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About us 
 

 
The Talent Hub International is a 100% female owned company. The directors are: 

•             Susan London 

•             Lydia Cillie-Schmidt 

 

The Talent Hub International was created as an expansion of The Talent Hub to enable the business to expand its 

services globally. The Talent Hub International is continuing to build on the foundation that was laid by The Talent 

Hub since 2008 and will be delivering the solutions and services in talent management, assessment, learning  and 

medico-legal work. 

 

Our Mission: Helping people and business succeed.   

Our Vision: To make a difference locally and internationally.   

Our Values: Professionalism, dedication, empathy, integrity and results focus. 

 

Organisation Structure: 

 

Our contact details: 

Name e-mail Phone 

Susan London susan@tthinternational.co.za +27 82 990 7525 

Lydia Cillie-Schmidt lydia@tthinternational.co.za +27 82 990 6327 

Elize van Wyk  admin@tthinternational.co.za +27 82 990 6328 

Zanele Mapukata  ZaneleMapukata@ tthinternational.co.za +27 83 281 9350 

 

 

Operations 
Director: 

Susan London

Principal 
Consultant:

Lydia Cillie-
Schmidt

Office Manager:

Elize van Wyk

Sales Manager:

Zanele Mapukata
Associates
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The Talent Hub International delivers services in these broad areas: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Learning and Development 

Talent Management 

Organisation Design and Development

Change Management

Employment Prospects and Earnings 
Potential Assessments for medico-legal 
purposes
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The Talent Hub International’s Learning and Development Services 

 

The Talent Hub International provides the following solutions to organisations to ensure that it has a proficient 

and productive workforce: 

 

  

1. Learning and Development Strategy Development 

 

The Learning and Development landscape is changing constantly and the needs of the organisation to have the 

best skilled people to deliver on its objectives are increasing exponentially. The Talent Hub International has the 

experience and the foresight to help organisations to build learning and development frameworks that will help 

them to achieve their current and future objectives and at the same time facilitate the engagement and 

commitment of staff. We support the strategies and frameworks with change management, policies, procedures 

and processes. 

 

2. Learning needs analysis 

 

The Talent Hub International utilises the 6 D’s approach to the design of training and development. This ensures 

that a thorough front-end analysis is done before any intervention is developed. The 6 D’s are: 

 D1 - Define Business Outcomes 

 D2 – Design the complete experience 

 D3 - Deliver for application 

 D4 – Drive learning transfer 

 D5 – Deploy performance support 

 D6 – Document results (Source: The Six Disciplines of Breakthrough Learning, 3rd Edition by Roy Pollock, 

Andrew Jefferson, Calhoun Wick) 

Learning and Development Strategy development

Learning needs analysis

Learning Paths

Gamified Learning Interventions

Learning Centres based on simulations

Learning Experience Management

Mentoring and Coaching

Competence and Proficiency Audits

The design of professional development plans

The evaluation of training impact
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We also use assessment centre technology and psychological instruments to identify individual training needs. 

 

3. Learning Paths 

 

Through its association with The Talent Hub (www.thetalenthub.co.za) we have access to the Learning Paths 

International’s methodology to design learning paths. According to Williams and Rosenbaum in their book 

“Learning Paths” (2004) a Learning Path is the chronological series of activities, events and experience that goes 

from Day 1 to proficiency.  They define proficiency as the measurable outcomes and observable behaviour of doing 

a job or task correctly at the desired level of performance.  The Learning Path is not completed until the person 

demonstrates proficiency in all the required outputs of the role. This helps to ensure that the employee gets 

proficient as quickly as possible to ensure the achievement of business results. Accelerated proficiency achievement 

is a pre-requisite in today’s workplace. As Pollock, Jefferson and Wick write in the Field Guide to the 6D’s: “We 

knew that learning speed and effectiveness would become even more important in an increasingly competitive, 

global and knowledge-based business climate”. 

 

The Talent Hub, partner of Learning Paths International in South Africa presents Learning Path certification 

workshops that will help you to design learning blueprints to accelerate learning and achieve business results more 

effectively.  

 

The Talent Hub International designs Proficiency Definitions and Learning Paths for all levels of roles in 

organisations. 

 

4. Gamified Learning Interventions 

 

The Talent Hub International has experience in the integration of game characteristics and mechanics into training 

programmes and tasks to promote change in behaviour and to motivate and engage learners. Gamification 

elements may include achievements, badges, levels, rewards, points, and leaderboards. 

 

Some of the learning interventions based on game principles that some of our consultants have designed are: 

 A mentoring game 

 A gamified simulation for internal investigators 

 Several board games to teach product knowledge 

 A talent management board game 

 Several other types of games to enhance learning 

 

 

http://www.thetalenthub.co.za/
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5. Learning Centres based on simulations 

 

The Talent Hub helps to develop managers and professionals by evaluating them against an agreed set of 

competencies by administering a Learning Centre. This method is based on the principles of experiential learning 

and continuous feedback, using assessment centre technology. The typical process followed during a Learning 

Centre is the following: 

 The participant participates in a simulation 

 The participant and his/her dedicated facilitator discuss and collaboratively assess the participant’s 

performance during the simulation 

 The facilitator counsels and coaches the participant regarding the identified development areas in an 

environment in which trust and confidentiality are guaranteed. 

 The participant participates in the next simulation so as to explore the new behavioural skills that have 

been acquired. 

 The participant, with the assistance of the facilitator, writes a report reflecting the individual strengths and 

development areas of the participant. In addition, the participant, with the assistance of the facilitator, 

formulates a development plan. (Sandra Schlebusch and Gert Roodt in the book “Assessment Centres: 

Unlocking Potential for Growth” (2008). 

 

The learner may participate in several simulations that are specifically designed to elicit the behaviour required to 

demonstrate competence. The simulations may include: 

 An analysis exercise implications 

 A proposal presentation  

 Group meetings  

 One-on one-meetings with various objectives, e.g. coaching, performance management, problem-solving 

 An inbox 

 Custom-made simulations as agreed with the client 

 

6. Learning Experience Management 

 

Through our association with Learning Paths International we also have access to the Learning Experience 

Management System TREK designed by Cognitive Advisors (http://www.cognitiveadvisors.com/trek). “People 

develop proficiency and mastery through a balanced blend of learning activities, including a combination of formal, 

informal, and experiential learning. But traditional Learning Management Systems are designed to support only 

formal learning, which accounts for approximately 10% of the real learning that happens. Without support for the 

other 90%—the informal and experiential learning—learning professionals have no easy way to manage and 

support the entire learning process. Now, there’s a way to manage all the learning in your organization: formal, 

informal, and experiential: TREK™ Learning Experience Manager. 

http://www.cognitiveadvisors.com/trek
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TREK Learning Experience Manager (LEM): 

 Manages, tracks and reports on the full range of learning 

 Is built from the ground-up with the Experience API (Tin Can) to capture learning outside the LMS 

 Offers cloud-based software designed for today’s mobile workforce 

 Aligns all learning experiences to competencies 

 Supports personalized learning paths to tailor learning for each learner” www.cognitiveadvisors.com/trek  

 

Our consultants are trained in mapping learning experiences on this system. 

 

7. Mentoring and Coaching 

 

The Talent Hub International offers the following mentoring services: 

 Design of mentorship programmes 

 Design of mentorship training 

 Training of mentors 

 Training of mentees 

 Facilitating the mentor/mentee contracting sessions 

 The Mentoring Game 

 Design of Learning Paths for Mentorship Programmes 

 Using the Learning Experience Manager System (TREK) to structure the mentoring programme 

 Managing mentorship programmes for organisations 

 Designing and administrating 360 degree evaluations as part of the mentorship programme 

 

The Talent Hub International has extensive experience in coordinating coaching programmes for organisations as 

part of leadership development and succession management. 

 

The Talent Hub International has access to a wide network of coaching associates. Our coaches follow a needs-

based approach to coaching, underpinned by the various coaching frameworks and approaches covered in their 

training. The coaching approach is tailored according to the specific client’s needs and different coaching models 

are used as required.  

 

The Talent Hub International’s coaches do coaching in the following four categories:  

Skills Coaching 
Focused on transferring skills specific to the role or job of the coachee, or 

general people management skills 

Performance 

Coaching 

Focused on raising the coachee’s level of performance in a broad range of role 

skills (outcomes) 

http://www.cognitiveadvisors.com/trek
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Development 

Coaching 

Focused on the coachee’s longer term development – also focused on the 

whole person and how they can use their current role to develop their capacity 

for future roles 

Transition 

Coaching 

Focused on enabling the coachee to transition from one level of functioning to 

the next 

 

We believe that every coaching situation is unique, based on the coachee’s personal development journey.   Our 

coaching associates determine, in collaboration with the coachee, the relevant starting point and journey with them 

to their own destination.  This means that one coachee might have the need for skills coaching to be more assertive 

during meetings, while the next coachee might be about to move into a higher-level role in the organisation and 

needs to make a transition to function at a higher level of complexity. Our coaching associates are well-equipped 

to deal with all these aspects and ensure an effective coaching outcome.    

 

8. Competency and Proficiency Audits 

 

The Talent Hub International uses various methods to conduct Competency and  Proficiency Audits, for example: 

 

 Multi-rater evaluations 

As a basic method, a multi-rater evaluation of the relevant competencies per role is recommended, e.g. the 

Smart360 system. Smart360 is highly flexible, user-friendly and intuitive. Internal employees AND external parties 

(such as external customers) can be involved as raters. All raters (internal and external) receive a system-generated 

email containing an embedded hyperlink that opens the 360 questionnaire directly (no need to log into any system). 

The system further provides easy monitoring of rater response progress—presented in real-time, online. The 

system keeps a permanent record of employee 360 appraisals in a click-accessible database, so improvement 

progress can be tracked over time.  

 

 Simulations  

Role-relevant simulations are designed that elicit the relevant behaviour to be able to identify proficiency gaps. 

Each person usually participates in a mini-assessment centre of 2 -4 hours during which they will participate in short 

simulations.  Some of these simulations can be done electronically. 

 

 Knowledge tests 

 

If certain knowledge components are viewed as critical for a specific role, standardised knowledge tests could also 

be used as part of the Proficiency Audit, e.g. Kenexa ProveIt! 
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 Psychological tests 

 

Where certain personality attributes form part of the competency framework, relevant psychometric tests, e.g. the 

15FQ+ could be used to identify the employees’ preferences. 

 

 Career discussions 

 

It is strongly recommended that career discussions with all employees are conducted to establish their career 

aspirations, experience, rotational preferences, career plans, potential personal career derailers and views on 

barriers to their careers as part of these audits. 

 

9. The design of professional development plans 

 

The Talent Hub International has extensive experience in the design of customised development plans for learners 

at all levels, from senior management to the lowest level. These plans are competency and –proficiency based and 

is unique to each learner. 

 

10. The evaluation of training 

 

The Talent Hub International assists clients in evaluation training at the various levels Kirkpatrick four-level 

evaluation model (reaction – level 1, learning – level 2, behaviour – level 3 and results – level 4) formed the basis 

for others to build on or use as a reference point in building their own training evaluation models. Dr Jack Phillips 

added a fifth level, Return on Investment (ROI), which is designed to quantify performance improvements, measure 

financial benefits and compute precise investment returns.  We also evaluate scrap learning.  
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The Talent Hub International’s Talent Management Services 

 

The Talent Hub International provides the following Talent Management Services to organisations in line with The 

Talent Hub’s Integrated Talent Management Framework© and Talent Management Process©. Within these 

frameworks The Talent Hub International focuses on the following type of solutions for its clients: 

  
 

The Talent Hub International works closely with its clients to design the best solutions for them aligned to the 

organisation’s strategy, culture, objectives and within their budget and timeframe. We believe in working as a 

partner with our clients and as an extension of their workforce, helping the client to be able to build a sustainable 

solution.   

 

1. Talent Strategy and Frameworks 

 

The Talent Hub International’s process to help organisations with talent management has the following phases: 

 

 

1.1 Phase 1: Conceptualisation and buy-in  

 

Some of the actions involved in this phase are: 

Talent Strategy and Frameworks

Employment Assessments

Organisation- and Job design

On-boarding

Learning and Development

Performance Management

Succession- and Career Management

Phase 1: 
Conceptualisation 

and buy-in

Phase 2: Laying the 
Foundation

Phase 3: Implement 
Talent Management 

Strategy and 
Process

Phase 4: Monitoring 
and evaluation
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1.2 Phase 2: Laying the foundation 

This phase entails, amongst others, the following steps 

 

 

1.3 Phase 3: Implement Talent Management Strategy and Process 

 

This phase entails the following main steps: 

Gather information on the organisation’s current and future strategy

Analyse strategic objectives to identify the talent implications of the 
objectives

Do a draft Talent Management Framework and process for the 
organisation

Identify the mission critical or pivotal roles that will assist in achieving 
the current and future strategy

Do a preliminary analysis of the Talent Health in the organisation

Prepare the business case/position paper for Talent Management 

Visit key stakeholders first on an individual basis and discuss the 
business case for Talent Management

Run workshops with the relevant stakeholders to discuss the concept of 
Talent Management

Finalise the Talent Management Framework and –process, as well as 
related policies and get buy in

Review the structure of the HR Department and determine 
whether it is optimal for facilitate Talent Management

Audit the availability and integrity of HR Data

Determine what competencies are needed to achieve business 
strategy. 

Conduct a skills audit of all staff

Design the Employment Value Proposition (EVP) of the 
Organisation

Do workforce planning: determine talent supply, talent demand 
and talent gaps 

Formalise Talent Management Strategy
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1.4 Phase 4: Monitoring and Evaluation 

 

This phase entails the following base steps: 

 

 

2. Employment assessment 

 

The Talent Hub International has the capacity to design and administer assessment centre methodology (In-boxes, 

analysis exercises, group exercises and roles –plays), as well as administer psychological tests. We have a 

partnership with Top Talent Solutions (http://tts-talent.com/) that provides us with access to a range of 

assessments that can be built into assessment batteries that suit our client’s needs. 

Run workshops to train all HR staff on the Talent Management 
framework, process and strategy

Run workshops to train all managers on their role in the Talent 
Management process

Establish Talent Review Committees or Boards

Managers to prepare for Talent Reviews

HR prepare for Talent Reviews

HR facilitate Talent Reviews

HR records all decisions and use for monitoring purposes

Managers give feedback on outcomes of talent review process 
to employees

Engagement  and other surveys

Performance Management

Talent Management metrics

Talent Reviews

Amend and update TM Strategy based on needs and 
evaluation and monitoring findings

http://tts-talent.com/
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3. Job- and organisation design 

 

The Talent Hub International has extensive experience in organisation design and job design. Our services in this 

area include the following: 

 Organisation review and structuring 

 Job analysis 

 Designing Job Profiles/Descriptions 

 Design of competency frameworks 

 Design of service delivery models 

 

4. On-boarding 

 

The Talent Hub International helps organisations to builds on-boarding processes and tools that ensure that the 

organisation’s Employment Value Proposition is realised and that new employees are productive as soon as possible 

and stay engaged from day one. We use the following tools in this process: 

 Gamification of content delivery 

 Toolkits for line managers and employees 

 On-boarding plans delivered and monitored electronically  

 

5. Learning and Development 

 

The Talent Hub International  assists clients in building a learning architecture and strategy that helps employees 

to be proficient in their current and future roles. To achieve this, we use for example, the following tools: 

 Learning Paths 

 Competency and Proficiency Audits 

 360 degree evaluation 

 Mentoring 

 Micro-learning 

 A Learning Experience Management System that we access through the reseller Learning Paths 

International (www.learningpaths.com)  

 Gamification 

 

 

 

 

 

http://www.learningpaths.com/
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6. Performance Management 

 

The Talent Hub International supports clients with the design and implementation of performance management 

systems. We also have access through our partnership with The Talent Hub, access to the Appraisal Smart System 

(www.appraisal-smart.com). This flexible software-as-a-service system is ideal for smaller and medium businesses. 

In addition to the design of performance management frameworks for organisations, we also: 

 Train management and staff on the performance management system and principles 

 Design performance management information booklets, manuals, policies and procedures 

 Support HR with the admin involved in performance management (if it is a traditional system) 

 

7. Succession Management 

 

The Talent Hub International has extensive experience in helping organisations to design and implement various 

formats of succession management, namely risk replacement planning and the succession pool approach. Our 

succession services include: 

 The design of the succession framework 

 Helping to select successors 

 Design the development experiences and learning paths for the different levels and roles 

 Designing information booklets, manuals and presentation for the change management part of the process 

 Monitoring the development of the successors 

 Helping the client with reporting and problem-solving regarding the succession programme 

 

8. Career Management 

 

The Talent Hub International provides career management services to clients such as: 

 Career mapping/pathing/experience mapping 

 Career assessments 

 Dual career paths 

 Level progression assessments 

 

 

 

 

 

 

 

 

http://www.appraisal-smart.com/
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The Talent Hub International’s Organisation Design and Development  Services 

 

The Talent Hub International has been assisting clients for many years in optimising the structural design of their 

organisations, assessing their current cultures and moving towards their desired culture.  

 

In assisting clients with organisation design, The Talent Hub International is heavily influenced by the Organisation 

Design Model created by the DPSA for public service organisations in South Africa, as it can be applied universally 

with a few tweaks. The broad process that we follow is  depicted below: 

 

Project Management and Change Management 

Source: Guide and Toolkit on Organisation Design published by the DPSA 

 

We have assisted several clients with team development, using the model developed by Manspec: 

 

The Talent Hub International’s strong point lies in doing a thorough diagnosis upfront before we do the design of 

the organisation or an intervention. For this reason we have conducted various surveys with various objectives for 

our clients. 

 

 

 

Task interdependence: Are we by definition a team?

Alignment: Where are we going? (developing team 
vision, mission, values, goals, objectives, targets, action 

plans, norms of success, rewards)

Roles: Who does what? (clarifying task 
roles/responsibilities, role discrepancies, mutual 

expectations, division of labour, authority limits, etc)

Procedures: How will the work be done? (defining the 
role of the team leader, operating procedures, policies, 

decision making, problem solving, and planning 
procedures, how meetings will be conducted, etc)

Relationships: How will we work together? 
(interpersonal styles and interaction, giving & receiving 

feedback, team communication & participation, 
assertiveness, responsiveness, coping strategies, 

developing and maintaining trust relationships, conflict 
resolution, relating to other teams)
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Change Management Services 

 

As most of the initiatives and projects that are implemented by The Talent Hub International entail change 

management, we include elements of change management in our approach. With large change projects we make 

use of the change management experts in our Associate pool.   

 

Our Associates are trained in the Prosci methodology and use Prosci methods and tools. Willie Jooste is an 

experienced Change Manager and leads all the major change initiatives for The Talent Hub International. The 

following approach (based on Prosci methodology) is adapted to the client’s needs:  

 

Change Management Plan 

 

The Change Management Plan for any project uses the Prosci Change Management process as the basis of all 

Change Management activities, as depicted in the table below: 

 

 

                    Source: Prosci 
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Change projects are usually implemented in three main phases: 

 

 

 

Phase 1: Preparing for the Change 

 

Phase 1 focuses on developing a customised and scaled Change Management approach for the change at hand. It 

includes: 

• Conducting a Strategic Alignment Workshop: The purpose of this two-day workshop is to align the client’s 

change management effort with the organisational strategy. Prosci provides the framework, tools and 

facilitation to develop a change management capability strategy that aligns with the client’s specific needs 

and desired outcomes.  

• Doing various Change Readiness assessments (e.g. Prosci Change Triangle) 

• Assessing the Change Management Risk using the relevant Change Characteristics of the change taking 

place as well as Organisational Attributes.  

 

This gives an indication if the risk of the change management failure falls in the Low Risk, Medium Risk or High-Risk 

grid if not handled correctly as depicted in the example below:  

 

Change Management Risk Assessment (example) 

 

• Assessments are also done on the impact of the change on the various impacted groups. Ten aspects are 

used to determine the impact per group. See example below: 

Phase 1: Preparing for the 
Change

Phase 2: Managing the 
Change

Phase 3: Reinforcing the 
Change
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Change Management Impact (example) 

 

• Expected resistance is identified and tactics are developed to address the anticipated resistance 

• A further assessment is implemented for the Sponsor coalition. Tactics are  developed to support / coach 

sponsors as they play a critical role in successful change 

• Preparation of the Change Management team for the change  

  

Phase 2: Managing the Change 

 

The change is managed at two levels, namely individual and organisational. 

 

i. Individual change management 

 

Organisations only go through change if individuals within the organisation changes. Individual Change 

Management is undertaken concurrently with that of organizational change management. Individuals going 

through any change move through the following:  

 

 
Source: https://www.slidesalad.com/product/adkar-change-management-model-google-slides-templates/ 

 

Awareness: Employees must first be made aware of and understand the change  

Desire: Employees must make a personal decision to support the change  

Knowledge: Employees must obtain the necessary knowledge for the change  

Ability: Employees must demonstrate capability to implement the change  

Reinforcement: Change must be reinforced to be sustainable. 
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ii. Organizational Change Management 

 

Here the following aspects are effectively and comprehensively addressed:  

 

 

The following five plans are usually developed and implemented: 

 

 

Each of these plans will now be discussed in more detail: 

 

Plan 1: Communication Plan 

 

Communication is a critical component of change management. The communication plan is based on:  

• Best practices from other companies  

• A results-orientation approach 

• The client’s specific change characteristics and unique attributes (obtained in the assessments)  

• Targeted audiences, key messages, frequency of communications, delivery mechanisms and senders 

• Based on Prosci’s approach the delivery of the communication will be done by the Sponsors, Managers 

and Supervisors. The Change Management team will develop the Communication Plan and the content 

of the various communication interventions, but the delivery of the communication must take place via 

the Sponsors, Managers and Supervisors. This is based on extensive research by Prosci over several 

years. 

 

Communication Coaching Sponsorship Training
Managing 
Resistance

Plan 1: Communication Plan

Plan 2: Sponsor Roadmap for Sponsors/Executives

Plan 3: Coaching Plan for Managers and Supervisors

Plan 4: Training Plan

Plan 5: Resistance Management Plan

http://www.change-management.com/cmp/xQnRz/PilotPro2014/plans/comm-plan-results.htm
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Plan 2: Sponsor Roadmap for Sponsors/Executives 

 

Effective sponsorship provides legitimacy and authority to the change. When senior leaders are engaged and 

present, people notice. When senior leaders are talking about the change in public and private, people notice. 

When senior leaders are demonstrating their commitment in both words and actions, people notice. Employees in 

the organization will evaluate and judge the importance and priority of a change based on what they see and hear 

from senior leaders, which is why sponsorship is so critical.  

 

Additionally, if senior leaders are absent, disappear after kicking off a change, abdicate their role or delegate 

sponsorship responsibilities to others, people notice too. To be effective, senior leaders need to actively and visibly 

participate throughout the project. They need to communicate directly to employees about the need for change. 

And they need to build and maintain an engaged and supportive sponsor coalition of their direct reports and other 

key leaders throughout the organisation. The success of the project (and conversely the number of obstacles faced) 

relates directly to the quality of sponsorship on that change. 

 

The sponsor roadmap shows the key activities and responsibilities of the sponsors and key stakeholders. It is 

organised by phase of the change. One of the key roles of the change management team is to create identifiable 

actions that senior managers must do to sponsor the change. It is recommended that all the sponsors attend a 

Sponsor Briefing. The Change Management Sponsor Briefing provides senior leaders with the knowledge and ability 

to improve change outcomes by demonstrating the critical connection between effective change management and 

achieving business results. 

 

During the Prosci Change Management Sponsor Briefing, executives will: 

• Gain an appreciation for their role as a sponsor from a senior Prosci facilitator with executive experience 

to reinforce learning in a peer-to-peer context 

• Clarify the role of senior leaders as sponsors in times of change 

• Assess their own level of competency in sponsoring and leading strategic changes 

• Understand how effective change management improves organizational results 

• Learn how to position themselves and their projects for strategic success 

• Learn immediately applicable tactics for becoming a more active and visible sponsor 

• Explore best practices research on the connection between sponsorship, the people side of change and 

achieving organizational results 

• Evaluate their current change portfolio to identify project and people-side risk 

• Understand how to ensure adequate resourcing for change management at the initiative and project level.  
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Plan 3: Coaching Plan for Managers and Supervisors 

 

Middle managers are crucial allies in times of change. They are the closest to the employees who are impacted by 

the change. A manager who is equipped to be a great change leader can positively influence the speed at which 

employees adopt the change, the number of employees who buy into the change, and how proficient employees 

are in performing in their new roles.  

 

On the other hand, if a manager has not been provided with the tools and resources needed to become a great 

change leader, speed of adoption, ultimate utilization and proficiency will suffer, therefore directly compromising 

business objectives and ROI. It is undeniable that middle managers play a valuable role in the overall success of 

change initiatives.  

 

  The following is usually done with regards to Coaching of Managers and Supervisors: 

• Ideally Managers/Supervisors affected by the change are trained using Prosci material  to gain the skills to 

address barriers to change and lead their teams proactively to a future state with improved organizational 

results. The one-day Change Management Program for Managers defines their role in change and provides 

managers with the practical framework and toolset they need to be an effective change leader. During this 

one-day Change Management Program, managers will: 

o Get to understand foundational aspects of change management and the critical role managers play 

in the change process 

o Gain an appreciation for the impact of change management on organizational results 

o Learn a practical framework for processing the many changes that impact them 

o Work within the context of a current change impacting their team 

o Practice using the tools available to them in the Change Management Guide for Managers toolkit 

o Understand how to apply the Prosci ADKAR Model to facilitate individual change and identify reasons 

for employee resistance 

o Create action plans to move employees past barrier points and to the desired future state 

 

• Regular sessions are held with groups of Managers/Supervisors to coach them further on leading their 

subordinates through change. Some examples are: 

o Enable supervisors and managers to be effective change management coaches 

o Develop group coaching activities and timelines  

o Develop individual coaching activities and timeline (where applicable). 

 

 

 

http://www.change-management.com/cmp/xQnRz/PilotPro2014/plans/coach-plan-enable.htm
http://www.change-management.com/cmp/xQnRz/PilotPro2014/plans/coach-plan-group.htm
http://www.change-management.com/cmp/xQnRz/PilotPro2014/plans/coach-plan-individual.htm
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Plan 4: Training Plan 

 

Training is a critical tool for building knowledge and ability in the client during a change. Training should be focused 

on the specific skills and behaviours that are necessary for the change to be a success.  

Training will have two focuses:  

• Training on how to be successful during the change  

• Training on how to be successful after the change 

 

Plan 5: Resistance Management Plan 

 

The resistance management plan is a proactive approach to managing resistance. During the strategy development 

work in Phase 1, potential resistance points are identified. Actions are then developed to mitigate this resistance. 

As the project implementation progresses additional areas of resistance may surface. Again, mitigating actions will 

be developed. 

 

Phase 3: Reinforcing the Change 

 

The last phase is reinforcing the change and focuses on: 

• Collecting and analysing feedback from affected employees 

• Diagnosing gaps that still exist and managing resistance 

• Implementing corrective actions and celebrating successes 

 

Change Scorecard 

 

Change Management is often too referred to as being “pink and fluffy”. The use of a Change Scorecard ensures that 

the relevant project actions are tracked to monitor progress with the change. This scorecard includes all relevant 

project aspects. It also ensures that success with the project is clearly defined at the onset of any change. The 

following aspects are included in the scorecard and are developed with the client, Project Manager and the project 

team: 
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Once the assessments for the scorecard are done, the results of the change scorecard are displayed in the manner 

as indicated below. This is the tracking tool where the organisation will be able to see where progress are made 

and where additional attention is needed. 

 

 

Project Health 

 

Project health is determined via the PCT (Prosci Change Triangle – see figure below) and the Change Scorecard 

assessments that are done at pre-determined intervals:  

 
Source: https://www.slideshare.net/TimCreasey/proscis-evaluating-project-health-prosci-pct-analyzer-webinar 

 

The PCT consists of three critical components namely: 
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• Leadership / Sponsorship – the direction and governance for the project and the organization as a 

whole, coming from senior leaders  

• Project Management – the definition of the change itself and the actions and task for moving the 

technical side of the project forward so the solution is effectively installed  

• Change Management – the process and tools for ensuring that the people impacted by the change 

adopt and utilize the solution to achieve business benefits.   

 

The progress made is assessed at pre-determined intervals. It is especially important that Sponsors fulfil their role 

and are active and visible. Research indicates that active and visible sponsors are the best indicator for successful 

change. The absence of active and visible sponsors are also the biggest stumbling block to successful change. 

 

ADKAR Progress 

 

Prosci’s ADKAR Model (as discussed earlier) is an individual change management model. It outlines the five building 

blocks of successful change, whether that change occurs at home, in the community or at work. Regular 

assessments will be done to ensure the majority of the employees are “moving through” ADKAR.  

 
      Source: Prosci 
 
 

If progress is not as intended, actions will be developed and implemented to address the areas of concern. If the 

majority of employees do not “move through” ADKAR, the necessary adoption and usage will not take place. This 

could result in resistance and at the end of the day the organisation obtaining less of the intended ROI. 
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Putting all the elements together for an Integrated Change Management Approach 

 

Below is a diagram showing the integration of all the elements that the Talent Hub International’s Associates bring 

to the table regarding Change Management:   

Source: Prosci 
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Employment Prospects and Earnings Potential Assessments 

 

The Talent Hub International provides medico-legal assessments to clients involved in court cases or personal injury 

claims where an opinion on the person’s employment prospects and earnings potential is needed in the settling of 

the case.  

 

Our assessment services are available for individuals, insurers, and law firms working with clients in the following 

areas: 

• Divorce cases 

• Motor Vehicle Accidents  

• Work-related injury 

• Any other situations warranting an assessment of the person’s employment prospects and earnings 

potential 

 

We have a team of experienced interviewers, Psychometrists and Industrial Psychologists who work together in 

providing a comprehensive report on the person’s employment prospects and earnings potential. 

 

Our process entails the following: 

• Interviewing the affected person using a detailed structured questionnaire to gather information on the 

person’s family and social history, educational history, work history, the accident and injuries, complaints 

and other pertinent information 

• Administering psychometric tests relevant to the case 

• Following up on employment information by for example phoning previous employers 

• Reviewing and integrating the reports from other medical experts such as Occupational Therapists, 

Orthopaedic Surgeons, Neurologists, etc. to summarise their views of the impact of the accident or incident 

on the person’s work capacity 

• Gathering data on the labour market relevant to the case, e.g. salary information 

• Formulating a detailed report with all this information to provide an assessment of the person’s past- and 

future employment prospects and earnings potential and where necessary, determine past and future loss 

of earnings 

• We also prepare Joint Minutes and Addendums to reports as instructed by the attorneys as part of the 

follow-up process. Where necessary we also act as expert witnesses in court. 

 

 

 

 


