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Qutline :

Part Il - People Management
« Leadership - Managing Team — decision making
« Working multi-gens workforces
« Managing Work-Effectiveness thru Lead teams
« Managing Changes / Innovation



The Skills You Need To Succeed In 2020 And Beyond

(Forbes.com Jul 2, 2020)

1. Complex problem solving.
2. Critical thinking and analysis.

3. Creativity, innovation, ideation,
originality, and initiative.

4. People management.
5. Coordinating with others.
6. Emotional intelligence.

7. Judgment, reasoning, analytical thinking,
and decision making.

8. Service orientation.

9. Negotiation.

10. Cognitive flexibility.

11. Active learning &learning strategies.
12. Technology design and programming.
13. Leadership and social influence.

14. Systems analysis and evaluation.

15. Cultural sensitivity and awareness.
DEI - Diversity, Equity, and Inclusiveness

Source: https://www.forbes.com/sites/ellevate/2020/07/02/the-skills-you-need-to-succeed-in-2020-and-

beyond/#5c5224733318




Diversities
in Organizations (Human based)




Diversities — Biological-biographical Characteristics
(Group — name as many as possible)

> e.g. Age, Gender...




Diversity - Biographical Characteristics - Performance

Identify those factors which
have direct impacts to ability
to perform in workplace




Diversities — Biological-biographical Characteristics

»Age - Older Mature, Experience, judgment, strong work ethic, commitment
»Gender - Transgendered (NEW) ?

»Race & Ethnicity - complex, differences, culture > race

»Tenure - seniority - productive, satisfied, less absent, lower turnover
»Religion - impact the workplace - dress, grooming and scheduling

»Sexual Orientation
»Nationality ? Culture ?
»Military Background ?

»Disable ?
— Blind - smart
— Dumb - ruthless

CVv?
— Handicap - arrogant

Other diverse factors ?




Dimensions - Intellectual Ability & Physical Abilities

Number
Aptitude
Verbal
Memory Comprehensi
on

* Intellectual /
Spatial Ab ility '/

Perceptual

Visualization Speed

Deductive Inductive
Reasoning Reasoning

Strength Factors

* Dynamic strength
* Trunk strength
» Static strength
» Explosive strength

Flexibility Factors

«Extent flexibility
+Dynamic flexibility

Other Factors

+Body coordination
«Balance
»Stamina

EXHIBIT 2-1



DE&I — Diversity, Equity, Inclusiveness

Reading HBR. McKinsey : DEI, and The Secret Behind Successful
Corporate Transformations (DE&I)

Key learnings — key behavior of organization — exhibit ?

Share : Challenges - organizations to advocate DEI in workplace ?




Benefits of DE&I — Diversity, Equity, Inclusiveness

“DE&I - Diversity, Equity & Inclusion is the holistic approach one
can take to ensure complete belonging in the workplace or any
given environment.” Source: LinkedIn (2020)

Businesses which have DE&I working cultures are 33% more likely
to outperform their competitors (Forbes) and 87% more likely to
make better decisions (Harvard Business Review).

The business case for inclusion and diversity (I1&D) is stronger
than ever. For diverse companies, the likelihood of outperforming
industry peers on profitability has increased over time, while

the penalties are getting steeper for those lacking diversity.

- McKinsey (2021)
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Diversity Management Strategies — inclusiveness...

» COMMUNICATION - PREACH and MAKE BELIEVE
» Making ALL more aware & sensitive to the needs of others.

Attracting, Selecting, Developing, and

Retaining the Diverse Employees

Management
Lead by

Working with Diversity in Groups Example

Effective Diversity Programs



Copyright © 2019 Pearson Education, Inc. publishing as Prentice
Hall



How Well do we know an Individual or The Organization
-Tip of an Iceberg

Visible Aspects

Strategies
Objectives
Policies and Procedures
Structure
Technology
Formal Authority
Chain of Command

Individual

Group

?

Hidden Aspects
? Attitudes
Perceptions ~ P,

Group Norms ¢
Informal Interactions
Interpersonal and Intergroup Conflicts

Organization




Psychological Factors Affecting Employee
Behavior

» Employee Productivity
» Attitudes » Absenteeism

> Turnover

» Personality » Organizational

Citizenship

> P ti
ereepion » Job Satisfaction

> Learning » Workplace Misbehavior




Psychological Factors — Attitudes

> Attitudes
— Evaluative statements—either favorable or unfavorable—

concerning objects, people, or events.

» Components of an Attitude
Cognitive component: the beliefs, opinions, knowledge, or information held by a

person.
— Affective component: the emotional or feeling part of an attitude.

Behavioral component: the intention to behave in a certain way.

[ Attitudes Vs Skill ? More importance J




What are the Major Job Attitudes?

» Job Satisfaction — Positive feeling about the job
» Job Involvement — job + self-worth
» Psychological Empowerment — belief — job meaningful

» Organizational Commitment (OC) - membership
— Affective — emotional attachment to organization
— Continuance Commitment — economic value of staying
— Normative — moral or ethical obligations
» Perceived Organizational Support (POS) — value by company

» Employee Engagement — passionate, belonging

Are These Job Attitudes Really Distinct?

- Negative Job Attitude >> Adverse Performance



Employee Responses to Dissatisfaction

Destructive

Active

Exit

 Behavior
directed
toward leaving

the
organization

Neglect

Loyalty

e Allowing
conditions to

e Passively
waiting for
conditions to
improve

worsen

Passive

Constructive



Exercise — a bad service restaurant (annotate)

» What is your response ?

Active

Destructive Constructive

Passive
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Outcomes of Job Satisfaction

» Job Performance — Positive to productive

» Organizational Citizenship Behaviors — Positive
— Influences OCB through perceptions of fairness.

» Customer Satisfaction and’Loyalty - Positive

» Absenteeism — Negative co-related

» Turnover — Negatjve co-related

» Workplace Deviance - Negative

— Dissatisfied workers are more likely to unionize, abuse
substances, steal, be tardy, and withdraw






Why Were Emotions Ignored ?

» The “Myth of Rationality”
— Emotions were seen as irrational

— Managers worked to make emotion-free environments

» View of Emotionality
— Emotions were believed to be disruptive
— Emotions interfered with productivity
— Only negative emotions were observed

Human rational
All the time ?

Ask yourself ?

» Now we know emotions can’t be separated from the

workplace




What are Emotions and Moods?

Affect

A broad range of |
emotions that people |
experience

l

Known

Emotions

Feelings that tend to |
be less intense than
emotions and that
lack a contextual

stimulus

Intense feelings that
are directed at
someone or

something




The Basic Emotions

» While not universally accepted, there appear to be

six basic emotions:
1.

o1 s WD

Anger
Fear
Sadness
Happiness
Disgust
Surprise

> All other emotions are subsumed under these six

» May even be placed in a spectrum of emotion:

Happiness - surprise - fear — sadness - anger - disgust



What Is the Function of Emotion?

» Emotions can aid in our decision-making process.
Many researchers have shown that emotlons are
necessary for rational decisions.

Thinking

Feeling

Decision Making
> Behavior issue ?77?




Sources of Emotion and Mood

Personality - trait component - affect intensity
Day and Time of the Week - Day or Night, Friday .. P

Weather - ?? Cloudy, rainy, sunny.. ?

Stress - can worsen moods

Social Activities - Physical, sport, dining - friends
Sleep - Poor sleep

Exercise - improve mood, for depressed people

Age - Older folks experience fewer negative emotions
Gender - social Vs bios...
Others :

VV VYV V VYVYYVYYVYY




Source of emotion = Triggers
Impact - Solution

BAD Emotion Workaround
Source/Triggers

1
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Emotional Intelligence (El)

»> A person’s ability to: EMPATHIZE 1
— Be self-aware El and 1Q ?
] _ Core Leadership
— Detect emotions in others S ————
— Manage emotional cues and information TPl

» EI plays an important role in job performance

» El is controversial and not wholly accepted

— Case for EI: Intuitive appeal; predicts criteria that matter;
is biologically-based.

— Case against EI: Too vague a concept; can’t be measured;
its validity is suspect.



EQ Assessment

» One of the key behavior is Empathize ....

» Empathy Assessment !
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EQ - Score

Score 2 points for each of the following items if you answered
“strongly agree” and 1 point if you answered “slightly agree”

1,6,19, 22,25,26,35, 36, 37,38, 41, 42, 43, 44, 52, 54, 55, 57, 58, 59, 60

Score 2 points for each of the following items if you answered
“strongly disagree” and 1 point if you answered “slightly disagree”

4,8,10,11,12,14,15,18,21,27,28,29,32,34,39,46,48,49,50

The following items are not scored
2,3,5,7,9,13,16,17,20,23,24,30,31,33,40,45,47,51,53,56

Your s —



Manage OTHERS
COLLECTIVELY / Team



Running a High Performing Team

Together
Everyone What is a TEAM?
Achieves

More

34



Characteristics of High Performing Team

Example

o Common goals

o Aligned interests

o Time management

O Resource management
o And more...

35



Team (Grouping) for Higher
Performance and more innovation

Discussion
Good / Dark Side of Grouping




Why People Join Team/Groups —
Social Identity

Formal Group — club, Causal Group
Association... Interest, friendship...
O Similarity
O Distinctiveness
O Status

O Uncertainty
Reduction
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How Team are Developed
- Development Model - Challenges

o’
§
Prestage | Stage | Stage |I
Forming
) y, /
B i\ et = g ?/7 ==
4 Stage Il Stage IV Stage V
Norming Performing Adjourning
._'r_.
%)
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Key Leadership skill —in each stage ?

Stage Key Leadership SKkill

Pre-stage 1 - Stage 1
(Forming)

Stage II - Storming
Stage IIl - Norming

Stage IV - Performing

Stage V - Excel - Adjourning



Team Properties (Promote INNOVATION ?)
> Shape Group behavior > Predict individual behavior

IMAGE
Projected to
Individual

Standards?
compliance

- \

N ~ Norms

.~ Roles \l'l \ y :
.\\ /\ o }__r—-/- E
Expected \

behavior | / Group

Innovation
Vs
Group Norm

Sustainable Exciting
&
Service and Maintenance
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The Element of trust

Actions Emotions
Consistency Warmth

Predictability Closeness

+ Reliability + Intimacy

TRUST

Self- Orientation

Motives

Personal gain
Glory

Source: The Trusted Advisor (2000) by David Maister, Charles Green, Robert Galford



Trusting Culture

(* When you meet — new — 1sttime, instinctively your trust level to that person ?)

N O O O O N

Trust — Earned Trust - Given

Start V\{Ith SOWE What are the typical behavior ? ST YD Al =
then increase then decrease

a. Trustis earned
when you see 5 TS B T when you see
evidence of : evidence of NON-
trusting behavior trusting behavior

Which kind of boss — you like to work with ?
Trust is earned Vs Trust is given ?
How do you feel (Earned Vs Given) ?




High Performing Team

Which company do you think of when you hear
the term ?

Super High Performing
Team

Why ?

Video — Most Performing Organization — Focus

43



Video — A Higher Innovative &
Performing Team
Watch Video- Focus the following key area:

Leadership Capabillities — LEADERSHIP Roles
Create the CULTURE / ENVIROMENT
Drive for Team PERFORMANCE

Work Across BOUNDARY — COLLABRATIVE —
with others

> W o

(Share — Key Take Away)



Leader of High Performance Team
— Drive Higher Quality with
Effective Decision Making in team




Individual Decision Making — Perception ONLY

O Problem

« A perceived discrepancy between the current state of
affairs and a desired state

O Perception Linkage:

 All elements of problem identification and the decision-
making process are influenced by perception.

O Individual difference in decision making
« Personality, Gender, Mental ability...........



Individual Common Biases/Errors In

Decision Making

O Overconfidence Bias

O Anchoring Bias — take early position

O Confirmation Bias — selective facts

O Availability Bias — convenient info at hand (recent,
vivid)

O Escalation of Commitment — self promoting
(responsible)

0 Randomness Error — selective random events to
support

o Winner’s Curse — group pressure (like auctions,
No. of people)

6-47



Team Decision-Making in Organization

O Rational Decision Making (Thoroughly
Discussed)

* The “perfect world” model: assumes complete
Information, all options known, and maximum payoff

 Diverse view points and vast experience

« Formal decision-making process (PDCA...), discuss
trade-off, evaluation, risk analysis and managed

0 Bounded Reality (Calculated risk ..)

* The “real world” model: seeks satisfactory and
sufficient solutions from limited data and alternatives,
and time



Hypothesis

Hypothesis :
Contribution of Team > Sum of Individual
The Quality of Decision of Team
IS HIGHER than
The Quality of Decision of Individual

That's WHY we more high performing teams in the
organization.




VAT 45 R

Score Team Vs Individual

% of total Reasons and

BAFINM AN LEERBINES (##5F) indications

1 ARE=NNRE

Team Score = Individual Score

2 HBARE KT DARE

Team Score > Individual Score

Total 100%




BHTZE R Q4FY17 —Q1IFYQL1 (2.5 years)
866 MBAZA A : FAE| (732) ANE M *(134)

Score Team Vs Individual % of total Reasons and
BARIN AN L EREINER (M) indications

1 HBARE=D NRTE 158 18.24% (all) SIS R HHE
Team Score = Individual Score 18.58% (16.42%)*

FBARE KT MARE 29.11% (all) FIBARY R E B2 1K
Team Score > Individual Score 30.18% (23.88%)* FAAN?

Total 866 100%




Additional Tips - Leadership Behavior

Drive - Sustainable Higher Innovative and Performing Teams

0 Embrace Leadership Capabillities - Leader role in building
and sustaining higher performance team

O Lead teams as ONE Team to deliver significantly higher
productivity and quality than average teams willingly with
passion

o Create team culture and environment that greatly
enhance the development, growth, innovation, and
satisfaction of team members within and also across
boundaries with others including outside partners and
stakeholder (internal and external) in the team’s work.

O Generate a measurable positive impact on the
organization through sustained, exceptional and
Innovative team performance and ready for disruptive
Innovation



Additional Challenge to Leader to manage global
business — different work generations (1/3)

Entered Approxi. :
Groups Born Workforce Current Age Dominant Work Values \
Traditionalist, Before 1950-1964 65+ Hard working, conservative,
Veterans, Silents, | 1946 conforming; loyalty to the
Greatest organization
Generations
Baby Boomers 1946 - 1965-1985 40-60s Success, achievement, ambition,
1964 dislike of authority; loyalty to career
Xers 1965 — 1985-2000 20-40s Work/life balance, team-oriented,
Gen X 1980 dislike of rules; loyalty to
relationships
GenY, After 2000-Present | Under 30 Aggressive, Materialistic, Short-term,
Generation WHY, | 1980 Confident, financial success, self-
Echo Boomers, reliant but team-oriented; loyalty to
Nexters, both self and relationships
Millennial,
Internet
Generation, Net
Generation /

5-55



Additional Challenge to Leader to manage global

business — different work generations (2/3)

Traditionalist
1925-1945

Generation Y
1981- 2000

HERIESS

Attire

Work
Environment

Motivators

Mentoring

Retention

Communication

Formal

Office only

Self-worth

Not necessary

Loyalty

Personal
contact

Business

Long hours —
office only

Salary

Does not
handle negative
feedback well

Salary

Personal
contact and
telephone

Baby Boomer | Generation X
1946-1964 1965-1980

Business
Casual

Office, home,
desires flexible
schedule

Security

Not necessary
to receive
feedback

Job security
and salary

Phone, email,
IM, Text

Whatever feels
comfortable

Office, home,
desires flexible
schedule

Maintain
personal life

Constant
feedback
needed

Personal
relationships

Email, IM, Text




4-5 Generations Working Together (3/3.)

Technology

Career Goals

Traditionalist
1925-1945

Dictates
documents,
email only in
the office, use
of library
instead of the
web, limited
phone use

Build a legacy,
a life time
career with one
company

Documents
prepared by
Associates, e-
mail primarily
in the office,

limited web use

Build a perfect
career, excel at
work

Baby Boomer | Generation X
1946-1964 1965-1980

Creates own
documents,
uses mobile
and laptop,
uses web to
research
review etc.,
use of email/
mobile 24/7

Build a
transferable
career
(possibly a
careers or
business),
have a variety
of skills &
experiences

Generation Y
1981- 2000

Creates own
documents,
databases,
uses web to
research and
network, uses
mobile and
laptop, uses
web to
research
review etc.,
use of email/
IM/Text 24/7

Build several
parallel careers
or businesses,
have several
jobs
simultaneously

Millennials

57




Multi-Generation Workforce (4-5 Generations)

* Similarities and differences among these groups can be subtle and
significant.

* All business leaders around the world should take these differences into
account when develop strategies whereas maximization of employees as
well as team performance are some of the critical factors to succeed.

* Great managerial challenges to manage all these generations working
together in a globalized culturally diverse physical and virtual work place.
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Generation - Social / Cultural Generations YZM (18-24) in China

(source:scmp, deloitte, Jwt, OCED...)

Single Child / center
attention Self-centered

Individualistic

Confident

Open minded new
ideas/approach/ cultures —
global

Need recognition (fast)

Job commitment (x)

Idealistic

Rebellious / vocal / direct
(tradition x)

Little respect to authority /
Hierarchy

Social Media / Technology

savvy
Internet savvy

Social Responsible Care
global future

Civic engaged
Eco-friendly

Loyalty (x)

Passion driven

Spend more Save Less (
VEDLA D,
Low Fin.($) Stress

Educated

Travel — best work life
balance

entrepreneurial

Promote fast / success
driven

Princelings
Spoiled
6+1 syndrome

Materialistic consumerism

Stress management /
Pressure (X)

Active own career path
(inpatient)

Innovative / creative

Quit job easily poor

environment satisfy
(endurance)
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Are you ready for
the next generation?

/Preferred
Corporate

Culture ?
0 4
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Discussion — What are the preferred org cultures
attracting — Gen 80’s / 90’s (XYZ) in China

Fast growing / changing
Branding / Image — High Publicity, High Exposure
Specialize
Innovation and risk taking
Outcome orientation
People orientation
Team orientation
Aggressiveness
Flat organization
. Direct — peer and boss
. Socially visible — NGO, Corp. Social Responsir
. Compa-ratio — higher /
. Virtual / multi-culture base /
. Performance Driven
. Exciting, Group events
. Casual /s

O NO AR WNPE

e e e e =
O > WNPRFP O™

B
~N o
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Exercise — Attract, Motivate, Retain
Talent — Gen Y and Gen M (reading)

GenY/Gen M | China
(95’s)

Attract

Motivate

Retain



Lead and Manage Changes







e
Culture
&

* Cause:
(Which MOST difficult ?)




ORGANIZATIONAL OUTCOMES

Fosttive Conflict is GOOD !

Conflict — constructive

healthy — fountain of
creativity - Google

No/Low High
Conflict is Conflict is
BAD BAD

Negative —_—
Low High

LEVEL OF CONFLICT

Figure 7.1 Relationship Between Level of Conflict and Organizational Outcomes



* Work with more information

* Focus on the facts

* Develop multiple alternatives

e Share agreed-upon goals

* Inject humor into the decision process

* Maintain a balanced power structure

* Resolve issues without forcing consensus



*People-focused:

*“In-your-face” confrontations in which
emotions are fueled by moral indignation

*Fact / Issue-focused:

* |dentity-focused
eStatus —whoam | ?



* Personal Differences:
* Conflicts stem from personal values and needs

* Informational Deficiencies:
 Conflicts evolve from misinformation and misunderstanding

* Role Incompatibility:

* Conflicts evolve from the perception that assigned goals and responsibilities
compete with those of others.

* Environmentally Induced Stress:
* Conflict results from the stressful events of the organizational environment.



ASSERTIVENESS
(attempting to satisfy one’s own concerns)

(Importance of the relationship)

Assertive Forcing Collaborating
= @ L]
@
=
2
2
Compromising %
[ — . s
o
=
©
=
S
<%
£
Avoiding Accommodating
Unassertive | [) )
Uncooperative Cooperative
COOPERATIVENESS

(attempting to satisfy the other party’s concerns)

Figure 7.3 Two-Dimensional Model of Conflict Behavior



Criteria : ? — Maximum Outcome ? Level of Difficulties ? Short-Mid-long term ?

. Satisfy personal needs at the expense of the other person
. Formal authority, bullying, manipulation, etc.
. Outcome: You feel vindicated; other person feels defeated

Forcing

Example ?

. Neglect interests of both parties by sidestepping or postponing
. Reflects inability to handle emotion of conflict
. Outcome: Nothing (or things get worse)

Avoiding

. Satisfy other party’s concerns but neglect your own
Accom mOd atl ng . Preserve a relationship at the expense of genuine appraisal of issues
. Outcome: Other person takes advantage of you; decreased power and credibility
o .8 Seek partial satisfaction for both parties
CO m p romisi ng . Expedient, not effective, solutions
. Outcome: Gamesmanship and suboptimal resolutions
. Seek to address concerns of both parties
CO”aboratlng No assignment of blame

. Outcome: When collaborating is possible, problem likely to be resolved



CONFLICTTYPE

Communication Structure Personal

6
5

Avoidance 23 incidents

12 incidents

1 1
I N
5
Compromise I

Forcing

5 incidents

METHOD OF RESOLUTION

5 5

7

I Better result !
3

[ [

5
Probiem solving 4 12 incidents
2 hh A 1
| N N

I Good results Il Bad results

Figure 7.4 Outcomes of Conflict Resolution by Conflict Type and Method of Resolution



Work base — Natural ParadoXes s, amamine

paradoxes so your team
doesn’t get stuck

Paradox — seemingly 2 conflicting things !
CANNOT be solved > ONLY Reconcile.



2 conflicting priorities - Work Life Balance (Paradox ?)

Downsides ( - ) Upsides ( +)

No Fun Money
No Health Achievement
No Love Promotion
Work — No Marriage Self respect
(Any More ?.......) Social status..
0% life (Any More ?...) W i
No Money Fun
No Career Family time
Life — No Value to society Free
No Respect Own decision

(Any More ? ....) AIIS | Kids... (More ?.....) UL
100% life 100% life

Reconcile Approach : What MUST “Have” in “+” ? What MUST “avoid” in “-” ?




2 conflicting priorities - Quality and Speed ?

Quality —
Get the
product right!

Speed —

Go to

market
NOW!

Downsides ( - )

Misread market shifts

Miss opportunities (slow to
market)

Higher cost in near term

exercise

Upsides ( +)

Repeat business / loyalty
Lower cost over long-term
Stability over long-term
Bolster our brand

Overlook opportunities to
innovate

Fail to invest for future
Misread market needs
Jeopardize our brand

Capture greater market share
Improve cash flow

Get quick wins / success

Fail fast/Learn fast




* Two Perspectives on Negotiation:
*Distributive: “Dividing up a fixed pie” — zero sum
*|ntegrative: “Expanding the pie” — infinity...

SR FIXED
MINDSET [\ 113

Fixed Mindset VS Grow Mindset




Self-assessment (5 questions) —1to 7
I X R O O O RN

Q1 - peop|e can learn new things, but I think this is false Not Sure | think this is true
they can’t change how clever they are ? 1 2 3 4 5 6 7
Q2--1 enjoy work when It makes me work hard It’s easy to do

1 2 3 4 5 6 7
Q3_ When | make mistakes | don’t mind making mistakes I don’t like making mistakes

1 2 3 4 5 6 7
Q4- If my work is very hard | see it as a good challenge | give up & don’t do it

1 2 3 4 5 6 7
Q5 — When | make mistakes and others [ lorzem it oy It worries me
do well... 1 2 3 4 5 6 7

Subtotal
Total

Score

85



High Growth Moderate Mixed Mindset | Moderate Fixed | High Fixed

Mindset Growth Mindset Mindset Mindset

5-10 11-17 18-22 23-29 30-35

Growth Mindset Characteristics: Fixed Mindset Characteristics:

1. We can develop necessary skills and knowledge to 1. Either we are born with talent
become talented in something or we are not

2. We can become more intelligent by learning new 2. Either we are born intelligent
things or not

3. Sometimes it request tenacity and persistence to 3. Either we get it quickly or not
figure things out 4. We either pick things up easily

4. To make some things work, it requires greater or not
effort 5. We either avoid or engage

5. To succeed sometimes it is best to seek help depending on how difficult

something is

86



Conflicts

Opportunities ?

FIXED GROWTH
mind-set: mind-set:
intelligence intelligence
is static. can be developed.
This leads to a desire to This leads to a desire
look smart and therefore 1o learn and therefore
atendency to... a tendency l0...

...avoid ...embrace

CHALLENGES challenges challenges
give up ..persist in the
OBSTACLES easily face of setbacks

.seee ...see effort as the
as fruitless path to mastery

..ignore

useful ..leam
CRITICISM { from criticism

..{find lessons
OFWMHERS !hrea;;c;ig andhinspirat'ron
in the success

Success of others

of others

‘As a result, they may
plateau early and achieve
less than their full potential.

All this confirms a
deterministic view of the world.

As a result, they
reach ever-higher levels
f-achievement.

All this gives them a
greater sense of free will.

87



Some examples of collaboration in Pharma

BioNTech partnered with Pfizer

...What useful examples of collaboration have you seen in
organizations and other industries?
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Challenge to Today’s Leaders on SUNSTAINABLE INNO
" today’s business improve existing product/service/biz model and leading

Innovating new disruptive product/service/biz model for tomorrow success
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Challenges — CHANGE - INNOVATION

Who should be responsible for CHANGE =
INNOVATION in workplace ?

What is our Roles / Responsiblilities as a champion of
Innovation ?

How can we be “Champion of Innovation™?



Roles / Responsibilities of Champions
of Change and Innovation

Any Additional Roles / Responsibilities of the Champion of INNOVATION
www.menti.com

9

©ONOOGhwWNE

Drivers of change / Trend Setter

. Corporate Mission / Value advocators
Proactive Problem Solver (Today & Future Problems)

. Strategy translators
Multiplier “We consider ALL Employees
Bridge of change to be champions of
Role model
Performance consultants change / innovation.”
Risk-takers

10.0ut-of-the-box thinkers
11.0Others ?



http://www.menti.com/

Change drivers
Visionary & Innovative - Challenges

How can we be a VISIONARY
Champion of Innovation?

Observe the TRENDS and Vision to Future




Macro Changes - 7 Key Trends affecting global business &
organizations

Al, Robotic, Big Data,
Machine Learning, VR,

Technology Changes - Disruptions N

Globalized Competition Quantum, 4D printing,
. ) 5G, Biotech/DNA,

Continuing Cost Pressure (Manufacturing) Block-chain.....

High-Speed Market change

Knowledge Capital Increasing critical

Speed / Scope - Mobility - Human, Capital
Speed and Scope of Change - Extremely fast

N o a0 b~ w0 N PE

2020 - How the world changes ? Work Place ? Do you know ?
https://www.youtube.com/watch?v=Y9FOyoS3Fag

What are the Leadership Skills required to WIN Today and Future ?
Elon Musk (Role Model ?)


https://www.youtube.com/watch?v=Y9FOyoS3Fag

Exercise — Trend Analysis
Part | — the Selected PCF World of the BIGGER world

Trends Before 2010 2011 - 2018 Sustainable
Trends (2020

onward)

Past (P) Starts

—
Current (C) X —
Future (F)

What are the trends starts (P, C) that will sustain and still continue to be going strong
in 2025 ?

* Tips — be specific, old trends can be broken down into many smaller trends /
threads — and some will become strong into 2025...



Exercise — Trend Analysis
Part Il — Leadership skill required to WIN 2025

Trends Critical Leadership skill required to sustain as the winner of

2025 Business World

Soft Skills Hard Skills




Internet of Things — China > Serve
Global

China / Global — consumer-focused internet —
Incorporating and transforming into more business- 2
oriented-consumer Internet — thru Internet of Things T LNGS
(IoT) — Live in the Mobile Internet-connected world
— Tecent / Alibaba... dominating this evolution..

THE INTERNET OF THINGS usuii @

Ay Device
Anytime
e

INTERNET
' THINGS

Fow Serukcn
Ay Pasinecs




Human

Home

Retail

Offices

Factories

Worksites

Auto-

mobile

Cities

Outside

Devices attached or inside
human body

Residential

Spaces — consumer engage
in commerce (020)

Work spaces

Standardized Production
space

Custom-design production
space

Moving vehicles

Urban environment

Between urban and outside
other settings

Device (wearables / ingestibles) — monitor / maintain human
health wellness, disease, fitness, higher productivity

Home controller / security

Stores, banks, restaurants, arenas — self-checkout, in store
offer, inventory..

Energy mgt, security, productivity improve, mobile
employees

Production line, hospital farms — operating efficiencies,
optimize eqpt / inventory, preventive

Mining, oil / gas, construction — operation eff. Predictive
maintenance, health & safety

Vehicles — car, trucks, ships, plane, train — condition base
maintenance, usage-base design, pre-sales analytics

Public spaces, infrastructure — urban setting/plan, adaptive
traffic control, smart meters, environmental monitoring,
resource mgt, terrorist alert..

Outside use — railway, autonomous vehicles (outside urban
locations), flight navigation, real-time routing, connected
navigation, shipment tracking...



Discussion — what are the challenges for Management
to capitalize the Era of changes / Internet of Things

* Human Innovate the Future, Al works on the Past - Proactively Innovating
— Enable Al to substitutes all existing human works possible, human focus on create
fu1|:oure using innovative mindset, new ways to do OLD/NEW things, then Al to
substitute....

* Restructure / Re-alighment the whole organization to loT

— Integrate Info & tech to empower all business functions — design/adaptation to
excite consumer experience and build loyalty

— Silo ? Restructure, adaptability of staffs, political...

* Overcoming interoperability & analytics hurdles — Interoperability
(strategies using loT data in an effective ways) — compatibility and flexibility — what
kind of data ?

* Riskier cyber security - Thieves, hacking, continuity

* New Management Challenges — Leadership / Management in managing a Al-
driven organization — People + “half-Al-people” and “Full Al-Robotic” workforces.
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Manage of Change/innovation




Change / Innovation — Must change — promote innovation




2022-12-14 110

Lead and Manage CHANGE
The FUTURE (OLD > NEW)

* CHANGE : ALL Totally NEW Team members
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Fear is more powerful, neurologically

Nl “‘Losses are 2X as psychologically
—— oowerful
as equivalent gains”




Key factors :

Read — what are your learning and pls quote

the challenge to start cultivating these into
the organization ?

o U W e
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Key factors :

- Practice “innovation parenting”
- Bust Hierarchy

- Encourage the unreasonable

- Don’t die of indigestion

- Cultivate external relationships

- Hire the best

Copyright © 2017, 2014, 2011 Pearson Education, Inc. All Rights Reserved
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Team members are reluctant to debate and challenge each
other.

The team comes to agreement on solutions quickly and with
little discussion.

One or two people dominate the conversation.
The group lacks people with a fresh perspective.

The full team has worked together before — they know each
other well and collaborate well > ?

OLD way — SUCCESSFUL for NEW FUTURE ?

Productivity DIP !

Copyright © 2017, 2014, 2011 Pearson Education, Inc. All Rights Reserved



Maturity ’

YIMOID

Productivity DIP !

Formatio

Time

119
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Group Discussion - S Curve (5 mins)

* Examples of Organization you have seen progress along the
curve ?

* Why do organization have difficulty letting go of old ways even
if it leads to decline ?

* When is the ideal time to initiate change and move to a new
“S” curve

Copyright © 2017, 2014, 2011 Pearson Education, Inc. All Rights Reserved
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CHANGE : Productivity DIP

+ Productivity Dip Discussion - How to reduce

YIMOID

the DIP — LOSS ?

Endings of Beginning of
OLD way New way

Transition

Time
Copyright © 2017, 2014, 2011 Pearson Education, Inc. All Rights Reserved
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Group Discussion — Productivity DIP

* Examples of Recent Changes ?

* In what ways have you seen productivity DIP during times of
changes?

* What have you seen people do to REDUCE the time spent on
DIP ?

* What can be done to reduce the size of the DIP ?
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CHANGE > Management + Leadership

* During Time of Change, OUR Status of MIND (Mindset) — Great
Influence to CHANGE..

— Our ability to effectively manage the situation
— Lead Others
— Affect our leadership abilities and personal performance

Mindset Shift — breakthrough to action — Lead
others thru CHANGES
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Unproductive Mindset / behavior — not
support change & innovation Best Behavior
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e Dominate discussion

Not Listen

Too risk averse (conversative)

Suspend judgment

Use “yes and” instead of “no but”

Have the right question, not the right answer

Ask “What if...?” and “How might we...?”
* Generate quantity over quality .
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You know all

Hoard and underutilize talent
Create stress that stops thinking
Tell people what to do

Decide (then debate)

Manage every detail (micro-management)

Accidental Diminishing Behavior (over-play)

— E.g. Rescuer
(Strength — Over-play >> Diminishing (Weakness)
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Denial Commitment

Productivity A4 7= /)

Exploration

Resistance

Time H[a]
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Exploring The Change Response Framework

Denial

A defense mechanism whereby we
avoid acknowledging the change
Resistance

We have acknowledged the change,
but we have not accepted it
Exploration

We begin to find ways to accomplish
the change

Commitment

We are fully aligned with the change

Commitment

Resistance Exploration
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Effective Leadership —what kind of support to help our staffs to
adapt & accelerate “CHANGE” ?

High

Eager Confident
Learner performer

\

Frustrated Insecure
Learner == Performer

Low Capability High

Copyright © 2017, 2014, 2011 Pearson Education, Inc. All Rights Reserved




Effective Leadership —what kind of support to help our staffs to
adapt & accelerate “CHANGE” ?

High

Open Space for
their excel
contribution
opportunity

- Specific
guideline, freq.
feedback

Encourage Work together to

participation in make decision,

decision making, gain additional

ask their ideas.. confident
Track trials... - recognition / Value

Low Capability High
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Change Leadership Roles — build
Innovation / change culture

— Provide the right level of SUPPORT to staffs at different stage of “CHANGE”
and build Organizational success - execution for CHANGE for BETTER



--- END ---
Thank you
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