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Executive Summary

Sustaining high performance in an increasingly competitive and volatile business environment requires
more than occasional improvement initiatives or isolated operational transformation efforts. It demands
anticipating, managing, and embracing change as an ongoing organizational practice. Despite significant
investments in operational and enterprise-wide transformation programs, many organizations struggle to
translate strategy into sustained, measurable results. The core issue is often not the quality of the strategy,
but the difficulty of achieving consistent execution due to behavioral resistance, insufficient leadership
continuity and resources, and limited emphasis on people stemming from a process-first mindset.

This white paper presents an integrated change management approach designed to address these
barriers and enable lasting performance improvements in operational transformation initiatives. It explains
how aligning processes, behaviors, and cultural norms can build a strong foundation for sustained
organizational effectiveness.
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Specifically, this white paper explores the following:

Change Management Approach

This structured methodology is rooted in five principles: people, ownership, co-development,
performance, and sustainability. It enables organizations to embed new ways of working and strengthen
accountability at every level.

Structured Change Management Framework
This comprehensive framework synchronizes three critical levers—procedural, behavioral, and cultural
shifts. This could help drive consistent implementation and deliver sustainable performance outcomes.

Leadership Alignment and Commitment

This section examines the importance of leaders’ alignment and commitment as a continuous enabler and
central determinant of change acceptance. Leadership style influences attitudes and willingness to adopt
new ways of working.

Change Champions
Internal influencers who model desired behaviors, reinforce alignment, and accelerate adoption. These
champions ensure that high performance evolves from an initiative into an organizational habit.

Versatility of Change Management

This section explores how a robust change management approach can be applied across sectors,
supported by real-world case studies that demonstrate its effectiveness in institutionalizing change and
enhancing long-term organizational resilience.

Finally, the paper highlights how YCP Renoir's Operational Transformation Division supports organizations
in applying this framework and translating strategy into sustained, measurable results. It concludes that
change becomes durable when it moves beyond initiatives and is embedded into leadership actions,
performance systems, and day-to-day work.
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Why Operational Transformation
Breaks Down Without Effective
Change Management

Organizations continue to invest heavily in transformation programs, ranging from new systems and
process redesigns to organizational restructuring. However, a staggering number of organizations fail to
turn these new strategies into lasting results.

At its core, transformation involves both technical change—such as systems and processes—and adaptive
change, including shifts in mindsets, behaviors, and organizational identity. Because of this dual nature,
traditional project management alone is not enough to ensure success.

Research indicates that nearly 70% of change initiatives fail to achieve their intended goals, most often
due to execution challenges rather than flaws in strategy. Organizations primarily struggle to sustain
performance due to operational and human challenges, including:

Resistance to Change

Resistance to change, whether conscious or unconscious, is often the biggest obstacle to project
success. Rooted in psychological safety concerns, fear of the unknown, loss of competence, or
perceived threats to status, resistance hinders the adoption of new routines and behaviors. One
needs to acknowledge that organizations and people often are exhausted from repeated change
initiatives, seldom with serious impacts on their day-to-day struggles.
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Leadership

In a major change program, leadership has three key deliverables: 1) Ensure the vision and strategy
for the change are crystal clear, 2) Model the desired behavior and provide visible leadership
commitment and involvement, and 3) Communicate. In practice, however, leadership is often
structurally disconnected from the change program after initial kick-off, with involvement becoming
ad-hoc throughout the remainder of the program. Involvement may be self-initiated but is more so
motivated by insufficient results or organizational tensions.

Furthermore, momentum in the Eight Stages of Implementation and the sustainability of the change
are at risk when leaders move on and/or new leaders come in.

Insufficient Resources

Organizations underestimate the time, budget, and skills required for effective change. Getting
people to change requires lead time, and accelerating change may produce the opposite intended
effects. In addition, change management is a specialized trade, not something every manager is
capable of doing effectively alongside their day-to-day responsibilities.

Overemphasis on Processes, Underemphasis on People

Change management is about people, their norms, and the values and culture of the organization.
Leaders who underestimate the strength of cultural norms may find that when oversight is relaxed,
new processes revert to old habits. Research shows that cultural alignment, not just process
change, is essential for adoption. This is because culture determines which behaviors are rewarded,
modeled, and reinforced.

Source(s):
Harvard DCE
Professional
& Executive
Development,
Springer Link,
MDPI
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Our Approach to Change

Management: Enabling
Lasting Impact

Effective change management bridges the gap between strategic intent and day-to-day execution. It
equips organizations with the frameworks, capabilities, and leadership alignment needed to overcome
resistance to change, leadership gaps, resource constraints, and the limited focus on people that often
results from a process-first mindset.

Five principles underpin successful change initiatives, grounded in both theory and practical experience.

Principle 1: A People-First Approach

Rooted in the belief that employees at all levels come to work wanting to perform well, effective
transformation focuses on removing the barriers that prevent them from doing so. Addressing
these obstacles not only improves employee satisfaction, but also drives meaningful performance
gains.

Successful business transformations recognize the human dimensions behind operational
challenges. Engaging people at every level is essential to achieving lasting behavioral and sustained
change. Stakeholder segmentation plays a key role, acknowledging that different employee groups
experience and adopt change differently and therefore require tailored interventions.

Systems, tools, KPIs, structures, and support resources must be designed to enable employees to
perform effectively within their specific roles. In parallel, active supervision should be strengthened
and prioritized, as it creates regular touchpoints to identify obstacles, provide guidance, and
continuously improve performance.

First-line supervisors are therefore critical to sustaining behavioral change. Their proximity to
day-to-day operations directly influences execution and value creation. In addition, they play an
important role in capturing qualitative deviations from plans, generating practical insights that help
prioritize ongoing improvement efforts.

ycp.com
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Principle 2: Shared Ownership

All change is naturally met with resistance in the early stages of implementation. Without the
support and active involvement of employees at every level, transformation efforts rarely gain the
momentum needed to succeed.

Creating shared ownership begins by ensuring that employees understand the organization’s
challenges and the cost of inaction, enabling them to recognize the necessity of change. Shared
ownership can be strengthened by co-creating goals, granting teams appropriate autonomy in
how outcomes are achieved, and recognizing collective successes. These practices build trust, align
efforts, and help turn potential resistors into committed contributors to the transformation.

Principle 3: Co-Development
Solutions should be developed with employees, not simply for them, as effectiveness depends on

both the quality of the solution and the level of acceptance among those expected to implement it.

Employees bring valuable experience and often possess practical ideas to address day-to-day

challenges. Pairing this frontline insight with structured support to refine solutions, along with expert

input to optimize them, significantly increases both solution quality and acceptance.

This principle also requires clarity in leadership decision rights, distinguishing between areas open to

co-development and those that are fixed or constrained, such as regulatory or strategic boundaries.

Principle 4: Management Control System

A Management Control System (MCS) provides a structured framework to plan, monitor, evaluate,
and continuously improve individual and organizational performance.

It aligns behaviors with strategic objectives by ensuring that goals are clearly understood and
consistently pursued. Accountability is reinforced through a clear sense of purpose, aligned
leading and lagging KPIs, and regular performance reviews that link individuals to change-related
outcomes.

When gaps arise between planned and actual performance, they prompt deeper analysis and
insight generation, enabling continuous improvement and progressively higher performance
standards.

Touchpoints embedded within the MCS also give leaders opportunities to reinforce the desired
culture by clarifying expectations and linking them to performance evaluations and rewards.
Because change is not a one-time event, the MCS helps institutionalize improvements and
prevent regression to old habits. Recognizing contributions throughout the transformation further
strengthens engagement, boosts morale, and reduces resistance.

ycp.com
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Principle 5: Long-Term Support

Every change initiative should be supported by structured coaching and deliberate knowledge
transfer. Coaching operates at two levels: enabling individuals to succeed in their roles and

new ways of working, and strengthening fact-based decision-making capabilities. Providing the
necessary tools and skills ensures that new systems and processes are embedded into everyday
routines and sustained over time.

Training staff throughout the project equips them with consulting-like capabilities, enabling them to
support colleagues, adapt solutions as the organization evolves, and effectively onboard new team
members.

This principle also includes a formal transition from project ownership to line ownership, with
clearly defined sustainment responsibilities. Such a transition reduces the risk of knowledge loss and
regression that can occur when coaching and reinforcement are withdrawn too early.

ycp.com
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The Change Management
Framework: Integrating Procedural,
Behavioral, and Cultural Shifts

Designing a high-quality solution is only the starting point. Lasting impact comes from sustained
adoption and consistent application, which ultimately drive organizational transformation and deliver
meaningful results. Achieving this requires a robust change management framework that integrates
procedural, behavioral, and cultural dimensions.

Figure 1: The Eight Stages of Implementation
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Procedural Change

Procedural change focuses on aligning controls, people, processes, and organizational structures. Clear,
standardized procedures—supported by well-defined roles, responsibilities, and accountabilities—reduce
ambiguity and enable consistent execution across the organization. Delivering this requires strong
leadership, effective systems, and the right skills and competencies, reinforced through targeted training
and development where needed.

The intended outcomes must be practical, scalable, and embedded in daily operations, rather than
remaining as static documentation. Sustained procedural change relies on disciplined control loops that
monitor performance, provide feedback, and drive continuous improvement. Together, these elements
create the foundation for behavioral shifts, enabling reliable and repeatable results.

This dimension of change is typically the fastest to implement, often taking a few weeks to several months.

Behavioral Change

This dimension focuses on how employees think and act within new processes. Leaders should design
targeted interventions that reinforce desired behaviors through coaching, role modeling, feedback loops,
and aligned incentives. Empirical research shows that behaviorally informed change strategies increase
adoption and reduce resistance.

Behavioral change typically requires several months to reach a level where new ways of working become
sustained.

Cultural Change

Culture shapes how people interpret direction, prioritize work, and recognize desired behaviors.
Sustainable change requires aligning organizational norms with new ways of working, creating a self-
reinforcing cycle that maintains the desired state. Research indicates that strong cultural alignment
enhances adaptability and resilience, both of which are essential for sustaining performance
improvements.

Cultural change, however, takes time and depends on consistently reinforcing behavioral shifts over an
extended period. With the right leadership behaviors and sustained follow-through, change not only
endures but becomes embedded in the organization’s culture.

Regardless of geography or workforce diversity, organizations must intentionally define, cultivate, and

uphold a shared culture that transcends national boundaries. Many companies have demonstrated that
this is achievable, but it is a long-term effort, typically requiring one to three years to take full effect.

ycp.com
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Leadership Commitment and

Alignment: A Continuous Enabler
to Maintain and Reinforce Change

Leadership is critical at every stage of change. While many organizations emphasize
leadership at the outset, they often fail to sustain it through implementation and
reinforcement. This gap can slow progress, particularly when adoption remains fragile.

Leaders—from senior executives to front-line supervisors—play two essential roles during
a transformation. First, they create and maintain the conditions that enable change.
Second, through their daily actions and interactions, they model and reinforce the
behaviors expected from individuals navigating the transition.

Leaders as Sustainers of Momentum

Effective leaders do more than endorse change; they actively sustain it. They listen,
adapt strategies, address resistance, and reinforce accountability. Leadership continuity
throughout the change lifecycle builds credibility, reinforces expectations, and ensures
that feedback mechanisms inform ongoing improvements. Consistent engagement also
strengthens trust and psychological safety, both of which are essential for long-term
adoption.

Although the importance of organizational responsiveness is widely recognized,
translating intent into sustained operational change remains challenging. Success
requires deliberate sequencing of initiatives, explicit trade-off management, and a clear
understanding of potential failure points. Legacy systems, entrenched processes, and
capability gaps must be addressed directly, as they often present the most significant
barriers to progress. Leaders who overlook these realities risk generating alignment
around ambition without materially improving execution.



From Strategy to Execution: Change Management as the Engine of Operational Transformation

Different leadership levels contribute in distinct ways to lasting change. Senior executives set
direction and maintain ambition. Front-line leaders drive change at the point of execution. Middle
managers serve as a critical bridge, reinforcing adoption and translating strategy into practical
action.

Linking Leadership Style to Change Acceptance

Lasting change depends on visible and consistent leadership behavior. Role modeling is
fundamental; when leaders fail to adapt, they create a gap between stated aspirations and everyday
reality.

To sustain progress, leadership behaviors must align with the organization’s stage of change

acceptance. This involves:

+  Mapping leadership responsibilities to different stages of change so leaders remain highly
engaged when adoption is most vulnerable and adjust their focus as acceptance grows

*  Modeling and reinforcing new cultural norms to signal commitment and accelerate
internalization

Such alignment prevents premature leadership disengagement—one of the most common causes

of implementation regression—and anchors progress in both formal structures and informal
organizational dynamics.
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Developing Change

Champions Across the
Organization

Change champions are individuals who actively advocate for new ways of working. They
are valuable assets in transformation programs because they provide peer-level credibility,
practical insight, and social support that help drive bottom-up change. By surfacing
challenges, highlighting opportunities, and encouraging new approaches, change
champions help organizations move forward more effectively.

Individuals who challenge established ways of working can become
valuable contributors in a transformation program. Their critical

perspective often helps surface hidden issues and spark innovative
solutions.

Identifying Change Champions

I.  They view change as an opportunity for improvement. Change champions are
naturally motivated to make things better and are energized by the potential of
new ways of working. They are comfortable questioning the status quo in pursuit of
stronger outcomes.

Il. They are influential role models. With strong interpersonal and communication
skills, they are able to engage others, build enthusiasm, and maintain morale, even
when transformation efforts become demanding or uncertain.

lll. They demonstrate strong performance and credibility. Many change champions
are high performers who are respected by their peers. However, they are not always
the most visible or formally recognized individuals, which makes them especially
powerful informal influencers.



Change champions play an important role in reducing resistance and accelerating
adoption by reinforcing change through informal networks. Investing in their
development strengthens the organization’s long-term ability to adapt.

To deploy them effectively, organizations should clearly define how change champions
are formally supported, including time allocation, decision-making authority, and access
to training. It is equally important to manage the risk of burnout, which can arise if
champions are overextended or insufficiently supported.

Clarity of roles is also essential. Change champions support and influence from within
peer groups, while line managers retain formal responsibility for driving performance and
implementation through the organizational hierarchy.
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A Versatile Change

Management Model for Any
Industry

Although organizational contexts vary in structure, regulatory environment, pace, and risk exposure, the
fundamental mechanics of successful change remain consistent. The principles and framework outlined
above are therefore industry-agnostic and adaptable, rather than confined to specific sectors.

What differs is how change management is applied, calibrated, and reinforced. Ultimately, all
organizations face the same core challenge: embedding new ways of working into day-to-day tasks,
behaviors, and cultural norms.

Managing Change in Process-Driven Organizations

In environments where performance relies on repeatable processes, operational discipline, and precise
execution, change management should emphasize consistency and standardization.

High-level change objectives must be translated into clearly defined daily routines that are integrated

into performance metrics and operational reviews. These routines should be reinforced through
targeted coaching and consistent leadership role modeling.

Managing Change in Innovation-Driven Contexts

In organizations where value creation depends on expertise, creativity, and collaboration, acceptance of
change is closely tied to autonomy, purpose, and participation.

Effective change management in these settings emphasizes strong employee involvement in problem-
solving and solution design. Leadership plays a key role in articulating a compelling vision, fostering
trust and empowerment, and encouraging iterative feedback rather than rigid adherence to fixed plans.
This approach supports adoption while preserving innovative capacity.

Managing Change Across Large, Distributed, or Multi-Layered Organizations
Scale and organizational complexity introduce challenges related to alignment, communication, and
consistency. In these contexts, change initiatives often falter due to fragmentation rather than active

resistance.

Effective change management requires cascading clear and consistent narratives that connect
enterprise-level objectives with local priorities, empowering change champions to drive action across
levels, and aligning leadership behaviors to avoid mixed signals.
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Our Approach to

Implementation: Change
Management for Lasting Impact

YCP Renoir supports organizations in closing the execution gap between strategy and results by
translating plans into measurable, lasting performance improvements. The approach emphasizes
embedding change where it has the greatest impact: at the frontline.

Transformation is delivered through a structured, end-to-end approach that combines top-down
direction with bottom-up engagement. Collaboration with client teams spans from analysis through
implementation, with a strong emphasis on accountability and ownership at every stage.

This methodology is organized into three phases that guide the implementation of successful
transformations:
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1. Analysis — Creating Awareness

The first step in any transformation is a comprehensive assessment of the current state of the business.
This phase clarifies both organizational aspirations and the day-to-day realities faced by employees.
Based on these insights, a tailored approach is defined to address immediate performance opportunities
as well as longer-term transformation goals. The analysis establishes a clear understanding of the current
position, the desired future state, and the practical path to bridge the two.

2. Focus Process® — Getting Buy-In

The Focus Process® phase is designed to strengthen employee ownership of implementation. By working
alongside management action teams, internal task forces, and executive sponsors, this stage enables
employees to understand key issues, develop root-cause solutions, and contribute to measurable, lasting
improvements.

Where appropriate, this phase includes pilots and structured experimentation to test and refine co-
developed solutions before broader rollout. During this stage, improvement levers and KPI structures
are defined, leadership priorities and benefits are aligned, and new routines, roles, and workflows are
mapped. This creates organizational alignment and commitment ahead of full implementation.

3. Implementation — Making It Happen

The final phase focuses on executing the agreed solutions and ensuring that improvements are sustained
over time. Targeted training and coaching equip employees with the skills and understanding needed to
adopt new ways of working. Support is tailored to behavioral requirements, helping individuals connect
the changes to practical benefits in their roles.

This phase reinforces the structures, routines, and capabilities required for lasting performance
improvement, ensuring that progress continues beyond the formal project period.

Figure 2: The 3-Phase Proprietary Process to Implement Transformation

Analysis
Creating Awareness
Conduct an in-depth analysis of the current state, aligning business aspirations and employee realities to

devise tailored approaches that identify gaps between the present and desired future, along with clear
paths to bridge them

Focus Process
Getting Buy-In

Define improvement levers and KPI structure, align leadership on priorities and benefits, map new routines,
roles, and workflows, and secure organizational commitment to the plan

Implementation
Making It Happen

Implement the tailored solutions to ensure they deliver the desired outcomes
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How We Drive Procedural, Behavioral, and Cultural Change During
Implementation

At YCP Renoir, our proprietary behavioral audit, field coaching, and MAT governance model ensure real
behavior change that is sustained over time.

Procedural Change Behavioral Change Cultural Change

Compliance m
Understanding Sustainability

Usage

Awareness

Development

Installation

Measure Behavior and Conformance

We conduct situational audits that include behavioral observations, on-the-job shadowing, and individual
conformance scoring. This provides an objective view of actual adoption and highlights where new ways
of working are being consistently applied.

Build Manager Capability

Targeted coaching programs are deployed to address gaps identified through the situational audits.
Structured feedback and accountability are reinforced throughout, enabling managers to consistently lead
and sustain operational discipline.

Reinforce Through Performance Management

Our MAT Governance Model establishes KPIs, dashboards, and clear accountability mechanisms. This
governance framework anchors change into daily operations, ensuring improvements are sustained over
time.

“The team and their approach have played an integral role in
nurturing behavioral change. We have already begun to see cultural

change in branches and increased activity and performance levels, as
well as a rise in customer satisfaction indices.”

- Leading bank in Thailand
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Patterns of Success Across Clients’ Organizations: Demonstrating
Sustainable Outcomes

Our structure allows us to resolve issues more creatively for small and large endeavors. We can mobilize

resources wherever business needs arise, globally.

Client Need

What We Did

Results

Client Quote

North A major North We designed and USD 2 miillion in "We brought in
America American refinery implemented a annualized cost the team to help
with a processing governance savings us improve
capacity of about framework for work productivity, and
250,000 barrels of management. We > USD 8 million to put
crude oil per day embedded key in contractor management
wanted to performance metrics savings systems in place
improve its into automated so that we could
maintenance reporting and 1 94% reduction sustain the results.
efficiency. provided staff with in overdue They surpassed
training sessions and critical work the original goal,
job aids to help them and we are very
interpret and act on happy with the
the metrics. results.” - Chief
Technology Officer
South Alarge cargo hub An e-procurement T 20% forecast
America in Brazil wanted to platform and vendor accuracy
reduce costs, scorecards were
improve service introduced. Inventory T 21% purchase
quality, and align policies were revised, order delivery
its support and governance lead time
functions with its structures were
role as a critical established. I 5% inventory
logistics gateway. coverage
BRL 3 million
annual savings
across logistics
and warehouse
operations
ﬂ ycp.com
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Client Need

What We Did

Results

Client Quote

Europe

A major oil and
gas producer with
a global portfolio
of producing
assets, including
several in the
North Sea, wanted
to increase
reserves and
production output
for a subsea
development in
which they owned
a 50% stake.

We implemented a
weekly “Weak Signals”
meeting process,
emphasizing early
detection of emerging
concerns beyond the
immediate horizon;
streamlined and
consolidated KPIs
simplified reporting,
added leading
indicators, and quickly
integrated it into the
existing performance
reporting cadence.

« Streamlined
and focused
set of KPIs

+ Proactively
addressed
issues that
seemed
insignificant but
could develop
into serious
problems

Asia

We have a
long-standing
partnership
with a leading
FMCG and F&B
company in
Southeast Asia
and have
worked on
numerous
projects and
repeat
engagements

A leading FMCG
and F&B company
needed to realign

We delivered a
four-phase program:
Assessment, Strategy

* Improved top to
bottom
organization

its strategy to Refresh, Framework alignment
meet shareholder Design, and
goals and Implementation. + Strategy
strengthen refreshed and
governance. We also developed communicated
Strategy Maps and across
Balanced Scorecards organization
with their leadership
teams. + Balanced
perspectives,
improved
communication,
and increased
accountability
The group's We improved 1 4% sales
largest distribution performance growth

company wanted
to identify the
root causes of low
sales conversion
and establish a
more robust
control system to
ensure that outlet
visits effectively
drive sales.

monitoring by holding
structured,
standardized
meetings, and writing
reports.

We also improved the
quality and
effectiveness of sales
visits.

T 6% outlets
coverage (product
penetration)

T 24% visits
converted to sales

ycp.com
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Client Need

What We Did

Results

Client Quote

The coffee
producer within
the group needed
to improve the
efficiency of its
marketing across
multiple brands

We developed a PPM
system and
introduced
AISAS-based tools to
optimize media costs
and reach.

+35%
impressions

+49% sales
improvement

| 8% lower cost

markets food
products,
derivatives, and
intermediates
wanted to
standardize
operations across
its divisions and
create a
consistent,
sustainable work
environment on
the shop floor.

and maintenance;
redesigned the loss of
accounting procedure
to capture data in the
appropriate
categories; and
implemented a
comprehensive RACI
(Responsible,
Accountable,
Consulted, Informed)
matrix for better role
clarity.

1 50% in net
capacity
scheduling for
maintenance
teams

1 47% in
schedule
attainment

and regions. on average
Middle A diverse Middle We designed a robust 1 13% in “Thanks to the
East Eastern group that management control production team for all the
manufactures and system for operations volume effort put into this

project. Really
appreciate

the energy and
the commitment.”
Managing
Director — Qils &
Fats

‘| observed strong
team spirit
throughout the
project execution.
The newly
implemented
systems have
strengthened our
operations, and
we remain
committed to
sustaining and
continuously
improving them.”
Head
Manufacturing —
GCC (QOils & Fats)

ycp.com
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Conclusion

Organizational transformation rarely fails due to a lack of ambition or strategy. More often, it falters at the
point where new ideas must be translated into everyday behaviors, routines, and decisions. Sustaining
performance requires more than redesigned processes or new systems; it depends on disciplined
execution, aligned leadership, and deliberate attention to the human and cultural dimensions of change.

Lasting change is achieved when procedural rigor, behavioral reinforcement, and cultural alignment

are integrated into a coherent change management framework. Leadership commitment must extend
beyond the launch phase into sustained reinforcement, while managers and frontline employees need
the capabilities, ownership, and accountability required to adopt new ways of working. When change is
embedded in performance management systems, leadership behaviors, and daily operational routines, it
becomes self-reinforcing rather than fragile.

Organizations that sustain performance treat change not as a one-time initiative, but as a continuous
capability. This framework can be adapted across industries, operating models, and levels of complexity.
By applying evidence-based principles and structured governance, organizations can narrow the
execution gap and convert transformation efforts into durable, measurable results.

Change sticks when it is owned by people, reinforced by leaders, measured through performance
management systems, and embedded into daily work.

These perspectives are intended to support reflection on how organizations can strengthen their

approach to sustaining change and elevating performance. Further dialogue and contextual application
can help translate these principles into practical next steps.

ycp.com



About YCP Renoir

YCP Renoair, previously operated as Renoir Consulting, is a global management consulting firm with over 30
years of experience delivering measurable and sustainable performance improvements. As the Operational
Excellence Division of YCP we specialize in operational excellence solutions, leveraging proprietary
methodologies, deep industry knowledge, and hands-on expertise to address clients' evolving needs. To learn

more about our services, Visit ycp.com or renoir.ycp.com

What We Focus On

YCP Renoir's mission is to help organizations outperform competitors and redefine their future and impact on
the world. Most importantly, we go beyond strategies, reports, and recommendations. Our clients achieve real
results and are equipped to sustain the change.

Our long experience, which covers an expansive list of industries and business functions, gives us an unrivaled

understanding of the best ways to meet our clients’ business needs.

We link strategy to execution, guiding organizations through change. Furthermore, YCP Renoir is known for our

approach, which helps our clients achieve sustainable improvement.

Our proven top-down, bottom-up, end-to-end approach means that we work together with clients as partners

— from blueprint to execution. We are accountable for results, from start to finish.

Our Locations Connect With Us

YCP Renoair is part of the YCP Group, which in  https//wwwlinkedin.com/company/ycpprofessional

is headquartered in Singapore. With a global @ hitos:/AveD.com
presence and strong Asian coverage, we have

. . . https://www.instagram.com/ycp.professional
11 main offices spanning Europe, the Americas, ©

the Middle East, Africa, and the Asia-Pacific
region. This allows us to unlock transformative
value creation opportunities across a wide

array of industries.
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+62 212598 2120

Indonesia - Surabaya
YCP Digital Studio, Revio Space,
1/F JI. Kaliwaron No.58, Gubeng,
Surabaya 60285, Indonesia

+62 8119886 929

Malaysia

M3, Level 13a, Wisma Mont Kiara, 1,
Jalan Kiara, Mont Kiara, 50480 Kuala
Lumpur, Wilayah Persekutuan Kuala
Lumpur, Malaysia

+60 176899249

Philippines

28/F Tower 2, The Enterprise Center,
6766 Ayala Avenue corner Paseo de
Roxas, Makati City,

Metro Manila 1200

+63 9171 5089 46

Thailand

63 Athenee Tower, 15/F Unit
1507/1 Wireless Road, Lumphini,
Pathumwan, Bangkok, Thailand
+66 2233 3816

Vietnam

06, 9th Floor, TNR Tower, 180-192
Nguyen Cong Tru, Nguyen Thai Binh
Ward, District 1, Ho Chi Minh City,
Vietnam

+84 907 019931

India - Bengaluru

10th Floor, Tablespace Suites, Vittal
Mallya Road, Bangalore, Municipal
No. 23/2, Karnataka 560001

+91 80 49116617

India - Gurgaon

Innov8 by OYO, 3rd Floor, Orchid
Center, Sector 53, Gurgaon - 122002
+91 9833075545

India - Mumbai

WeWork, Enam Sambhav, BKC C-20,
G Block, Bandra-Kurla Complex,
Mumbai 400051.

+91 22 44451100

India - New Delhi

Floor 12B, HQ27, The Headquarters,
B-660 Sushant Lok-1, Sector 27,
Gurugram, Haryana — 122009, India
+91 22 44451100

UAE - Dubai

Dubai South Business Center, Building
A3-406, Dubai Logistics City, PO Box.
No. 116158, Dubai, U.A.E

+971 554305944

UAE - Abu Dhabi

Al Ghaith Tower, 8th Floor, Office No.
827, Hamdan Street, PO Box 30859,
Abu Dhabi, UAE

+97 125089000

United Kingdom

Robert Robinson Ave, Littlemore,
Oxford OX4 4GP UK

+44 2080506888

Netherlands
Keizersgracht 482, 1017EG
Amsterdam

+3120 2441798

France

Society Opera 2 Rue Des ltaliens
75009 Paris, France
+33156767602

Switzerland

Rue du Commerce 4, 1204 Geneve,
Switzerland

+41 228199417

USA - New York City
7/F 250 Park Avenue New York,
NY 10177

+1302 3512412

USA - Florida

1395 Brickell Ave Suite #800, Miami,
FL 33131, United States
+13052008732

Brazil

R. Quinze de Novembro, 184 -
Centro Histdrico de Sdo Paulo, Sdo
Paulo - SP 01012-010, Brazil

+55 1134436464

Mauritius

Ground Floor, Rogers Capital House,
MU, John kennedy Street, Port Louis
11302, Mauritius

+230 2128033
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