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[bookmark: _Toc184573472]Abstract
This paper evaluates the applicability of Yu’s 3H holistic management framework to AIA Group’s leadership, strategy, and performance from 2010 to 2017. AIA was listed on the Main Board of the HKEX in October 2010. This paper adopts a qualitative case study approach, analysing AIA’s annual reports, press release, regulatory data, and news articles. The study examines how AIA integrated the heart, head, and hand domains of the 3H framework. The findings show that there was strong alignment of AIA’s practices with the 3H framework across all three domains, and this has contributed to AIA’s remarkable results between 2010-2017, in which the company increased Value of New Business by 5.3 times and increased shareholder dividends amount by over 3 times within 7 years. This paper validates Yu’s 3H holistic management framework’s applicability and effectiveness in analysing multinational organizations, and offers valuable insights for integrating leadership, strategic planning, and competency building to drive growth in the life insurance industry.
Key words: 3H holistic management, leadership, strategy, competency, life insurance, Hong Kong
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[bookmark: _Toc184573475]Background of the research
29 October 2010 was a historical day for AIA Group Limited (“AIA”) as it became an independent company by successfully listing on the Main Board of The Stock Exchange of Hong Kong Limited (HKEX), officially separating from its struggling American parent American International Group (AIG). While the initial public offering process was a success, AIA was facing significant challenges in restoring employee and agent morale, maintaining growth momentum, dealing with increased competition, and establishing a clear independent identity (Cheng, 2012, 2013). Such were the challenges that AIA’s new Group CEO, Mark Tucker, faced when he joined from Prudential in July 2010.
This paper aims to apply the 3H framework (Yu, 2023) to a case study of AIA, specifically during the period of 2010-2017, where Mark Tucker was then Group CEO. Yu’s 3H framework offers a holistic approach to manage organisational issues, and the framework is comprised of three key domains: Heart, Head, and Hand (Yu, 2021, 2023). Using a qualitative case study, I plan to evaluate the framework’s applicability to leadership, strategy, and performance of AIA Group. This paper will analyse AIA’s leadership, strategic planning, and execution focus aligned with the 3H framework. 

[bookmark: _Toc184573476]AIA Group (2010-2017)
Emerging from adversity: a new chapter for AIA
AIA is one of the largest publicly listed life insurance companies and has a rich history dating back to 1919. The period of 2010 to 2017 was of particular importance as it marked a significant era of transformation and growth for the Asia-focused life insurance behemoth.
AIA operated in 15 Asian markets and was a reputable and trusted life insurance company in Asia until the global financial crisis in 2008 when its American parent, AIG, was bailed out by the US government (AIG Program Status, 2024; Sjostrum, 2009). Substantial volatility in markets and uncertainty for employees, agents, partners, and customers surrounded AIA. The situation worsened when an initial IPO attempt was aborted in the first quarter of 2010, followed by a failed takeover attempt by UK’s Prudential for US$ 35.5 billion after months of negotiations (AIA Investor Relations, n.d.; Cheng, 2012).
To initiate a significant transformation, AIA appointed Mark Tucker, previously of Prudential, as Group CEO. Tucker, a former professional football player in England who became a chartered account, made an immediate impact upon his arrival in July 2010. Tucker focused on building a business that is both sustainable and profitable, and he acknowledged that it was a rare opportunity to run a company that is a blue chip yet well-positioned for profitable growth (White, 2011). To capitalize on this opportunity, Tucker immediately made key changes to the senior management team and reporting structures. Most notably, he appointed three Regional Managing Directors (referred to as Regional Chief Executives from 2011 onwards), a new Group Chief Financial Officer, Group Head of Business Strategy, Group Chief Marketing Officer, Group Chief Distribution Officer and Group HR Director, and implemented the empowerment model to increase accountability and authorities for country CEOs. Furthermore, Tucker transformed a market share oriented culture to a culture focused on delivering profitable growth by setting clear goals that aligned with shareholder value generation and AIA has adopted Value of New Business (VONB) as the key metric for measuring success since 2011. To deliver on VONB targets, Tucker focused on several key initiatives as building blocks for sustained value growth: he launched the Premium Agency model to improve agency productivity and performance, focused on expanding the accident & health protection portfolio, proactively managed portfolio mix, and invested in projects to enhance customer experience. AIA’s performance quickly turned around under Tucker’s leadership, and all profit, value creation, and capital metrics reported positive growth with strong momentum for the year end 2010 (AIA Group Ltd., 2011a, 2011b). 
The strong performance and leadership by Tucker were recognized by the investment community, and in October 2010, AIA achieved a historical milestone with its successful listing on the Main Board of the HKEX. The IPO was the world’s third largest IPO ever with total proceeds of US$ 20.51 billion raised (AIA Group Ltd., 2010). Anchoring its headquarters in Hong Kong, AIA officially entered a new era. 

Rapid growth and expansion
Following its successful IPO, AIA embarked on a period of market expansion across multiple Asia-Pacific markets. In 2012, AIA expanded into the Sri Lankan market by acquiring Aviva NDB Insurance, and significantly strengthened its market position in Malaysia by acquiring ING Malaysia, the third largest life insurer in Malaysia, and established a long-term bancassurance partnership with a leading Malaysian banking group, Public Bank. In December 2013, AIA and Citibank reached an agreement to form an exclusive bancassurance partnership that encompasses 11 Asia-Pacific markets. This partnership allowed AIA to significantly increase its brand awareness and customer reach. AIA further expanded its geographical reach by opening representative offices in Myanmar in 2013 and Cambodia in 2015, demonstrating its commitment to invest in emerging markets. In 2017, AIA acquired Commonwealth Bank of Australia’s (CBA) life and insurance businesses in Australia and New Zealand, and entered into a 20-year strategic bancassurance partnership with CBA (AIA Group Ltd., 2017, 2018b).
Not only did AIA successfully executed multiple inorganic growth initiatives, but it also delivered significant organic growth between the period 2010-2017. By leaning into the Operating Philosophy of “Doing the Right Thing, in the Right Way, with the Right People”, AIA created a distinctive culture with strong commitment and professionalism from its employees and agents (AIA Group Ltd., 2014). In seven years (2010-17), AIA grew VONB by +427%, Operating profits up +145%, and increased Embedded Value equity by +108% (AIA Group Ltd., 2018b). AIA solidified its market leading position in the life insurance industry and demonstrated strong value creation for shareholders.
Led by Tucker and his senior leadership team, the period from 2010 to 2017 was transformative for AIA. This paper will take a deeper look at AIA’s leadership, strategic planning and execution aligned with the 3H framework. 

[bookmark: _Toc184573477]Yu’s 3H framework
The 3H holistic management framework by Yu (2023) is an innovative approach to manage organisations and people in a comprehensive manner. Developed by Eddie Yu, this framework integrates essential organisational domains to achieve optimal performance. This framework consists of three domains: 
1. Heart (H1): Emphasis on people-related aspects, including leadership, motivation, engagement, and team building.
2. Head (H2): Focuses on strategic, organizational and operating model related elements, including vision, strategic planning, and organizational designs.
3. Hand (H3): Emphasis on task-oriented and competence related issues, including learning, training, and coaching.
Yu’s 3H framework emphasizes that organizational performance (OP) is a function of the leader or leadership team’s ability to integrate the three domains:
OP = f (H1 ∩ H2 ∩ H3), where ∩ represents the intersection of the three domains.
The 3H framework is distinctive from other management framework through its emphasis on a holistic approach and roots in Daoism. It encourages management to adopt a treetop view when analysing organizational issues to avoid the silo mentality that is often narrow and unconstructive (Yu, 2021, 2023). Yu’s 3H framework is flexible, allowing for context and company-specific applications. Applying the 3H framework descriptively, I can assess the alignment of the three domains within AIA (2010-2017) and derive insights on AIA’s key success factors. 

[bookmark: _Toc184573478]Research questions and objectives
The objectives of this paper are:
1. To analyse AIA’s management practices between 2010-2017 through the lens of the 3H framework.
2. To assess the level of synthesis amongst the three domains (Heart, Head and Hand) in AIA.
The questions that will guide this paper are:
1. How effective did AIA implement the 3H holistic management framework across the organisation between 2010-2017?
2. How did the alignment of the three domains (Heart, Head and Hand) contribute to AIA’s organizational performance?

[bookmark: _Toc184573479]Rationale of the research
The life insurance industry in Asia is a significant growth engine, driven by ageing population, growing middle class, and increasing protection & insurance awareness. The industry plays a crucial role in providing risk management, financial security and economic development across the region (Deloitte Center for Financial Services, 2023; KPMG China, 2023; McKinsey & Company, 2023). AIA’s headquarter is in Hong Kong, and Hong Kong is one of the leading life insurance markets in the world. The industry plays a crucial role in Hong Kong’s overall economy and contributes significantly to the labour force. In 2023, Hong Kong recorded total gross premiums of US$ 62 billion and the industry contributed roughly 3.6% of Hong Kong’s GDP in 2022 ((C&SD HKSAR, 2024; Insurance Authority, 2024).  
[bookmark: _Toc184573480]Theoretical implications
By analysing a major life insurer in Asia with Yu’s 3H holistic management framework, this paper will contribute to the literature on holistic management approaches. The case study I will be conducting will provide insights into the framework’s applicability and effectiveness.

[bookmark: _Toc184573481]Industry implications
The Asian life insurance industry is rapidly growing yet faces challenges that require a balanced approach in management to sustain its growth trajectory. This paper will explore how the 3H holistic management framework addresses these challenges and provide insights for life insurers in the region.

[bookmark: _Toc184573482]Organizational implications
This paper will assess the relationship between holistic management of heart, head and hand domains and organizational practices. This could provide actionable insights for improving efficiency and effectiveness in other firms in the overall financial industry.

[bookmark: _Toc184573483]Literature review
[bookmark: _Toc184573484]Overview of concepts
[bookmark: _Toc184573485]Yu’s 3H holistic management framework
Yu’s 3H holistic management framework is an innovative and comprehensive approach to managing organisations and people. It emphasises the integration of three key domains: Heart, Head, and Hand. Developed by Eddie Yu, the framework combines practical theories from Western management theories and Eastern philosophical traditions (Yu, 2023).

Heart (H1)
The heart domain focuses on people-related aspects, including leadership, motivation, and team building. It addresses the emotional, moral and ethical appeals to foster a positive organizational culture. The heart domain is critical is driving employee engagement across the organization and aligning employees with organizational values, visions and goals.

Head (H2)
The head domain focuses on strategic, organizational and operating model related areas. It encompasses the organization’s vision, mission, planning & control, and organizational structure design. This domain stresses on the importance of logical and strategic thinking and plays a critical role in ensuring the organization is on the right path to achieve its goals.

Hand (H3)
The hand domain focuses on task-oriented and competence related issues. It involves supporting, learning, coaching and training to equip employees with the necessary skills for operational and execution success. This domain emphasizes on execution and skill development to drive organizational performance.

Holistic approach
Depending on the organization, the weightings for each domain may be different. Yu’s 3H framework emphasizes that the organizational performance (OP) is a function of the leader’s ability to integrate the three domains, indicating that the level of holistic management is dependent on the level of synthesis created among the integration of H1, H2 and H3. In this paper, I will be assessing OP based on the following formula:
OP = f (H1 ∩ H2 ∩ H3), where ∩ represents the intersection of the three domains.
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Figure 1: Venn diagram showing four different scenarios under the 3H holistic management framework (Yu, 2023)
The 3H framework encourages management to take a broader perspective on organizational issues to avoid silo mentality. The framework is flexible and is proven to be applicable across various contexts and industries, such as assessment of the Hong Kong police force and national policies (Cheung & Yu, 2020; Stephanie, 2024; Yan, 2022; Yu, 2021). The framework strives to create win-win relationships with stakeholders, emphasizing on responsible culture, sustainability, and corporate social responsibility. The integrated and holistic approach of the 3H framework is crucial for addressing complex challenges in today’s rapidly evolving business environment. In the following sections, I will be explaining the relevant management theories related to each of the H domains.

[bookmark: _Toc184573486]Heart domain theories
The heart domain in Yu’s 3H framework focuses on people-related aspect of leadership, focusing on engagement and emotional connection of employees. This is closely associated with the concepts of transformational leadership theory and organizational commitment theory. 

Transformational leadership theory
Burns first introduced the concepts of transformational and transactional leadership in 1978, and the concepts were further synthesized and expanded by Bass (Bass, 1999). Transformational leaders inspire, intellectually stimulate, show individual considerations, and motivate their followers to put organizational goals ahead of self-interests. Decades of study have shown that transformational leaders display four key interrelated components: (1.) idealized influence (or charisma), (2.) inspirational motivation, (3.) intellectual stimulation, and (4.) individualized consideration (Bass, 1990, 1997). In contrast to transactional leadership, where leaders focus on rewards and punishments, transformational leadership emphasizes on motivation, striving towards a vision collectively, and developing strong emotional connections between leaders and employees (Bass, 1990, 1999; Dvir et al., 2002).
Bass (1999) analysed two decades of research on leadership and have shown that transformational leadership is more effective than transactional leadership. Studies have shown that transformational leadership delivered superior results across a broad range of organizational context and cultures, including military, educational, and business settings (Bass, 1997, 1999; Zhang et al., 2011), and hence, transformational leadership is relevant to the heart domain of the 3H framework.
There is strong empirical evidence supporting the effectiveness of transformational. A longitudinal, randomized field experiment was conducted by Dvir et al. (2002) and demonstrated that transformational leadership training had a positive impact on followers’ development and performance. This study provides support to cultivate transformational leadership behaviours, which is aligned with the developmental aspects of the heart domain (Dvir et al., 2002).

Organizational commitment theory
Organizational commitment theory focuses on the psychological attachment of employees towards the organization, and this concept is closely linked to the people-aspect of transformational leadership (Meyer & Allen, 1991). The three-component model of organizational commitment by Meyer and Allen emphasizes on three distinct psychological states of commitment: affective (desire), continuance (need), and normative (obligation). Researches have shown that all three forms of commitment are negatively correlated to turnovers and turnover intentions, while affective commitment was positively correlated with attendance behaviour, work performance, and well-being (Meyer et al., 2002; Meyer & Allen, 1991). The affective commitment is denoted by the individual’s emotional attachment, identification, and involvement with the organization (Meyer et al., 2002), and is closely associated with the concepts of transformational leadership and the heart domain under the 3H framework.

Connection with the heart domain
Extensive research has been conducted over the years on the topic of leadership, and the importance of transformational leadership and its positive impact on followers and organizational commitment remains valid, and the concepts of transformational leadership and organizational commitment continue to be relevant and applicable (Dinh et al., 2014; Hiller et al., 2011). The two theories emphasize the critical role of people-related emotional connections and is highly relevant to the heart domain of Yu’s 3H framework. 

[bookmark: _Toc184573487]Head domain theories
The head domain in Yu’s 3H framework focuses on strategic, operational processes and organizational design related areas. The head domain focuses on the logical and strategic thinking aspects and is closely linked to the concepts of resource-based view theory and the balanced scorecard theory.

Resource-based view theory
Barney (1991) pioneered the concept resource-based view theory as he examined the linkage between organizational resources and sustained competitive advantage, and concluded that sustainable competitive advantage can be achieved if resources are valuable, rare, inimitable, and non-substitutable (VRIN) (Barney, 1991). Building on Barney’s work, Peteraf (1993) articulated four essential conditions on competitive advantage: resource heterogeneity, ex post limits to competition, imperfect resource mobility, and ex ante limits to competition, and emphasized that all four conditions will need to be met for organizations to maintain their advantages over their competitors (Peteraf, 1993).
Barney’s resource-based view theory emphasizes on adopting an internal assessment of the organization’s strengths and weaknesses to identify sources of competitive advantage. In 1995, Barney further expanded his original theory to incorporate the VRIO framework, in which resources and capabilities must be valuable, rare, imitable, and exploited by the organization (Barney, 1995). The internal focused approach of identifying competitive advantage is aligned with the head domain in the 3H framework, where decisions on organizational designs and strategic directions are made. The resource-based view theory was introduced in 1991, but it has continued to evolve over time. Extensions to the theory and VRIO framework have been proposed to ensure that the concepts remain relevant in today’s business setting, and suggestions have been made to integrate resource-based view theory with other strategic management research to enhance its practical application (Barney, 2001; Barney et al., 2011).

Balanced scorecard theory
Another key concept associated with the head domain is the balanced scorecard theory, which complements the resource-based view theory by providing a practical framework to translate strategic directions into actionable measures and plans. The balanced scorecard was introduced by Kaplan and Norton in 1992, and it is an enhanced performance management system that integrates financial measures with operational measures across three additional perspectives: customers, internal business processes, and innovation and learning perspectives (Kaplan & Norton, 1992). 
Kaplan and Norton expanded their balanced scorecard concept in 1996 to demonstrate its effectiveness in translating strategy and vision into a coherent set of performance measures, which could be further aligned with departmental and personal goals. This greatly improved communication, planning and performance management across the organisation (Kaplan & Norton, 1996). In 2001, Kaplan and Norton further explored the idea of evolving the balanced scorecard measurement tool into a strategic management system. They introduced the strategy map, and demonstrated how this strategic management system can facilitate strategy implementation and value creation (Kaplan & Norton, 2001).

Connection with the head domain
Both the resource-based view theory and the balanced scorecard theory contribute to the head domain of Yu’s 3H framework. The resource-based view theory provides a solid foundation in understanding how internal resources and capabilities can become sustained competitive advantage, and the balanced scorecard theory connects the organization’s strategic direction with practical, multi-dimensional and measurable goals. Both theories emphasize the importance of logical and strategic planning and are associated with the head domain of the 3H framework.

[bookmark: _Toc184573488]Hand domain theories
The competence-based approach and learning organization theories are influential frameworks in strategic management, and both theories are relevant to the hand domain of Yu’s 3H framework. The hand domain focuses on task and competence related issues, and involves learning, coaching and training to enable employees to perform for operational and execution success. The competence-based approach and learning organization theories can provide insights for organizations to leverage their internal capabilities to achieve sustainable competitive advantage.

Competence-based approach theory
Prahalad and Hamel (1990) first introduced the concept of core competencies as the key foundation for competitive advantage in 1990. Core competencies are defined as the collective learning in the organization that provide access to diverse markets, contributes to customer benefits, and are difficult for competitors to imitate. Furthermore, Prahalad and Hamel emphasized on the importance of cross-organizational collaboration and long-term competence development as key to navigate the changing markets more effectively (Prahalad & Hamel, 1990). In 1993, Prahalad further expanded on the core competence concept and stressed on the importance of growth and new business development over restructuring and cost-cutting initiatives (Prahalad, 1993).
Linking to the hand domain’s focus on skills and execution, Yang proposed an integrated model of core competence and core capability, suggesting that core competencies and capabilities are key to core competitiveness and long-term business excellence (Yang, 2013). This model emphasizes the importance of aligning core competences and capabilities to develop an integrated system for sustainable competitive advantage.
Going deeper into the individual level, McClelland (1973) challenged traditional intelligence testing and argued that it is better to assess individuals via competence-based assessment, as such assessments can test skills directly linked to job performance other than abstract intelligence measurements. The work by McClelland had laid the groundwork for competency-based human resource management (McClelland, 1973).

Learning organization theory
Closely associated with the competence-based approach theory is the learning organization theory, which provides a framework to understand how organizations can continuously update and improve their capabilities. In Senge and Sterman’s 1992 paper, they argued that managers need to become systems thinkers to effectively navigate the interconnections and effects of decisions in complex business environments. Senge and Sterman suggested utilizing simulation tools to develop systems thinking and promote organizational learning, and they emphasized the importance to balance local decision-making with global thinking (Senge & Sterman, 1992).
In 1995, Senge laid out five core disciplines in his book “The Fifth Discipline”: personal mastery, mental models, shared vision, team learning, and systems thinking. These disciplines collective contribute to the organization’s ability to adapt and perform in changing environments, and systems thinking, which is the fifth discipline, integrates all the disciplines enabling a holistic understanding of the organization (Senge, 1997).
While Senge focused on five disciplines, Garvin (1993) proposed a more practical approach for creating learning organizations. Garvin emphasized on three critical elements (3M): meaning, management, and measurement, and defined learning organizations as skills in five activities: (1.) problem solving, (2.) experimentation, (3.) learning from experience, (4.) learning from best practices, and (5.) knowledge transfer. While Senge adopted a more conceptual approach, emphasizing on mindset changes, Garvin’s model is more action-oriented (Garvin, 1993). 

Connection with the hand domain
The competence-based approach and learning organization theory emphasize on the importance of skill development, execution, and continuous improvement and learning. Both theories provide a robust foundation for the hand domain of Yu’s 3H framework, as they provide a comprehensive view on how organizations can develop and leverage internal capabilities to drive sustainable competitive advantage in the rapidly evolving business environment.

[bookmark: _Toc184573489]Integration of theories with 3H framework 
Yu’s 3H holistic management framework allows for integration of various management theories across its three domains (Yu, 2023). In the heart domain, transformational leadership focuses on inspiring and motivating followers, while organizational commitment theory provides insights into the employees’ psychological attachment to the organization. These two theories are aligned with the heart domain’s focus on emotional and people-related aspects.
In the head domain, I have highlighted the relevance of resource-based view theory and the balanced scorecard theory. The resource-based view theory emphasizes on utilizing an organization’s internal resources for competitive advantage, and the balanced scorecard framework provides a multi-dimensional approach to performance management and strategy execution. These two theories are relevant to the logical and strategic focus of the head domain.
In the hand domain, the competence-based approach theory stresses on developing core competencies for sustainable competitive advantage, and the learning organization theory focuses on continuous skill development, improvement and learning in the increasingly complex business environment. These theories are relevant to the hand domain as it focuses on execution and skill development to drive performance.
By integrating the above theories within the 3H framework, organizations can derive a holistic approach to management that addresses employees (people), strategy, and competencies & capabilities concurrently. The integrated view enables more comprehensive understanding of the organization’s dynamics and can effectively guide leadership and management practices.

[bookmark: _Toc184573490]Research method
This paper employs a qualitative case study approach to evaluate the applicability of Yu’s 3H holistic management framework to leadership, strategy, and performance in the context of AIA Group. The case study method is particularly useful to conceptualize and operationalize the related constructs of the heart, head and hand domains, and the organization’s performance (Yu, 2023).

[bookmark: _Toc184573491]Research design
This paper will adopt a single-case study approach, focusing on AIA Group, specifically for the period between 2010-2017. This approach is appropriate since the case study represents a unique period for AIA, as the company separated itself from its struggling American parent company and started a new chapter after its October 2010 IPO. AIA Group is now one of the largest publicly listed life insurance companies in the world, and it offers a rich context for evaluating the applicability of Yu’s 3H framework.

[bookmark: _Toc184573492]Data collection
Data for this paper will be collected from multiple sources for triangulation and to enhance the validity of the findings. The key sources of data included:
1. Annual reports: AIA Group’s annual reports between 2010 and 2017 will be analysed to gather information on the company’s vision, strategy, organizational changes, financial performance, business performance, and leadership statements.
2. Press releases: Press releases from AIA Group between 2010 and 2017 will be analysed to identify key directional changes, key initiatives, organizational changes, and business performance. 
3. News articles and published interviews: Reputable financial and business news sources and interviews will be examined to gather perspectives on AIA Group’s performance, leadership’s views, and strategies.
4. Company website: The official website of AIA Group and its local business units’ websites will be used to collect information on the company’s vision, strategy, and business development.
5. Insurance Authority: Data and reports from the Insurance Authority, an independent financial regulator in Hong Kong, will be examined to identify market trends and the performance of AIA Group’s largest value contributor, the Hong Kong market.

[bookmark: _Toc184573493]Data analysis
The collected data will be examined using a thematic analysis approach, guided by the three domains under Yu’s 3H holistic management framework, namely heart, head, and hand. The following steps will be taken:
1. Preparation: Go through the collected materials in detail to gain a comprehensive understanding of AIA’s vision, strategy, operating model, and business performance.
2. Coding: The data will be coded to identify relevant information that aligns with the three domains under the 3H framework. 
· Heart domain: Leadership approach, organizational culture, company vision, employee engagement between 2010-2017
· Head domain: Strategic planning, organizational restructuring, key performance measurement systems in the post IPO period.
· Hand domain: Competency development programs, learning and development programs offered between 2010-2017.
3. Theme development and review: Codes will be categorized into potential themes within each of the three domains of the 3H framework. The identified themes will be reviewed to ensure alignment with the 3H framework.
4. Theme definition and naming: Definitions will be developed for each theme in relations to AIA and the 3H framework.
5. Reporting: The final analysis will be summarized to demonstrate how AIA’s leadership, strategy, and performance align with or deviate with the fundamental principles of Yu’s 3H framework.
The analysis will be structured focusing on the three domains of the 3H framework:
1. Heart domain: Analyse AIA’s leadership approach and understand how the leadership team motivates and engage with its employees. 
2. Head domain: Study how AIA aligns its strategy with its vision, how it translates this strategy into executable actions, and how the organization measures progress.
3. Hand domain: Examine AIA’s competency and capability development programs, operational execution, and learning and training practices. 

[bookmark: _Toc184573494]Validity and reliability
To ensure validity and reliability of this study, data triangulation will be applied – multiple data sources will be used to cross-reference findings and provide a comprehensive view of AIA’s practices.

[bookmark: _Toc184573495]Limitations
This study relies on publicly available data, which may not be able to fully capture the complexity of AIA’s internal processes and practices. In addition, this paper uses a single-case study, which may limit the relevance of the findings to other organizations or industries. Despite such limitations, this case study on AIA through the lens of Yu’s 3H framework can provide valuable insights into the framework’s applicability and enable deeper understanding of leadership, strategy, and performance in large, multinational organizations.

[bookmark: _Toc184573496]Case study analysis: AIA Group
[bookmark: _Toc184573497]Company overview
AIA Group is one of the world's leading life insurance companies, with business operations focused on the Asia-Pacific region. AIA underwent significant transformation between 2010-2017. In 2010, AIA separated from its struggling American parent company, American International Group (AIG), and successfully completed its IPO in October. The IPO was the world’s third largest IPO, and it provided AIA with new capital to invest in growth (AIA Group Ltd., 2010).
Mark Tucker, AIA’s new Group CEO, joined from Prudential in July 2010, brought new perspectives to the organization. Under Tucker’s leadership, AIA chartered a new vision to be the pre-eminent life insurance provider in the Asia-Pacific region, and aimed to expand the business prudently and profitably in all markets (AIA Group Ltd., 2011b).
The path of transformation was not easy, and AIA faced multiple challenges, including negative press due to AIG’s global problems, the fallout from Prudential’s failed takeover attempt, impact from the worst flooding in Bangkok in 50 years, economic challenges in China, loss of customer confidence, and low morale of agents and employees (AIA Group Ltd., 2011b, 2012; Cheng, 2013). Despite such challenges, AIA successfully transformed its senior management team, united its workforce through a new vision, and implemented new strategies that enabled AIA to regain its market leading positions and build a foundation for further growth. In the following sections, I will analyse AIA’s development between 2010-2017 with Yu’s 3H framework and investigate each of the heart, head, and hand domains.

[bookmark: _Toc184573498]Heart (H1) domain analysis
AIA’s annual reports published between the years of 2010 and 2017 have shown great evidence that AIA exhibited characteristics of transformational leadership and organizational commitment, closely aligned with the heart (H1) domain of Yu’s 3H framework.

[bookmark: _Toc184573499]Leadership transition and reorganization
AIA underwent significant leadership changes throughout this period, with one of the key changes occurring in the third quarter of 2010. Mark Tucker was appointed as the new Group CEO in July 2010, and the company successfully became an independent company through its IPO in October 2010 (AIA Group Ltd., 2010). Tucker immediately put in place a new, world-class senior management team that has significant Asia market experience and proven track record of shareholder value creation. In the first annual results presentation post-IPO, AIA further strengthened its operating model by executing on the empowerment model, where significantly higher decision rights and authorities are empowered to the country CEOs, and repurposed the Group office’s role to focus on supporting, challenging, and guiding the local markets (AIA Group Ltd., 2011b, 2011a). Tucker’s approach aligns with the idealized influence and individualized consideration components of transformational leadership.

[bookmark: _Toc184573500]Vision and operating philosophy
Tucker’s leadership was characterized by a clear vision and strategy, focusing on profitable growth and market leadership. The vision to be the pre-eminent life insurance provider in the Asia Pacific region was communicated consistently within the organization and shared publicly (AIA Group Ltd., 2011b; Cheng, 2013), and it injected strong confidence to employees, distributors, and investors. Since 2011, AIA identified their new operating philosophy as “Doing the Right Thing, in the Right Way, with the Right People”. Supporting the operating philosophy were 12 operating principles that guided employees’ values, actions, and behaviours (AIA Group Ltd., 2012, 2013). Significant resources were deployed to articulate the new philosophy and principes across all the markets, including workshops, leadership conferences, and continued communications from management. The successful launch of a new strategy and new operating philosophy across the organization demonstrated the inspirational motivation and individualized consideration components of transformational leadership. In addition, the emotional connections between employees and alignment of personal values with the organization’s values are key aspects of organizational commitment theory.

[bookmark: _Toc184573501]Employee engagement, community engagement, and loyalty
The leadership team understood that success is dependent on the quality of the people within its organization, and hence, AIA invested heavily on employee engagement and development for the 21,000 employees across all markets. In 2011, AIA introduced their first Gallup Q12 employee engagement survey to allow employees to share feedback on how to make AIA a great workplace. By 2016, 99% of the employees participated in the survey, showing high levels of participation (AIA Group Ltd., 2013, 2017).
AIA also encouraged its employees to actively engage in corporate social responsibility initiatives, both in the employees’ local markets and across the region. When the worst flood in 50 years hit Bangkok in 2011, AIA employees helped move people out of flooded areas and provided food and support (AIA Group Ltd., 2012). In 2014, to address children dropping out from school due to long distances, AIA employees launched 12 cycling events across Vietnam and donated 770 bicycles to underprivileged children in 22 provinces and cities (AIA Group Ltd., 2014). Committed to improve economic and social development of Jakarta, in 2015, AIA employees distributed free micro-insurance to food hawkers, ojek drivers, couriers, and janitors, to enable the community to be protected by insurance (AIA Group Ltd., 2016). AIA’s holistic approach to employee engagement and community servicing likely contributed to increased affective commitment amongst employees. The high level of engagement and participation also indicated strong organizational commitment.

[bookmark: _Toc184573502]Summary on heart domain
AIA’s approach to the heart domain between 2010 and 2017 strongly aligns with the characteristics of transformational leadership and organizational commitment theories. Led by Mark Tucker, AIA’s focus on building a visionary leadership team, empowering local markets, charting a clear vision with the right operating philosophy and principles, and driving employee engagement contributed to its strong performance during this period. Such efforts aligned with the heart domain would have played a significant role in providing stability and strength for AIA to navigate its early challenges in 2010.

[bookmark: _Toc184573503]Head (H2) domain analysis
In the years immediately following the IPO, AIA showed a strong focus on strategic planning, organizational restructuring, and the adoption of effective key performance measurements. These characteristics are closely aligned with the resource-based view and balanced scorecard theories, and they correspond well with the head domain of Yu’s 3H framework.

[bookmark: _Toc184573504]Strategic vision and execution
AIA’s strategic vision was centred on capturing the most significant and growing opportunities in the Asia-Pacific region. With mortality protection gap standing at over US$ 50 trillion in the region, and China having the broadest gap, AIA opted for a strategy that focuses solely on Asia-Pacific to avoid any distraction (Chen et al., 2020; Thomas, 2015). 
To avoid spreading management attention and resources thinly across many different business lines, AIA focused on its one and only core business: insurance solutions to address life & health protection gaps. Aligned with the resource-based view theory, AIA leveraged its internal resources to create competitive advantages. In 2011, AIA launched the Premier Agency program across all markets, focusing on developing a high-performing, professional and customer-centric agency force. The program was executed successfully and by 2015, AIA had the world’s largest number of Million Dollar Round Table (MDRT) members, a status recognized internationally as the standard of excellence (AIA Group Ltd., 2011b, 2016). Focusing on sustainable value creation and acknowledging the significant protection gaps, AIA proactively shifted its focus from investment-related products to life & health protection products. To complement this product strategy, AIA launched the award-winning “Mind the Gap” campaign in 2011, which aimed to raise public awareness of the need for adequate insurance protection amongst the population (AIA Group Ltd., 2011b, 2012; Hong Kong Business, 2011). AIA’s clear strategic vision and focus to leverage internal strengths to create sustainable competitive advantages in the dynamic markets it operated in demonstrated strong alignment with the resource-based view theory.

[bookmark: _Toc184573505]Optimized organizational structure for market expansion
AIA was well positioned to capture the growth opportunities in the Asia-Pacific region. In 2011, AIA was operating in 15 markets, and under Tucker’s leadership, AIA’s organizational structure was enhanced by incorporating a new tier of Regional Chief Executives (RCE), whom had accountabilities of a portfolio of markets. The three RCEs were Gordon Watson, Ng Keng Hooi, and Huynh Thanh Phong. This new structure allowed AIA to cultivate a growth-focused management culture – local market CEOs can focus on delivering organic growth, while RCEs can exercise more holistic strategic management and actively look for growth opportunities (AIA Group Ltd., 2012).
Leveraging its strong operations in existing markets and newly raised capital from the IPO, AIA capitalized on a series of strategic moves: AIA entered the Sri Lankan market in 2012 via acquisition of Aviva NDB, and in the same year, strengthened its market position by acquiring ING Malaysia. Focusing on the Southeast Asian markets, AIA expanded its footprint into Myanmar in 2013 and Cambodia in 2015. Finally, as AIA looked for opportunities to deepen its presence in existing markets, AIA increased its stake in the India JV from 26% to 49%, and acquired CBA life and insurance business in Australia and New Zealand in 2017 (AIA Group Ltd., 2016, 2017, 2018b). These developments demonstrated AIA’s ability to adjust its organizational structure to capitalize on growth opportunities, and these are characteristics that align with the resource-based view theory.

[bookmark: _Toc184573506]Performance measurement and management
“Aligning incentives with profitable growth” was a key message in Tucker’s first annual results presentation, and this highlighted AIA’s strong commitment to a comprehensive approach for performance measurement and management (AIA Group Ltd., 2011a). AIA’s scorecard was simple yet effective: 85% of the scores weighting go to financial metrics, i.e., Value of New Business, Embedded Value, and IFRS Operating Profit. The remaining 15% goes to non-financial metrics, focusing on country/function-specific KPIs. Such KPIs would include measurements on customers (e.g., in-force customer persistency and customer experience), distribution (e.g., distribution scale and quality), and product (e.g., mix and margin) (AIA Group Ltd., 2011a). AIA’s holistic approach on performance management, balancing both financial and non-financial KPIs, is strongly aligned with the balanced scorecard approach.

[bookmark: _Toc184573507]Summary on head domain
Tucker’s approach to the head domain is strongly aligned with the resource-based view and balance scorecard theories. Guided by a clear strategic vision and managed diligently via a comprehensive set of KPIs, AIA’s ability to reorganize its structure and leverage its internal strengths to derive sustainable competitive advantages played a key role in the successful market expansions across Asia-pacific.

[bookmark: _Toc184573508]Hand (H3) domain analysis
The hand domain analysis of AIA provided strong support for competency development organization-wide and a commitment to drive a learning organization culture. These characteristics are aligned with the competence-based approach and learning organization theories and fit into the hand domain of the 3H framework.

[bookmark: _Toc184573509]Competency development
AIA demonstrated a clear commitment to the competence-based approach, investing significantly in training programs for its employees and front-line agents. The Premier Agency strategy, launched in 2011 across all markets, focused on uplifting recruitment skills, professionalism and productivity of agents. As a result, AIA achieved the world #1 status of having the highest number of MDRTs since 2015 (AIA Group Ltd., 2011b, 2016).
For employees, a wide range of training programs are available for employees. To strengthen the middle-to-senior managers, AIA launched “AIA Manager Programme” and “AIA Manager as Coach Programme” to ensure that managers’ leadership styles are aligned with AIA’s long-term goals (AIA Group Ltd., 2013). To develop competency applicable across different markets and functions, AIA invested heavily in job rotation programs. In 2013, more than 290 roles were transferred allowing employees to gain valuable experience in different geographies and teams. The number of roles transferred exceeded 700 by 2014, demonstrating AIA’s strong commitment to competency development (AIA Group Ltd., 2014, 2015).
 
[bookmark: _Toc184573510]Being a learning organisation
AIA is an organisation that encourages employees to strive for improvements and have provided the necessary support to facilitate this. In 2010, 2,000 internal training sessions were conducted covering more than 218,000 training hours for over 48,000 employees (AIA Group Ltd., 2011b). In the following years, AIA continued to invest in learning by revamping training courses (e.g., “The AIA Manager III” program), offering online training modules, and organizing leadership conferences. In 2016, AIA officially launched its AIA Leadership Centre in Bangkok, a market-leading training centre with state-of-the-art learning spaces, designed to foster a growth-focused, professional, and learning culture (AIA Group Ltd., 2016). Continuously updating and improving the workforces’ capabilities is key to the organisation’s success, and AIA’s approach to employee development is aligned with the learning organisation theory.

[bookmark: _Toc184573511]Summary on hand domain
AIA’s focus on developing its agency force via the Premier Agency model, investing significantly in employee training programs, and launching the AIA Leadership Centre in Bangkok enabled AIA to develop a high-performing team that continued to improve. These efforts in the hand domain align with the competence-based approach and learning organisation theories and would have contributed to AIA’s success between the period 2010-2017.

[bookmark: _Toc184573512]Integration of 3H domains at AIA Group
AIA’s success from 2010 to 2017 can be attributed to the effective integration of the Heart (H1), Head (H2), and Hand (H3) domains of Yu’s holistic management framework. For the heart domain, AIA demonstrated strong transformational leadership characteristics under the leadership of Mark Tucker. The leadership team guided the organization towards a clear vision and put in place the right operating philosophy and principles that led to strong employee engagement. For the head domain, AIA optimized its internal resources and organizational structure and successfully expanded in the Asia-Pacific region. The simple yet comprehensive performance management system implemented allowed AIA to effectively drive a performance-focused culture. Lastly, for the hand domain, AIA invested significantly into capability building and on-going training for its employees and distributors, and successfully built a high-performance team that was difficult to be replicated by its competitors.

[bookmark: _Toc184573513]Exceptional results
The holistic management approach by AIA has led to remarkable success between 2010-2017. The company was able to generate significant value for its shareholders. When comparing key financial metrics between 2010 and 2017 (see figure 1), Value of New Business grew by 5.3 times, Embedded Value Equity up 2.1 times, Operating Profits after tax up 2.4 times, and AIA managed to increase dividends per share by over 3 times of the 2010 amount. 
In terms of the success in establishing a strong distribution force, AIA managed to build a world-class agency team by focusing on its Premier Agency strategy. In 2017, AIA became the only company to be ranked #1 in the world for MDRT members for three consecutive years. In addition, AIA’s success in expanding partnership distribution, which includes bank partners, direct partnerships and brokers, cannot be overlooked. In 2017, the partnership distribution channel generated over US$ 1 billion in VONB, which is a remarkable achievement when compared to total company VONB of US$ 667 million back in 2010 (AIA Group Ltd., 2018a).
In terms of customer-related and market expansion performances, AIA’s achievement was second to none. In 2010, AIA served 23 million individual policies and provided services to 10 million corporate client members. By 2017, the number of individual policies has increased to 30 million, and AIA served over 16 million corporate client members. And finally, through M&A and greenfield investments, AIA successfully increased its geographical presence from 15 markets in 2010 to 18 by 2017 (AIA Group Ltd., 2011b, 2018b).
[image: A graph of the number of stocks
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Figure 2 – AIA’s financial results across 2010-2017 (AIA Group Ltd., 2018a)

[bookmark: _Toc184573514]Discussions on findings
This paper has successfully achieved its objectives of analysing AIA’s management practices between 2010-2017 through the lens of Yu’s 3H framework and assessing the level of synthesis amongst the three domains. The analysis showed strong integration across the heart, head, and hand domains, and this has contributed to the remarkable results of AIA between 2010 to 2017.
In the heart domain analysis, while AIA demonstrated strong transformational leadership with a clear vision, the study did not cover the potential challenges that may have occurred due to the different cultures across the diversified Asian-Pacific markets AIA operated in. Change management between this period could be a topic for future research. 
AIA showed great execution success in the head domain analysis, particularly in aligning its resources to build competitive advantages and managing performance through a simple yet comprehensive set of KPIs. However, there was limited discussion on how such internal analysis to determine strategic paths forward were conducted. Details on the analysis conducted and efforts required could be beneficial for other multi-national financial institutions.
Finally, on the hand domain, the analysis showed that AIA has successfully built a world-class workforce by investing in capability building and employee training initiatives. The study, however, was focused on traditional training, such as compliance & regulatory-related, productivity, and management training, and did not cover digital or technology-relevant competencies. Digital competencies are crucial in today’s business setting and further research on AIA’s approach, potentially including practices adopted post-2017, would be insightful.
This AIA case study validated Yu’s 3H holistic management framework’s applicability and effectiveness in analysing multinational organizations. AIA’s success between 2010 and 2017 supported the framework’s theory that integrating the heart, head, and hand domains will lead to superior organizational performance.

[bookmark: _Toc184573515]Conclusions
This paper adopted a single-case study approach to evaluate the applicability of Yu’s 3H holistic management framework to leadership, strategy, and performance in the context of AIA, specifically for the period between 2010-2017. The analysis showed that AIA’s management practices were closely aligned with the heart, head, and hand domains of the 3H framework, and the organization’s ability to successfully integrate all three domains contributed to its strong performance between 2010-2017.
Theoretically, this study contributes to the growing body of literature on holistic management studies and demonstrates Yu’s 3H framework’s relevance in the Asian life insurance industry. In practice, this study offers valuable insights for other life insurance companies on how to integrate transformational leadership, strategic vision, planning, performance management, and competency development to drive sustainable growth. Finally, the insights derived from this study are not limited to insurance companies and can be applied across the overall financial industry. The key concept is to identify the relevant areas within the heart, head, and hand domains to be strengthened, and manage the three domains’ interrelationships in a holistic manner.

[bookmark: _Toc184573516]References
AIA Group Ltd. (2010). AIA’S SUCCESSFUL LISTING ON THE HONG KONG STOCK EXCHANGE. https://www.aia.com/content/dam/group/en/docs/press-release/2010/aia-press-release-eng-29oct2010.pdf
AIA Group Ltd. (2011a). AIA Group Limited 2010 Results Presentation. https://www.aia.com/content/dam/group-wise/en/docs/download-library/2010/2010fy-aia-analyst-presentation-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2011b). AIA Group Limited Annual Report 2010. https://www.aia.com/content/dam/group-wise/en/docs/annual-report/aia-annual-report-2010-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2012). AIA Group Limited Annual Report 2011. https://www.aia.com/content/dam/group-wise/en/docs/annual-report/aia-annual-report-2011-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2013). AIA Group Limited Annual Report 2012. https://www.aia.com/content/dam/group-wise/en/docs/annual-report/aia-annual-report-2012-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2014). AIA Group Limited Annual Report 2013. https://www.aia.com/content/dam/group-wise/en/docs/annual-report/aia-annual-report-2013-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2015). AIA Group Limited Annual Report 2014. https://www.aia.com/content/dam/group-wise/en/docs/annual-report/aia-annual-report-2014-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2016). AIA Group Limited Annual Report 2015. https://www.aia.com/content/dam/group/en/docs/annual-report/aia-annual-report-2015-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2017). AIA Group Limited Annual Report 2016. https://www.aia.com/content/dam/group/en/docs/annual-report/aia-annual-report-2016-eng.pdf.coredownload.inline.pdf
AIA Group Ltd. (2018a). AIA Group Limited 2017 Results Presentation. https://www.aia.com/content/dam/group/en/docs/download-library/2018/FY2017%20Analyst%20Presentation%20(Final).pdf.coredownload.inline.pdf
AIA Group Ltd. (2018b). AIA Group Limited Annual Report 2017. https://www.aia.com/content/dam/group/en/docs/annual-report/aia-annual-report-2017-eng.pdf.coredownload.inline.pdf
AIA Investor Relations. (n.d.). AIA Results and Reports. Retrieved 23 November 2024, from https://www.aia.com/en/investor-relations/overview/results-presentations
AIG Program Status. (2024, November 19). U.S. Department of the Treasury. https://home.treasury.gov/data/troubled-assets-relief-program/aig/status
Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal of Management, 17(1), 99–120. https://doi.org/10.1177/014920639101700108
Barney, J. (1995). Looking inside for competitive advantage. Academy of Management Perspectives, 9(4), 49–61. https://doi.org/10.5465/ame.1995.9512032192
Barney, J. (2001). Resource-based theories of competitive advantage: A ten-year retrospective on the resource-based view. Journal of Management, 27(6), 643–650. https://doi.org/10.1177/014920630102700602
Barney, J., Ketchen, D. J., & Wright, M. (2011). The Future of Resource-Based Theory: Revitalization or Decline? Journal of Management, 37(5), 1299–1315. https://doi.org/10.1177/0149206310391805
Bass, B. M. (1990). From transactional to transformational leadership: Learning to share the vision. Organizational Dynamics, 18(3), 19–31. https://doi.org/10.1016/0090-2616(90)90061-S
Bass, B. M. (1997). Does the transactional–transformational leadership paradigm transcend organizational and national boundaries? American Psychologist, 52(2), 130–139. https://doi.org/10.1037/0003-066X.52.2.130
Bass, B. M. (1999). Two Decades of Research and Development in Transformational Leadership. European Journal of Work and Organizational Psychology, 8(1), 9–32. https://doi.org/10.1080/135943299398410
Chen, J., Dai, X., Gong, Z., Guo, J., Ho, K., Krueger, F., Puttaiah, M., Sharan, R., & Zhan, G. (2020). Closing Asia’s mortality protection gap. Swiss Re Institute.
Cheng, A. (2012, November 26). Freed of AIG’s Control, AIA Group Prospers in Asia. Institutional Investor. https://www.institutionalinvestor.com/article/2bsvoavxwipuxuho23xts/portfolio/freed-of-aigs-control-aia-group-prospers-in-asia
Cheng, A. (2013, February 21). AIA Group Stakes Its Claim for Leadership of Asia’s Insurance Market. Institutional Investor. https://www.institutionalinvestor.com/article/2bsu1279xbcv5jjz2fzls/portfolio/aia-group-stakes-its-claim-for-leadership-of-asias-insurance-market
Cheung, H., & Yu, E. (2020). A review of the strategic planning process in the Hong Kong Police Force. Public Administration and Policy, 23(3), 245–258. https://doi.org/10.1108/PAP-06-2020-0027
C&SD HKSAR. (2024). Statistical Digest of the Services Sector (2024). Census and Statistics Department Hong Kong Special Administrative Region. https://www.censtatd.gov.hk/en/data/stat_report/product/B1080007/att/B10800072024AN24B0100.pdf
Deloitte Center for Financial Services. (2023). 2024 insurance outlook. https://www2.deloitte.com/us/en/insights/industry/financial-services/financial-services-industry-outlooks/insurance-industry-outlook.html
Dinh, J. E., Lord, R. G., Gardner, W. L., Meuser, J. D., Liden, R. C., & Hu, J. (2014). Leadership theory and research in the new millennium: Current theoretical trends and changing perspectives. The Leadership Quarterly, 25(1), 36–62. https://doi.org/10.1016/j.leaqua.2013.11.005
Dvir, T., Eden, D., Avolio, B. J., & Shamir, B. (2002). Impact of Transformational Leadership on Follower Development and Performance: A Field Experiment. Academy of Management Journal, 45(4), 735–744. https://doi.org/10.5465/3069307
Garvin, D. (1993). Building a learning organization. Harvard Business Review, 71(4), 78–91.
Hiller, N. J., DeChurch, L. A., Murase, T., & Doty, D. (2011). Searching for Outcomes of Leadership: A 25-Year Review. Journal of Management, 37(4), 1137–1177. https://doi.org/10.1177/0149206310393520
Hong Kong Business. (2011, August 24). AIA Hong Kong and Macau unveils new critical illness plans | Hong Kong Business. https://hongkongbusiness.hk/financial-services/more-news/aia-hong-kong-and-macau-unveils-new-critical-illness-plans
Insurance Authority. (2024). Highlights of Industry Statistics—Long Term Insurance Business. Insurance Authority. https://www.ia.org.hk/en/infocenter/statistics/files/Highlights_2023_LT_Eng.pdf
Kaplan, R., & Norton, D. (1992). The Balanced Scorecard—Measures That Drive Performance. Harvard Business Review, 70(1), 71–79.
Kaplan, R., & Norton, D. (1996). The balanced scorecard: Translating strategy into action (Nachdr.). Harvard Business School Press.
Kaplan, R., & Norton, D. (2001). Transforming the Balanced Scorecard from Performance Measurement to Strategic Management: Part I. Accounting Horizons, 15(1), 87–104. https://doi.org/10.2308/acch.2001.15.1.87
KPMG China. (2023). Asia Pacific Insurance Sector Opportunities—KPMG China. https://kpmg.com/cn/en/home/insights/2022/12/asia-pacific-insurance-sector-opportunities.html
McClelland, D. (1973). Testing for competence rather than for ‘intelligence.’ American Psychologist, 28(1), 1–14. https://doi.org/10.1037/h0034092
McKinsey & Company. (2023). Asian life insurance: 2023 McKinsey Global Insurance Report | McKinsey. https://www.mckinsey.com/industries/financial-services/our-insights/global-insurance-report-2023-navigating-asias-evolving-market
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human Resource Management Review, 1(1), 61–89. https://doi.org/10.1016/1053-4822(91)90011-Z
Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, Continuance, and Normative Commitment to the Organization: A Meta-analysis of Antecedents, Correlates, and Consequences. Journal of Vocational Behavior, 61(1), 20–52. https://doi.org/10.1006/jvbe.2001.1842
Peteraf, M. A. (1993). The cornerstones of competitive advantage: A resource‐based view. Strategic Management Journal, 14(3), 179–191. https://doi.org/10.1002/smj.4250140303
Prahalad, C. (1993). The Role of Core Competencies in the Corporation. Research-Technology Management, 36(6), 40–47. https://doi.org/10.1080/08956308.1993.11670940
Prahalad, C., & Hamel, G. (1990). The Core Competence of the Corporation. Harvard Business Review, 68, 275–292.
Senge, P. (1997). THE FIFTH DISCIPLINE. Measuring Business Excellence, 1(3), 46–51. https://doi.org/10.1108/eb025496
Senge, P., & Sterman, J. (1992). Systems thinking and organizational learning: Acting locally and thinking globally in the organization of the future. European Journal of Operational Research, 59(1), 137–150. https://doi.org/10.1016/0377-2217(92)90011-W
Sjostrum, W. (2009). The AIG Bailout. Washington and Lee Law Review, 66(3), 943.
Stephanie, Y. (2024). TOWARDS A HOLISTIC MANAGEMENT FRAMEWORK.
Thomas, S. (2015). Asia’s protection gap underlines need for greater insurance planning.
White, L. (2011, July 28). AIA’s Mark Tucker: How we achieved record results. Euromoney. https://www.euromoney.com/article/b12kjdsttcns0y/aias-mark-tucker-how-we-achieved-record-results
Yan, C. H. (2022). Towards developing a holistic strategic management in the Hong Kong police force.
Yang, C.-C. (2013). The integrated model of core competence and core capability. Total Quality Management & Business Excellence, 26(1–2), 173–189. https://doi.org/10.1080/14783363.2013.820024
Yu, E. (2021). An analysis of China’s strategy in combating the coronavirus pandemic with the 3H framework. Public Administration and Policy, 24(1), 76–91. https://doi.org/10.1108/PAP-12-2020-0055
Yu, E. (2023). Introducing Eddie Yu’s 3H Holistic Management Framework.
Zhang, X., Cao, Q., & Tjosvold, D. (2011). Linking Transformational Leadership and Team Performance: A Conflict Management Approach. Journal of Management Studies, 48(7), 1586–1611. https://doi.org/10.1111/j.1467-6486.2010.00974.x


2

image3.png
Consistent Execution Driving Strong Returns N

VONB ($m) OPAT ($m)

4,647

3,981
3,556
2,198 2,839
1,845 2244 2441
1,490 1,900
932 11as
667
2010 zon zmz 2013 2014 2015 2016 2017 2010 2011 2012 2013 2014 2015 2016 2017
EV Equity ($m) Total Dividend Per Share (HK cents)

51,775

100.00
43,650
39,002 39818 8558
34,871 69.72
31,657 5000
24,948 21464 42.55 .
] i 33 i B

2010 2011 2012 2013 2014 2015 2016 2017 2011 20|2 2013 2014 2015 2016 2017 9





image1.png
Prifysgol Cymru

¥ Orindod Dewi Sant

University of Wales

owvic

APPENDIX GA36d

LEVEL 7 ASSESSMENT SPECIFICATION

Studentname: | Thaddeus Yu StudentID number: | 2337395
oBA
Visions for the Future ~ Theoretical Perspectives on Management
3 Contribution to
Module code: | HKBMT018 Sontributionto [ 1009
Assessment (%):
Lecturer: Prot. Eddie Yu internal Verifier: | Prof. Peter Fong
Assignment Titl: | Research Report Word count (or | 7,500 words
equivalent): (r0%)
Submission | 16 December 2024 Retum date of 16 January 2025
deadine: provisional marks
2 written feedback: | Teative)
‘Submission | AT Wien assessments, where pracial and posaible. must be submited via
£ ‘Tumitin unless othervise instrucled by the Leclurer. (Piease DO NOT put tis
assessment specification nto Tumiin or vl match many simiariies with
other students' submissions )
Alternative submission method (f applicable):
Late submission of the assessment willresultin a late penalty mark.
Work whicis submited up to 1 week late wil be capped at 50% fo the frst
attemptand will be awarded a mark of 0% forre-assessment Late submission
penales may be lited only i there is an approved exlenuating circumstances
cam
Work submitied more than 1 week late wil be considered as a non-subission
and vil not be marked. The work may be considsred as a submission for
reassessment f oflered by an Examining Board or if there is an approved
extenuating crcumstances laim
Academic ‘Academic honesty is required. In the main body of your submission you must
Honesty gie creditto authors on whose research and ideas your work s based. Append
referencing: | o your submission a reference ls that ndicates he books, artces, elc. tat

you have used, cited or quoted in order to complete this assessment





image2.png
Yu’s 3H Holistic Management Framework

Scenarios resulting from different H domains'
interceptions — fulfilling the necessary and
sufficient conditions 0P = £ (H:AH? AHY)

Case 1- Committed & capable of managing the
ight thing (HXNHZ NH)
Case 2~ Uncommitted but capable of managingthe
rightthing (H2 NH?) - H1

Case 3 Commited & capable,butnotsure managing
B igheing (HINHY) - HE

- Case 4 - Committed and well planned but don't
knowhowto executetight (HXNH?) - H>

Effective coortinaion betwaen H domains is sssumed in
above cases.




