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Content of presentation

Strategic overview of the Sasol organization
Leadership development challenges

Sasol’s talent development architecture



What Is Sasol to you?



Sasol’s integrated value chain
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Sasol’s current global FT activities

European Union

South America

U

South Africa



We are not the worlds biggest player

We need people empowered
to innovate and motivated to

keep Sasol AHEAD and
successful.

We need leaders willing to
take responsibility for the
opportunities that are out
there.

Market cap ($ billion)

We are small fry in the global Merket cap

oil and gas business.
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Challenges in the future

Besides the challenges of transformation (an imperative!), achieving
returns...

We need to protect our intellectual property.
We need to secure competitive feedstock for our technology.
We need to exploit the ‘Window of Opportunity’ for our technology.

We need to develop good relationships with all our host governments
and joint venture partners.

Most importantly we need TALENT



What does our graduate skill profile look like ?

Largest R&D organisation in southern hemisphere

Sasol, Secunda has highest concentration of enginee Is per
capita in South Africa

Sasol Technology R&D group has highest concentratio n of
science and engineering doctorates in the southern
hemisphere

120 Sasol Technology (and R&D) employees hold docto  rates

205 R&D employees hold Masters, Honours, Bachelors
degrees or equivalent

But o’ boy they lack leadership skills !!



Our sustainable success is dependent on a
winning team that .....

Performs consistently.
Relies on all its players to perform according to t he game plan.

Knows world-beating performance is not negotiable

Is continuously learning and improving

Adheres to a spirit of ‘win-win’ relationships with partners and
other stakeholders.



Translating the strategy added new talent needs ...

New organisational roles > global growth
Increasing numbers of expats and secondees
Talent needs on many organisational levels
Higher impact in specialized groups
Competing demands for the same talent pool
Embedding a values-based leadership culture

National and international diversity demands

|

Needed a new approach and framework that
would apply to current and future needs ...



Talent pipeline framework

Corporate Citizenship
Global Leadership
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Our approac
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Pipeline level

Learning Focus

Manage Enterprise

Get results through comprehensive enterprise leader

ship

Manage Group

Get results through business managers & a portfolio

of businesses

Manage Enterprise
Function

Get results through a comprehensive enterprise func

tional leadership

Manage Business

Get results through comprehensive business manageme nt

Manage Function /
Multiple Function

Get results through managing & leading a major func tion

Manage Managers

Get results through managers & through managing mul

tiple team managers

Manage Others

Get results through individual contributors

Manage Self

Get results through individual contribution, effort

& self management.

“Results
«Operational, Financial & Technical Results

“Manage Others

g customer resul

+Full Performance

+1. Self & team

+2. Quality target achievement

met targets, due dates and

quality standards . . .
" " 2. Achieved a new standard in productivity,
3. Cost target achievement 2. reduced all non-value-adding work enose & reduction of nonvalto-addi
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«Leadership & Growth Results
+1. Value, goal clarity and alignment (performance direction)

«Exceptional Performance

+1. Set new standards for achievement of results
delivered by operational teams

2. Team )

3. Team skill level, succession & career progression

+4. Team motivation & wellness

5. Change management & communication
Management Results
1. Plan, budget & schedule (including projects)

embraced by team

2. Performance reviewed regularly, recognition given where

it was due and performance issues dealt with proactively

3. Self and all team members achieved development

objectives

4. Case for i well i and

effectively executed
Mada ok L
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paradigm for operational teams
2. Exceptional performers want to work on leader's
team

3. Appointed exceptional talent & identified high
potential talent

4. Considered a role model for leading operational
teams

5. High team credibility with key stakeholders

2. Operational implementation and execution

3. and legal (audits & i

+4. Work alignment across boundaries (value chain)
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+6. Resource availability and optimization
«Customer & Relationship Results
1. Customer/partner service (service level agreements)

«1. Developed annual work & project plans

2. Plans executed and team objectives consistently
achieved in a safe working environment

3. Control systems and measures in place ensured timely
results and compliance

4. Cost effective resources available for results delivery
5. Achieved results through cross-boundary teamwork

6. Made quality decisions and found solutions which
improved team results

5. ROTE MOUET 10T TAKIG WOTK easy 10T other:

+1. Set the standard for resource availability, plan
delivery & progress monitoring

2. Exceptional cross boundary teamwork.

3. Decision making, problem solving & control
systems served as a role model to peers

2. of

and contracts

+3. Liaison with service & support functions
«Innovation & Improvement Results

L

«1. Fully understood customer needs and fully understood
supplier contributions to drive operational results in the best
interest of the company

2. Built effective working relationship with manager, peers,
team members, customers & suppliers

+1. Actively supported other teams in achieving
better results

2. Built outstanding working relationship with
manager, peers, team members, customers &
suppliers

«1. Applied new ideas / work methods & opportunities for
improving results through team engagement
C of business

2. Process and results optimization

2. supported the i
optimisation initiatives

“Note: The specifics in terms of "Operational, financial & technical results” can differ significantly between manage others operational

distribution may be different depending on the span of control

T SET e O T ToT =Ty
implementing new knowledge & ideas to drive
performance improvement

2. Targets consistently exceeded through finding

C maNage olher Specilsts, Furthermore, the tme




Development Architecture in Sasol

Development planning Growth intervention Workplace application
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Personal Development Plan  Action learning project Evaluation (ROI)

Line Coaching (Performance and / or career)

Program management & Program Coach
Leadership support (Business Unit Management team /

Career Panel)

Performance management



1. Leadership Pipeline Levels of Work

Managing fManage Managing [ Manage |Managing|Managing
Self Others fManagers JFunction | Business

2. Performance Result Areas (5 KPA’s)

3. Performance Standards (KPI’s)

Full performance Exceptional
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4. Sasol Competency Framework (meta-competencies)

Business Drivers (strategy based)

Core Competencies per Pipeline Level

Competencies

5. Job & Person Competency Profiles
Enablers Knowledge, Skills, Attributes (Level & Result)

6. Assessment Matrix Sasol Applications
Potential Persona"ty Selection (Internal & External)

Placement (Local &
Performance Current Level of Work: Preference Style: international)
Performance
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Track Record

Bursaries & Learnership &

Structured Interview ; " Values: Technical Skills Training
(Drotter / Targeted Selection) LEEng A EQ:
Succession & Leadership
360 / Multi-Rater Assessments Development
] __ __ Personal counselling &
Primary Decision Tools Secondary Decision Tools wellness




Program delivery

Corporate Leadership Development

Leadership CBP / Business Unit
Pipeline o _ [Is _ _ _
Levels Core Programmes Corporate strategic initiatives Business Needs usiness Unit Electives
Managing P
Enterprise Executive
Managing e Leaders .~ AMP
Group
Managing GMP
Business
Managing Ent . \ / / \
muneer emtiore—H SEDP{—Women
Managing a Leaderghlp Joint
Multi Function (Executive) entures
Managing a ALDP
Function Operational Y Leadership)
IVIIVI
Managing Leaders N _
Managers Elective
Programs
Managing MO
Others Emerging ALDP
Self Leaders MS Managerial
Management




Our journey with assessments

Pre 2000

Free to all and was the right thing to do
Conduct assessment and development centres
New vision and values.

Stop all assessments

Post 2000

New governance
Align assessments to talent pipeline
New development interventions

Current

New focus and team

Investigate assessment and development centre for senior management specifically with the
focus on global / joint ventures leaders



Thank You
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