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&hort term insurers pay the price
(at least initially) of the failures and
poor governance of
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Local government Global government

Electricity distribution Crime Tropical storms
Water lllegal immigrants Floods
Sewerage Power generation Droughts
%Firebrigades ggDriver()s Iiceé’lsées

Potholes

A ermber of the ) OLD MUTUAL Geovo



World Economic Forum

Global Competitiveness Rep

The 12 pillars of competitiveness
1. Institutions

2. Infrastructure

3. Macroeconomic stability

4. Health and primary education
5. Higher education and training
6. Goods market efficiency

7. Labour market efficiency

8. Financial market sophistication
9. Technological readiness

10. Market size

11. Business sophistication

12. Innovation
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World Economic Forum

SoUth Africa

Global Competitiveness Rep

The most problematic factors for doing business

Crime and theft.........ciii s 19.4
Inadequately educated workforce..........coocccoevvvvenceee 16.4
Inefficient government bureaucracy.........ccocceeenee 13.9
Restrictive labor regulations ... 11.7
ACCESS 10 fINANCING .oovervirice s 8.5
DTt 11 B e O b e s S TP T 6.6
Poor work ethic in national labor force ..........occeee.. 4.6
Inadequate supply of infrastructure.......ccccocevceviees 4.1
Foreign currency regulations............ccuemmieainn: 3.2
L] {15 ] B o R s o PO PRt SRR S 3.2
POOr puUblic NEaRN .. ccisenmiscmiisivsemomsasssmninsssinicsssney 3.0
Policy INSTaDIIY....cciiees e 2.4
T B i T B s s RN 1.9
TAX TAGUIBOONG vl 0.9
Government instability/coups ......ccooccciicicninccnnnns 0.2
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World Economic Forum

Global Competitiveness Rep

South Africa: Overall position

2004 271
2005 28
2006 33
2007 34t
2008 45
2009 46t

%
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World Economic Forum
Global Competitiveness Rep

South Africa: Overall position

Strength of

Financial Soundness Regulation of i Efficacy of
" auditing and
market of securities renortin corporate
sophistication banks exchanges P g boards
standards

2007 15t 16t St 6t 4th
2008 12t 15t 5t 4th gth
2009 6th 6th 2nd 2nd 3rd
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World Economic Forum
Global Competitiveness Rep

South Africa: Overall position

Business costs Business Business Quality of

of crime and impact of impact of electricity
violence tuberculosis HIV/AIDS suppl
2007 126t 124t 129t 83rd
2008 134t 129t 133 101st
2009 133 131st 133 100t

%
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World Economic Forum
Global Competitiveness Rep

South Africa: Overall position
Quality of

Quality of the Quality of

) math and : Education
educational : primary )
science : expenditure
system : education
education
2007 104t 128t ggth 32nd
2008 110t 132nd 104t 32nd
2009 119t 133 ilor 32nd

%
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World Economic Forum

Global Competitiveness Rep

Quality of the educational system

Global Top 10 Africa Top 10

Singapore 6.2 Kenya 34th
Switzerland 6.0 Botswana 42nd
Iceland 6.0 Zimbabwe 46
Finland 5.9 Nigeria 48t
Canada 5.7 Zambia 58th
Denmark 5.7 Malawi 65t
Belgium 5.6 Lesotho 72nd
Ireland 5.6 Ghana 74th
Cyprus 5.5 Cameroon 84th
Qatar 55 Uganda 91st

South Africa
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The Dinokeng Scenarios

Engaged
A

CHARACTER OF CIVIL SOCIETY 2020

Collaborative and enabling state.
Engaged and active citizenry.

Effective
------------------------------------------ .>

Ineffective ECAPA(ITY OF THE STATE

Interventionist and directive state.
Dependent and compliant citizenry.

A

Corrupt and ineffective state.
Distrusting and
self-protective citizenry.

2020

WALK BEHIND

2020

WALK APART

¥
Disengaged



Market capitalisations of

SA Banks in 2003 (Absolute

60,000

M Standard: R52.5bn
50,000 ‘ FirstRand: R48.7bn
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30,000
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d “/\/‘N ABSA:  R27.4bn
20,000 W,V h/f\,\«[\/\
f\/ W\Af\r/\/ Nedbank: R17.0bn
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a S

Sustainability at Nedbank is a
holistic integrated journey comprising
four focus areas:

Cultural Economic Environmental Social |

Ultimate objective:

I ntegra ted A sustainable organisation
-

and a sustainable future

© o] o ik x s
S usta I n a bl llty for all South African: B
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2009 Dagwood

OUR VISION ‘To become southern Africa’s most highly rated and respected bank...
by our staff, clients, shareholders, regulators and communities.’

Great place to work

Great place to bank Great place to invest

DEEP GREEN
ASPIRATIONS Unleashing synergies at n“"a"r',la%ﬁ}\agsﬁisk Community of leaders
Most respected and Highly involved in the community Leading Living our
aspirational brand and environment transformation values
Great at listening,
WHAT MAKES US . understanding clients’
DIFFERENT &
DEFINES OUR
LONG-TERM
STRATEGY?
‘Make Things Happen’
OUR BRAND g PP
EXPRESSION Build -
uild a unique
Grow our Become Manage risk Enhance culture for Accelerate Lead as
STRATEGIC share of EP client as an (-.?nabler productivity and competitive transformation | 2 Corporate
driven execution advantate citizen
FOCUS AREAS ¥
A Member of the Full spectrum Bank f u South African focus with
SCOPE OF THE 0Old Mutual Group banking ANKTOF A selected offshore expansion
GAME
OUR VALUES Integrity  Respect  Accountability Pu;&%%mc;nd People-centred
9 MAKE THIE)GS HAPPEN  [IBSEANINSIS
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&/alues alignment helps to build sustainable
long-lasting organisations that
can withstand shocks and transform under

conditions of prol

Richard Barrett
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600Organi sational tran
with the personal transformation
of the leadership group.
Organi sations donot t

Richard Barrett
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d he real role of the chief executive is to
manage the values of

Tom Peters
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OLong | asting c¢ o mjuuaded,
values-driven culture that gives guidance to
al | empl oyees.

Jim Collins
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. \
Barrett Stages in the Developmeg _
of Organisational Conscioyspess o
| ositive Focus /

SERVICE TO HUMANITY AND THE PLANET
Social responsibility, future generations, long-
term perspective, ethics, compassion, humility

Service

STRATEGIC ALLIANCES AND PARTNERSHIPS

- Collaboration, environmental awareness,
External Cohesion community invoivement, employee fulfillment,

coaching/mentoring

BUILDING CORPORATE COMMUNITY

. Shared values, vision, commitment, integrity
Internal Cohesion trust, passion, creath;lty, openness, :

transparency

CONTINUOUS RENEWAL AND LEARNING

- Accountability, adaptability, empowerment,
Transformation delegation, teamwork, innovation, goals

orientation, personal growth

HIGH PERFORMANCE

Self-Esteem 'g:_zb:ms,‘ processes, quality, best practices,
id

performance, Bureaucracy, Complacency

EMPLOYEE RECOGNITION
Loyalty, open communication, customer

Relationshi Sk
p 'fsrai;l:?s;ti':n' Manipulation, Blame

FINANCIAL STABILITY
Shareholder value, profit, organisational growth,

Survival
employee health Control, Corruption, Greed
and safety

MAKE THIGS NI NEDBANK
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%‘
Barrett Results 2005 | | \
’ m A\
2005
Personal Values Current Culture Values Desired Culture Values

1.cost-consciousness(313)
2. profit (283)
3.accountability (263)

4. community involvement(254)
5.client-driven (229)

6. process-driven (219)
7.bureaucracy (215) (L)
8.results orientation (215)
9.client satisfaction (204)
10. silo mentality (204) (L)

1.accountability (494)
2.client satisfaction (363)
3.client-driven (347)
4.employee satisfaction (330)
5.employee recognition (288)
6.financial stability (218)
7.teamwork (204)

8.integrity (202)

9. balance (home/work) (194)
10.trust (187)

1.accountability (567)
2.honesty (448)
3.commitment (403)
4.integrity (376)

5. responsibility (290)
6.family (284)
7.respect(269)

8.trust (264)

9. reliability (227)

10. efficiency (225)

PL=10-0 PL=8-2 PL=10-0
IRS (P) = 5-5-0 IROS (P) = 0-1-6-1 IROS (P) = 1-4-5-0
IRS (L) =0-0-0 IROS (L) = 0-0-2-0 IROS (L) = 0-0-0-0
1 Match 3 Matches 3 Matches
LEGEND
Underline =PV & CC match P = Positive I = Individual
Red= PV, CC & DC match L = Potentially Limiting R = Relationship
Red = CC & DC match (hollow dots) O = Organizational
Blue = PV & DC match S = Societal




Barrett Results

Number of Participants

response = 63%

20 000 H 18 206
response = 50.4%
16 000 - 14 091
response = 35.5%
12 000 - 10 155
response = 28.0%
8 000 H 6 083
response = 20.2%
4000 1 1827
0 Ll LT =
2005 2006 2007 2008 2009
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Barrett Results 2009 , | \
S = A\
2009

Personal Values Current Culture Values Desired Culture Values

1. accountability ponws

> client-driven gos s

z. client satisfactiongms
1. cost-conscioushess (1383)(L3)
s community involvementzs s
s.achievementiss 3
7. teamworkK piss
Memployee recoghitionuor 12)
9 being the bestuos 1z
10.performance driven oo i3

1. accountability sso)
2 honhesty pso s
zcommitment posz) s

4 respectisss) )

s integrity ¢z s

s responsibility pseo 14

7. family pszs) 02

s balance (home/work) 4oz 4
o fairnesszsn s
idachievement iss)13)

1. accountability pes)

2 client satisfaction gra )
z balance (home/work) s 4
s client-driven qsnis)
5. employee recoghition zs42)
s employee satisfactionzss i
7.achievement sz

5. teamworkK pos 4
s.commitment aiss s
10.honesty oss s

2 Matches (2009) 6 Matches (2009) 5 Matches (2009)
1 Match (2008) 5 Matches (2008) 4 Matches (2008)
LEGEND
Underline = PV & CC match P = Positive I = Individual
Red= PV, CC & DC match L = Potentially Limiting R = Relationship
Red = CC & DC match (hollow dots) O = Organizational
Blue = PV & DC match S = Societal




AN

Entropy improvement is indicative of an improvement in staff morale. Working towards an entropy of <10% will result in

healthy functioning of the organisation. Staff are increasingly demanding improvements in home-work balance with
long-hours a limiting value. Employee satisfaction are generally called for in the desired culture.

25%

20%

15%

10%

5%

0%

Entropy Risk Bands

25%

19%

17%

14%

13%

<10%
10% - 19%
20% - 29%
30% - 39%
Above 40%

2005

: Healthy functioning
: Some problems requiring careful monitoring
: Significant problems requiring attention

: Crisis situation requiring immediate change
: Impending risk of implosion, bankruptcy, or failure

2006

MAKE THIE)GS HAPPEN

2007

2008
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Current Culture 2005

Current Culture 2006

The Corporate Culture has shi

Nedbank Group current culture values (Barrett survey 2005 to 2009)

Current Culture 2007

Current Culture 2008

Current Culture 2009

1 cost consciousness cost consciousness client -driven accountability accountability
2 profit accountability accountability client -driven client -driven
3 accountability client -driven client satisfaction client satisfaction client satisfaction
4 community involvement client satisfaction cost - consciousness community involvement cost -consciousness
5 client -driven results orientation community involvement achievement community involvement
6 process -driven performance - driven performance driven cost - consciousness achievement
7  bureaucracy profit profit teamwork teamwork
8  results orientation bureaucracy achievement performance driven employee recognition
9 client satisfaction teamwork being the best being the best being the best
10  silo mentality community involvement results orientation delivery performance driven
11  performance -driven employee recognition teamwork employee recognition commitment
12 hierarchy achievement delivery results orientation making a difference
13  control silo mentality bureaucracy commitment delivery
14  Dbeing the best process - driven employee recognition profit productivity
15 achievement continuous improvement continuous improvement continuous improvement people -centered
16  empire building productivity process -driven making a difference living the values
17  employee recognition being the best productivity continuous learning leadership development
18  continuous improvement delivery control productivity profit
19  productivity control leadership development embracing diversity integrity
20  confusion financial stability continuous learning process - driven ethics

Notes on the NEW Values
Commitment and Integrity are Level 5. Both are in the Personal Values.

MAKE THIGS HAPPEN

Integrity and People-centred are Nedbank espoused values

NEDBANK

we R OLD MUTUAL




Nedbank recognised
as a leading corporate citizes

Ask Afrika Trust Barometer 2009:
fiMakes a conscious effort t o

2

bhpbilliton
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