent clients.

© Copyright - All Rights Reserved



Matrix On-line Application —

optional

Simple and practical coaching interventions one ste

makes a difference ...

X

Before

S Om>x—0OZ—

SELF-CONTAINED
Daniel relationship with p  Before During

Observable Behaviour :
Comm. Effectiveness :

© Copyright - All Rights Reserved

5
3

6
4

After
7/8
7
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p-at-a-time,

6.1 Updating the Communication Matrix

6.1 As participants update the Communication Matrix
following the implementation of their targeted coaching
strategies with their counterpart, the information provided
(left) is a direct extension of the prior measurement criteria
and should be undertaken in conjunction with,
Measurability 4.1.

6.2 As the example (left) illustrates these updates have been
colour coordinated for recognition purposes, however with
the on-line facility and/or completed manually each update
can be recorded by the date of the actual questionnaire
being completed. There is also facility for the name of each
counterpart to be included at the same time.

6.3 In addition the on-line facility caters for each participants
needs by enabling the participant to read the commentary
in the following ways :

Personality profile

How the participant changes with each update

How they see their counterpart changing including the
ratings.

“Where to from here” — crystalizing the objectives and
directions required to shift and change the attitude,
behaviour and communication of BOTH patrties.

WORKPLACE PERFORMANCE



Validation :

Changed attitudes, behaviour
& communication

83.3%
10.9%

More Effective

Unchanged

8% *

Less Effective

No. of changed
relationships
in this study

* We are not perfect

Validation Process — Before & After Interventions

Name Before After In crease
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Defining the tool & how it works ...  want to know more? Slide 26

Less-Than-Effective - Communication Effectiveness
(Zones2-3-4&5)

Co icati lveness

OPEN It's reasonable to conclude that excessive or extreme levels of communication

and/or behaviours in any one of the following four characteristics would conflict
with the desire for the development of an open, transparent and collaborative
relationship. In the extreme, if all eleven questions (refer Relationship
Effectiveness Questionnaire pages 4 & 5) were attributed to one characteristic,
this would severely reduce communication effectiveness within any relationship.

Directness - At the extreme, you can’t have effective communication nor a
constructive relationship if one or both parties is so direct they
could be described as excessively controlling. That is, their
attitude, behaviour and communication displays
disproportionate assertiveness, demonstrating they are
not listening and inflexible.

NS
1\

- Om>Xx—0

Indirectness - At the extreme, you can't have effective communication nor a
constructive relationship if one or both parties is so indirect
that they are not expressing their their thoughts, opinions nor
ideas. Their conversation lacks constructive engagement,
guality and content.

Openness - At the extreme, you can’t have effective communication nor a
constructive relationship if one or both parties is so open they
SELF - CONTAINED adopt uncontrollable behaviour, superfluous commentary that
in colloquial terms are, off the planet, over the top, have their
Communication Effectiveness head in the clouds.
(Exceﬁiitl?g to Poor 1) Self-Contained - At the extreme, you can’'t have effective communication nor a
Zone 1 - Ultimate 7.0 + constructive relationship if one or both parties is so non
Zone 2 - 6.0 communicative, that demonstrated their attitude is almost

Zone 3 - 5.0 completely disengaged, detached, shut-off and closed down.
Zone 4 - 4.0

Zone 5 - 3.0 -

© Copyright - All Rights Reserved



Defining the tool & how it works ...

—Om>X—0Z—

Communicatipq Effectiveness

OPEN

- Om>Xx—0

SELRK- NTAINED

Communication Effectiveness

Rating
(Excellent 10 to Poor 1)
Zone 1 - Ultimate 7.0 +
Zone 2 - 6.0
Zone 3 - 5.0
Zone 4 - 4.0

want to know more?

Slide 27

Less-Than-Effective - Communication Effectiveness

Mid-point -

(Zones2-3-4&5)

Similarly, in this mid-point position, you can’t have effective
communication nor a constructive relationship if one or both
parties is “sitting-on-the-fence”. This is were we find people
play safe and keeping the peace. This is an area where people
make passive commitments, political game playing, mixed
messages, an area where mediocrity abounds with a lack of
mutual clarity focus and direction.

Zone 5 - 3.0 - © Copyright - All Rights Reserved WORKPLACE PERFORMANCE



Defining the tool & how it works ...  want to know more? Slide 28

The Ultimate Performance Zone - Communication Effectiveness
( Zone l)

Communication Effectiveness
This is the Ultimate Performance Zone, that is, when two parties come

OPEN together, where confidence and trust mutually exists, that both parties
can understand and/or accept they may have different personalities,
different roles, responsibilities and/or priorities, different agenda’s,
however when in this zone they can both openly and transparently

\ express their opinions, ideas or issues, discuss their differences, align
/ \ their mutual objectives and needs, and develop a pathway forward that
\ is mutually satisfactory.

Why Five Performance Zones ?

For the benefit of participants, our objective in determining the number of
performance zones we tried to maintain a balance between complexity and
over simplification. Experience dealing with more than 37,000 Matrix
assessments that participants have found this range easy to determine,
while at the same time providing sufficient variation to visualize the

\
\\ / changes.

- Om>Xx—0

- OoOm=>x—0Z—

\ / That is, when the Matrix is updated and the attitudes, behaviour and
communication changes the participant gains a sense of positive
recognition when ratings move through the zones from say a zone five,
through to zone two or one.

SELF - CONTAINED

Communication Effectiveness

Rating
(Excellent 10 to Poor 1)
Zone 1 - Ultimate 7.0 +
Zone 2 - 6.0
Zone 3 - 5.0
Zone 4 - 4.0

Zone 5 - 3.0 - © Copyright - All Rights Reserved WORKPLACE PERFORMANCE
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Performance Zone Profiling

OPEN

© Copyright - All Rights Reserved
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- Targeting previously undetected areas for Slide 29

“action learning”

ZONE H - 23% of all key working relationships  (population of 8,545)

Dominant Characteristics - Lacking trust, shut down, inwardly defensive

This is an enormous problem for businesses and an area whereby one and/or both
parties in the relationship have basically given-up trying. This does not suggest they
don’t perform, they only do the basic essentials. People do not find themselves here
because they want to, invariably it's a response and their way of dealing with a
situation or person to protect their own self-image, their identity and/or how they see
themselves, or their image they have built within the organisation. In many cases
whatever confidence and trust they may have had in the relationship is gone! In the
many cases they have the skills, capabilities and competencies to do the job. And
choose to switch them on and off at their choosing.

Their behaviour is ... they are passively closed down, almost going through the
motions and detached from what otherwise might be a very useful and productive
relationship. In many cases they have arrived at a point, having tried in their own way
and given up. That said, there are many and varied reasons why people find their
behaviour in this grouping :-

7.6.1 Something has happened and their perception is, they feel they have been
unfairly wronged, their expectations shattered, discriminated against in what
could be many and varied ways.

7.6.2 Again, their perception ... another example ... a manager in response to a person
reporting to them, underperforming. The manager has done as much as they feel
they can and now, tossed in the towel because their expectations weren’t met.

7.6.3 Example - It could be, support from their peers or people they report to is
lacking, they may feel badly let down and the issue has not been addressed to
their satisfaction, again as they perceive it. As such, the level of confidence
and trust diminishes and they emotional detach themselves from the situation.



Performance Zone Profiling - Validation is a critical part of Matrix Impact

Slide 30
(0)

ZONE H - 23% (population of 8545)

Model demonstrates the number of Matrix’s plotted
whereby one or both parties within a relationship fall into
measurably designated areas :-

Example :- Extracted from participants 22 Questions

Score S’'s ...10... D's ...2 ...
O’s 1 I's 9
Net Result S 9 I 7

- Om>X—0O

N.B. Number of respondents

11 9 7 5 3 1 Oi 1 3
(S) SELF-CONTAINED

1200 =

1000 =
800 i

6002

400

200
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360 - Do BOTH parties see things exactly the same way? Slide 31

Not exactly, however there are undeniable similarities for development to take place, and it works!

Site Mngr. General Mngr.
sees General Mngr. sees Site Mngr.

Generally

After-
Site Mngr.

After-
Site Mngr.

—0Om>Xx— O

After —
Gen. Mngr.

H—0O0m>x—02Z—
H—0O0m>x—02Z—

- Om>X—0

.—/

mOZ2>»>2200T0MT

Before -

Site Mngr. Before -
Gen.Mngr.

Before -

Gen. Mngr.

n Generally

SELF-CONTAINED SELF-CONTAINED

Zone 1 - D Ultimate 7.0 +

Zone 2 - 6.0

Before After
6 7
4 6

General Mngr.
5.0 Observable Behaviour :
Communication Effectivenes

Before After
5 7
3 5/6

Site Mngr.
Observable Behaviour :
Communication Effectiveness\;

Zone 3 -

Zone 4 - 4.0

B OO0

Zone 5 - 3.0 -
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While “other” programs are of value, it's clear Slide 32
they simply don’t go far enough ... in terms of application and sustainability

2.1.3 Step Two - Determining Specific Needs of the individualsand T  eams
While other programs will be designed and targeted toward specific skills development ...

The purpose here is NOT to undermine the value of these other programs rather to create an awareness in relation to
the point lation. And more importantly the outcomes in terms of measurg

The Matrix
More Specific - More Meaningful

Traditional L&D Methods

Myers-Briggs / Belbin / Disc
LSI/ Prism / PDI/ HBDI / TMI
otional IntelliJtme
Holistic Learning

SELF CONTAINED

Measurable
QOutcome =

Measurable
Outcome =

* Refer COT™] i i 2 © Copyright - All Rights Reserved

5.9

W ore Measurable - Greater Impact
Example of Programs Available @) OPEN
of courses, glob R
and/or spe esigned.
coaching & mentoring. K
Listening Skills Counselling P ’
Leadership Skills Team Building L R
Conflict Resolution Problem Solving A | Before g :
Coaching for Growth Relationship Building 5 R R
Management Develop Assertiveness Training C . 2\" c
Personal Development Psychological Profiling = c !
Performance Management Delegation Techniques ! E
C
H
A
\
G
=




. . .. Slide 33
Workplace impact is our driving force ...

Ingredients of an effective intervention process

Matrix Impact

LSI, SYMLOG

DISC, BELBIN, HBDI,

EMOTIONAL INTELLIGENCE.
MYERS-BRIGGS, MBTI, TMI

\
=
A
S
U
R
A
B
L
=
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We simply add - specific and practical application i

Start » OTHER PROGRAMS

Other leadership, psychologica

personality and preferred style

programs provide :-

Greater self-awareness and insight.

Understanding others style.

How to build rapport & draw closer.

Develop harmonious relationships.
But don’t go far enough.

As above and extending to ...

Addressing the workplace issues.

Targeted strategies.
Building more open and

Meaningful & measurable change.

constructive relationships.
Rebuilding trust and igetice.

are ¢gn the “same page”.

Building Rapport
(As above)

We crystallize
“workplace”
issues &
situation in
relation to both
parties
objectives.

Oa 0 ad
O€e e DO
parties are one
€ Sd e page
0 aing G
O ae e

n to the workplace ...

Ongoing
informal
telephone
follow-up,

feedback,
measuring
& reshaping
the changes

© Copyright - All Rights Reserved
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A. More Effective Measurement

No other program can drill-down to
one-on-one relationships as
specifically, define & measure the
attitude, behaviour & communication
of “both” parties in the day-to-day
operation of the business.

No other program can move beyond
personality & style & measure the
impact that workplace issues &
situations have when building more
effective and constructive individuals
and teams in the workplace.

To provide a user-friendly tool, which
can be quickly updated to determine
& measure the specific changes in
the attitude, behaviour and
communication of BOTH patrties.

What others say about Matrix Impact &
why the competitive advantage
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More Specific - More Meaningful
More Measurable - Greater Impact

Isuzu Aust. - (working with Isuzu, 18 mths later)

“The senior management team were sceptical at the outset,
however we gained a better understanding of our peers, with a particular
focus on the impact ever-changing workplace issues and pressures have
on overall corporate efficiency levels. And while other training courses have
provided some good learning outcomes, we've never had the ability to
accurately measure the progress of the outcomes on a long term basis.”

Bridgestone Aust. - (reference 3 years on)

“I was bemused now three years on how generic many of

these others programs are compared to yours. Your
program still underpins my management, leadership and team decision-
making. | have seen a marked change in our team and my sales team is a
more effective and constructive group as a result.”

Mirvac - (reference after 3 mths) “Neale has taken

our fifteen senior managers and CEO on a journey,

tailoring the one-on-one coaching to individual’s specific
needs that reflected their workplace issues and pressures. The feedback
from the team has been very positive with many ideas and tips taken on
board and embedded as normal day-to-day thought processes. It's practical
and easy to apply in the workplace, allowing individuals to measure the
ways to improve the effectiveness of their workplace communication.”

Enzyme Solutions - (reference after 3 mths)

“The concepts and sales framework Neale provided has a

more structured and measurable way to work on
Improving the quality and constructive nature of the communication. | am
better positioned with useful questioning techniques to draw clients needs
and issues more readily. The program has given me increased confidence
in dealing with some of the thornier business relationships.”

WORKPLACE PERFORMANCE




What others say about Matrix Impact & Slide 36

why the competitive advantage More Specific - More Meaningful
More Measurable - Greater Impact

Patrick Stevedore - (reference after 12 mths)
“there is no doubt that this programme has improved the co-
operation between sections of the Webb Dock workforce and led to an
improved level of service to our clients.”

B. More Relevant & Buy-In

No other program can provide
specific insight in relation to the
strengths & areas for improvement
within each relationship.

Bridgestone Aust. - (reference after 12 mths)
“the program has been the “glue” to draw the team together
and this can be measured in positive results each and every month. ...
Program is simple & practical but shows the progress made”.

Individuals can self-analyse each
relationship within the context of the
workplace issues and situation
affecting both parties behaviour.

Pilkington Glass - (reference after 9 mths)
“a tool that our leaders have been able to grasp and apply to
improve their communication effectiveness. Neale provides
a comprehensive review of progress and measures and has gone that
‘extra yard’ to support our leadership group.”

Mazda - (reference after 6 mths)

“CMD goes beyond personality profiles applying techniques
which are used in practical workplace situations. Our management team
are more conscious of the importance of building effective communication
strategies within their work relationships.”

Opens the door to previously
“unidentified” workplace issues.

Participant “buy-in” is accentuated
because participants can identify the
“what’s in-it-for-me” factor.

Akzo Nobel - (reference after 11mths)

“With a number of strong personalities this was never going
to be another ‘training exercise’. The senior team is functioning in a more
supportive, open and communicative manner. Of particular interest was the
follow-up and support provided in an informal way, over the phone,
targeting specific issues in the workplace, while at the same time almost
eliminating time spent in training meetings and groun workshops.
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C. Application in the workplace

Each relationship and specific
iIssues can be broken down and
targeted with a combination of
learning techniques.

Specific strategies and questioning
techniques are transferred easily
into the workplace because
participants build the relationship,
one-step-at-a-time.

Confidence and trust is rebuilt
because strategies are tailored to
each situation.

Enables individuals to crystallize a
pathway to build a more open and
constructive relationship, to discuss
their differences and align their
goals.

What others say about Matrix Impact &
why the competitive advantage
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More Specific - More Meaningful
More Measurable - Greater Impact

Chubb - (reference after 9 mths) More than 190 managers.

“Neale’s program is unique, it is the only program that can
specifically define & measure the effectiveness of relationships within a
workplace context. Rather than working on simply helping people to “get on
better”, Neale’s program provides practical strategies and skills to improve
the effectiveness of relationships, the quality & productivity.

Bayer Aust. - (immediate impact)

“The half-day workshop has yielded tremendous benefits even
at an early stage. Confronting strained relationships in an open forum is a
difficult challenge requiring tact & diplomacy. Where other programs finish |
look forward to continuing to work with you.”

BASF Aust. - (reference after 10 mths)

“Many consultants promise to deliver competitive edge. Very
few can deliver. CMD does. | have found CMD capable of genuinely adding
business value through the development of communication skills & insight.
The end result is a real improvement in business competence and
organisational culture.”

Fasco Asia Pacific - (reference after 12 mths)

“We have seen a “step-change” not only in the level of
communication but also in the effectiveness between the executive team.
Initially we were skeptical, more of the same, however Neale’s unique
approach through simple & practical examples helped us quickly see the
gaps in how our team operated. The working environment has changed with
people openly discussing their business issues and personal concerns. This
has lead to greater understanding a more cohesive team and increased
performance.

WORKPLACE PERFORMANCE



What others say about Matrix Impact & Slide 38

why the competitive advantage More Specific - More Meaningful
More Measurable - Greater Impact

Mayne Logistics - (reference after 12 mths)

“Neale’s efforts & commitment to achieve our objectives,
under sometimes adverse attitudes & individuals reluctance to change, was
a key factor in the results. The result being attitudes and work habits have
been challenged with planning, performance measurement and review
disciplines now entrenched in our business.”

D. Follow-up & Sustainability

No other program can provide the level
of follow-up and continuity, with a
simple yet practical strategy that is built
one step-at-a-time in the day-to-day
operation of the business.

Cadbury Schweppes - (reference after 8 mths)

“This practical approach to training has meant that the
systems developed by Neale are extremely applicable to the business needs
and can be immediately used in their day to day work. He has a long term
focus rather than any quick fix and is involved with the participants and their

As the dynamics of the relationship and managers, much of it outside the workshop.”

discussions shift and change, fortnightly
telephone coaching and/or meetings
enables specific strategies and
questioning techniques to produce
greater influence, impact and control.

Lefroy Valley . - (reference after 4 years)

“ The time spent with Neale was challenging, at times
confrontational, always educational and definitely rewarding, but importantly
provided us with the training to do this ourselves on an ongoing basis.
Neale’s skills were successfully transferred and still in use today.

Origin Energy - (reference after 15 mths)
“Interpersonal & communication issues were identified and
clarified through your programme where the one-on-one approach assisted
in developing skills, ensuring a balanced view & the ability to better manage
perceptions & reality. The group continues to benefit from this.

Sustainability is maintained because of
the “preventive maintenance” capability
with ongoing tracking of the Matrix, as
the issues in the workplace change.

Maxitrans Aust. - (reference after 12 mths)

“After many months work with Neale, things have changed

No cost updating of the Matrix significantly. His positive attitude played an important part in building
confidence & trust. This was a major factor in our success. This has has

encourages regular USE, greater self- assisted managers to manage their people to better results, instead of

management and self-learning. managing tasks, as had been the case.”
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