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Volatility: 
A significant shift in the 4 dimensions of 

significant business transformation we are all 

dealing with today:  the form, pace, volume, and 

scale of change.

Uncertainty: 
In a state of constant change and disruption, we 

are unable to predict future events and impact 

with strong degrees of certainty.

As workplace change accelerates and the need for transformational

thinking comes to the fore, you need your Leaders to be aware,

ready, agile, flexible and capable to lead and manage in the face of:

Cegos is proud to offer a suite of 6 Masterclass

programmes dedicated to developing

Leadership skills for Bruneian Organisations in

a VUCA* world.

Complexity: 
The forces, issues, new developments, 

opportunities and challenges we must face, often 

with no clear cause and effect understanding, that 

can create widespread confusion across 

organisations.

Ambiguity: 
The blurring of reality, the speed of disruption and 

the increased propensity to misread situations and 

draw erroneous conclusions.

*Volatility, Uncertainty, Complexity, Ambiguity  

How ready is your organisation to 

manage a VUCA world?



A unique series of masterclass programmes to upskill 

your leaders and managers – on building capabilities 

NOW and readiness for the FUTURE:

Masterclass 1:

Transforming your organisation in the digital era

Masterclass 2:

Leadership that gets results

Masterclass 3:

Winning the war for talent 2.0

Masterclass 4:

Managerial coaching for success

Masterclass 5:

Inspiring your multigenerational workforce

Masterclass 6: 

Building high performing teams

8 – 9 
January 

2018

5 – 6 
February 

2018

5 – 6 
March 

2018

2 – 3
April 

2018

7 – 8 
May 

2018

25 – 26 
June 

2018

Deadline to 

Register

30 
November 

2017

31
December 

2017

31
January 

2018

28
February 

2018

31 
March 

2018

30 
April 

2018

Programme 

Dates

Duration:
2 days

Venue: 
Radisson Hotel, Brunei

Max. class size: 
20 pax.



Belinda.ng@cegos.com.sg

To find out more about the Masterclasses, please contact: 

Belinda Ng, Regional Sales Director

+65 6827 9751/ +65 9068 8472

Fee Structure

To register under one 

organisation:

1-3 participants from  

one organisation

4 and above

participantsfrom 

one organisation

Each Masterclass 1,500 1,350

Full series (all Masterclasses) *1,000 *900

Quoted fee is per participant in SGD.

Cegos Asia Pacific reserves the right to confirm the Masterclasses subject to

the number of registered participants.

Confirmation will be provided one month before Masterclass commencement.

A certificate titled “Leadership in the VUCA world” will be awarded upon

completion all 6 Masterclasses for one participant. Otherwise, participants will

only receive a certificate based on the completed Masterclass.

* Applicable to the same registrants only.



Professor Sattar Bawany
CEO & Master Executive Coach, 

the Centre for Executive Education

Professor Sattar Bawany is Chief Executive Officer & C-Suite Master Executive Coach & Facilitator with the

Centre for Executive Education (CEE) and Executive Development Associates (EDA). He has over 30 years’

international business management experience, including 20 years in executive coaching, group facilitation, and

leadership development and training with global management consulting firms.

Prof Bawany assumes the role as Senior Adviser, Master Facilitator and Adjunct Practice Head of Talent

Management and Executive Coaching for Cegos Asia Pacific. CEE is a Strategic Partner of Cegos in Asia Pacific.

In addition to his business and consulting career, Prof Bawany has over 10 years of concurrent academic

experience as an Adjunct Professor teaching senior executives international business strategies and human

resource courses at various leading universities. He is concurrently the Strategic Advisor & Member of

International Professional Managers Association (IPMA) Board of Trustees and Governing Council. He is also

Adjunct Professor and a member of the Advisory Board with Curtin Graduate School of Business (CGSB), Curtin

University.

Prof Bawany is an astute advisor to executives who need to know how they are perceived and want to focus on

what is most important in their professional and personal lives. He has coached a range of leaders, from CEOs, to

senior vice presidents, and high potential managers. His current work in organisations focuses on encouraging

individual initiative and leadership from a systemic perspective in order to achieve clearly defined business

results. His specialty is effectively linking people processes to business outcomes.

He is a Key Note Speaker at international and regional Conferences, Workshops and Seminars on the following

themes: Talent Management; Executive Leadership Development, Employee Engagement and Managing across

Generational Gap, Strategic Human Resource Management, and Talent Management & Succession Planning.

He is an accomplished Author with more than 200 articles published over the years including a Chapter on

“Maximizing the Potential of Future Leader” in the Book “Coaching in Asia the First Decade”. He has published

extensive series of articles on topics/themes such as Talent Management, Leadership Effectiveness, Strategic

HR/OD and Executive Coaching in both international and regional publications such as “Leadership Excellence”,

“Talent Management Excellence”, “Singapore Business Review”, “Today’s Manager” and “Human Capital”

magazine. He has also appeared regularly on MediaCorp’s Channel NewsAsia and Radio’s 93.8FM as a LIVE

studio guest.

As an Executive Coach, Prof Bawany has support both individual and organizational change performance, by

increasing congruence with the mission; provide adequate support to enable personal transformation and

leadership role transition. The results as seen in his extensive client testimonials from CEOs and C-Suite leaders

attested to the fact that his coaches are able to achieve positive change in key leadership behaviours and become

more effective leaders as determined by their key stakeholders including the sponsors. He is also able to support

the development of high potential leaders (future leaders for the organization) through enhancing their ability for

strategic thinking, providing vision and direction, accelerating change, motivating and energizing people,

teamwork, and partnering, influencing, delivering results, valuing all people, and/or developing people. The results

of his coaching support also enable his coachees towards the creation of an organizational culture that values

learning, creativity, and continuous improvement.

About Your Masterclass Facilitator
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Masterclass 1:

Transforming your organisation 

in the digital era

PARTNERSHIP WITH ACTION MANAGEMENT ASSOCIATES INC. AMAI)

The VUCA world that we are operating in today is swiftly changing and with each day the pace quickens. The

pressure to respond intensifies. New global realities are rapidly working their way into the workplace. Chief among

the new VUCArelated competencies that leaders need to develop is a high level of Cognitive Readiness, which is

the mental, emotional, and interpersonal preparedness for uncertainty and risk. Cognitive Readiness complements

Critical Thinking as part of the crucial leadership competencies for the next generation of leaders.

““It is evident that conventional leadership development practices are no longer 

adequate. Organisations globally need to incorporate the next generation leadership 

competencies in order to address the development needs of their rising leaders. This 

expanded group of upcoming leaders need to have a broader skillset, one that equips 

them to think critically and act globally in a VUCA business environment. Leaders 

need to develop their Cognitive Readiness, which is the mental, emotional, and 

interpersonal preparedness for uncertainty and risk. It complements Critical Thinking 

by emphasising non-rational, non-logical skills. These are the hallmarks of the 

mindset needed to develop effective global leaders.”

Prof Sattar Bawany (2016)

Co-Author of ‘2016 Trends in Executive Development: A Benchmark Report’

Since 1981, Action Management Associates, Inc. (AMAI) have been focussing on

providing the very best in available Teamwork, Creativity, Creative Problem Solving,

Rational Problem Solving, Decision Making and Critical Thinking Programmes. Global

competition and the need to adapt at a speed-of-light pace make the demand for

continuous performance improvement relentless. Rethinking yesterday’s solutions is

not an adequate response for today’s problems.

Action Management Associates is a progressive, innovative, and results-focused training and consulting company with

over 35 years of demonstrated expertise teaching critical thinking courses, team building, problem solving, and a proven

decision making process to diverse audiences in the U.S., Canada, Europe, and Asia Pacific. Centre for Executive

Education (CEE) is AMAI Strategic Partner in Asia Pacific.

Throughout our history, a defined focus on critical thinking, problem solving, and decision making has allowed Action

Management to develop and provide comprehensive, high-impact training that has helped Fortune 1000 clients achieve

millions of dollars in documented savings and revenue growth. Teaching critical thinking skills will benefit your business

in the long run, ensuring that your business thrives for years to come through creative decision making. Partnering with

companies to achieve a quantified return on their training investment is our ongoing priority.



CRITICAL THINKING FOR BUSINESS GROWTH (CTBG)
Critical Thinking for Business Growth (CTBG) is an interactive, results-focused programme that teaches how to think

logically and comprehensively about a situation and identify an appropriate course of action while preventing

additional problems. Over fifty percent of this workshop involves participants in experiential activities and on-the-job

application. The course utilises a dynamic blend of instructor presentation and individual skill practice in each of the

concepts presented, using personal business concerns brought by participants.

At its core, critical thinking is the art of analysing and evaluating thinking with a view to improve it. It requires reasoned

judgments and seeing both sides of an issue. It also involves being open to new ideas, deducing and inferring

conclusions, and solving problems. Critical thinking is also the process of actively and skilfully conceptualising,

applying, analysing, synthesising and/or evaluating information that comes from, or is generated by observation,

experience, reflection, reasoning or communication. Without strong critical thinkers, our chances of success diminish

greatly. Organisations often react slowly and implement poorly, while decision making is a suspect and/or gets

funnelled to an overworked few at the top. Quite simply, given the responsibilities delegated to today’s employees, a

sound critical thinking is crucial to any well-run organisation.

PROGRAMME DESIGN
This 2-Day programme is designed to allow the participants to quickly and accurately assess and prioritize business

needs, make critical decisions, and prevent new problems from developing during organisational change and solution

implementations. This session provides relevant and practical tools for the participants to increase their ability to:

Evaluate how a specific process fits within a larger system so they focus more on the implications of an action

rather than just “following the steps” in a process.

Recognise the decisions that naturally follow the correct analysis of a situation and have a methodology for

evaluating the alternatives in a decision against defined criteria.

Create and seize opportunities for improvement in an area of responsibility.

Make timely, criteria-based decisions that balance desired outcomes with current realities, organisational limits,

and client expectations.

Implement solutions with minimal planning while preventing future problems from developing.

APPLICATION OF LEARNING

AMAI’s ‘Sustain-the-Impact’ process engages participants and their managers before the workshop in selecting

issues to address in the classroom. During the session, participants work on their own critical issues, participate in

teams similar to real-life situations, see demonstrations and discussions of numerous short-cuts, and plan on-the-job

use of all processes. After the workshop, participants and their managers are encouraged to meet to strategise on-

going application of the concepts.

JOB AIDS

Included with this workshop is a comprehensive participant manual designed for easy reference including matrices,

worksheets, checklists, and process flows and wall charts for group skill practice.



Testimonials



Testimonials
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Masterclass 2:

Leadership that gets results

In essence, the heart of the leadership challenge that confronts today’s leaders is learning how to lead in situations

of ever greater volatility and uncertainty in a globalised business environment, allied with the needs to deal with

scale, complexity and new organisational forms that often break with the traditional organisational models and

structures within which many have learned their ‘leadership trade’. So the basic assumption that past experience is

the key for future leadership success is more open to scrutiny than ever.

We are operating in a hypercompetitive and VUCA business environment. Leading in a world that is Volatile,

Uncertain, Complex and Ambiguous (VUCA) not only provides a challenging environment for leaders to operate

and for executive development programmes to have an impact but it also provides a much-needed range of new

competencies. The new reality is resulting in the realisation that new and different capabilities are needed to

succeed.

The world moves faster today when compared to 10 years ago. Companies feel the pressure to decrease time to

market and improve the quality of products while delivering on ever-changing customer expectations to maintain

competitive posture – that is, be adaptive and nimble. Driving results is difficult even for companies who have the

benefit of dedicated and knowledgeable employees and business leaders to leverage.

In the early years of leadership studies, the so-called “trait theory” took the view that there is a set of traits that

separates the leader from the pack. Traits purported to be characteristic of leaders included intelligence, a drive to

dominate others, being extroverted and having charisma. Today, people often point to the importance of emotional

and social intelligence in achieving leadership effectiveness. However leading in today’s VUCA world requires new

set of managerial leadership competencies.

There is growing evidence that the range of abilities that constitute what is now commonly known as emotional and

social intelligence plays a key role in determining success in life and in the workplace. Research has uncovered

links between specific elements of emotional and social intelligence and specific behaviours associated with

leadership effectiveness and ineffectiveness in developing an impactful organisational climate that is supportive in

driving enhanced employee and customer engagement, resulting in the achievement of the desired organisation

results.

““Leadership is all about the ability to have impact and influence on your followers so

as to engage them towards achieving results of your organisation. Leadership is an

art and a science. It is an art because it continually evolves, changes form, and

requires creativity. It is a science because there are certain essential principles and

techniques required. A good leader knows when it is time to change shape because

they are highly attentive to those around them.”

Prof Sattar Bawany (2014)

‘Building High Performance Organisations:

Leveraging on Results-Based Leadership (RBL) Framework’ in Leadership Excellence, Issue

11.14.



Managers often fail to appreciate how profoundly the organisational climate can influence financial results. It can

account for nearly a third of financial performance. Organisational climate, in turn, is influenced by leadership

style—by the way that managers motivate direct reports, gather and use information, make decisions, manage

change initiatives, and handle crises. There are six basic leadership styles. Each derives from different emotional

intelligence competencies, works best in particular situations, and affects the organisational climate in different

ways.

Each style has a distinct effect on the working atmosphere of a company, division, or team, and, in turn, on its

financial performance. The styles, by name and brief description alone, will resonate with anyone who leads, is led,

or, as is the case with most of us, does both. Commanding leaders demand immediate compliance. Visionary

leaders mobilise people toward a vision. Participative leaders create emotional bonds and harmony. Democratic

leaders build consensus through participation. Pacesetting leaders expect excellence and self-direction. And

coaching leaders develop people for the future.

We believe that Employees First approach produces far more passion than any motivational or recognition

programme. Why? Because it proves that management understands the importance of the work being done by the

employees in the first place. It demonstrates that we are actively helping them in ways that make it easier for them

to do their jobs. It shows that we trust them to do what needs to be done in the way they believe it should be done.

And it shows that we respect them for the value they bring to the company.

An organisation’s employees have always made the difference between a truly successful organisation and a

mediocre entity, but it is amazing how often managers overlook or discount this fundamental recipe for economic

survival. Organisations with cultures that focus on their people and that invest in their future will in the long-run, be

more competitive than cultures that view employees as mere cost to be reduced in times of trouble.
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Masterclass 3:

Winning the war for talent 2.0

In today’s tight labour market in fast

growing Asia Pacific region, companies are

facing intense competition for talent – and

are giving increased attention to ways to

retain talent rather than rely on costly

replacement and retraining. Retention of

talent with critical skill sets is vital for

achievement of business growth and to

build organisational competencies, which

represent a competitive advantage.

The loss of needed talent is costly because

of the resultant bidding up of market

salaries for experienced hires to replace

them, the costs of recruiting and

assimilating new talent, the lost investment

in talent development, and the hidden

costs of lost productivity, lost sales

opportunities, and strained customer

relationships.

““So, what do we mean by talent management? In the broadest possible terms, it is

the strategic and tactical management of the flow of talent through an organisation. Its

purpose is to assure that the supply of talent is available to align the right people with

the right jobs at the right time based on strategic business objectives.”

Prof Sattar Bawany (2014)

‘Winning the War for Talent 2.0 in Asia Pacific Region’

in Talent Management Excellence, Issue 01.2014.

Talent is an increasingly scarce resource,

so it must be managed to the fullest effect.

During the current economic downturn we

may experience a short ceasefire in the war

for talent, but we’re all seeing new

pressures put on the talent running our

organisations.

CEE TALENT MANAGEMENT 
FRAMEWORK



Talent Acquisition:

Proactively recruiting world-class, diverse leadership talent and providing onboarding support for them to

accelerate their assimilation into their roles.

Talent Development:

Developing and executing learning and development programmes, processes & assessment tools to grow current

and future leaders.

Performance Management:

The process of creating a work environment in which people can perform to the best of their abilities.

Succession Planning:

Developing a leadership pipeline or assuring near-term leadership continuity by thoughtful consideration of the

availability, readiness, and development of internal talent (including High Potentials) to assume critical “priority”

leadership roles.

Talent Engagement:

Identifying the level of engagement of employees to optimise their contribution and reduce attrition as well as to

enhance retention.

Organisational Results:

Achieving favourable and desired results is obviously the ultimate outcome expected out of any effective integrated

talent management system. However, it is a lagging indicator and business leaders will have to focus on the

organisational climate which will has an impact on other elements of the Integrated Talent Management Framework

as explained earlier. The flow of effective communication and the system of recognition and rewards are integral

parts of the climate which influence the talent’s performance effecting productivity, creativity and in driving results

with the right impact. In addition to that, organisational climate is inevitably impacted by a values-driven leadership

team.

Strategic Importance of Succession Planning

A company’s leadership pipeline is expected to deliver its “next generation” of leaders who are capable of leading

now. The payoff is a supply of leadership talent that simultaneously achieves targets, strengthens and protects

ethical reputation, and navigates transformational change in pursuit of a bright, competitive future.

The quality of the leadership team is a key differentiator for every organisation. Talent management and succession

planning ensure that your organisation has highly qualified and well-developed leaders in all mission-critical

positions, not just today, but tomorrow, next year, and five years from now.

Succession planning is not just for the executives of your organisation. It is crucial for your leaders to take proactive

steps to plan for the future talent needs at all levels within the organisation, to fill the leadership pipeline and to

develop a pool of high-potential leaders who are ready now and when mission-critical positions become vacant.

Our team will work closely and collaboratively with your internal team and leverage our collective skills and

experience to create the best solution for your organisation’s unique needs during a time of rapid growth.

Our philosophy is that the most effective succession planning/talent review meetings are those where the

participants are actively engaged through expert facilitation by the consultant, activities, assessments, personal

insight, and group interaction.

Use of this strategy requires collaborative pre-planning between your organisation and CEE to create an

appropriate strategy for matching delivery method to employee groups throughout the organisation or business unit.



Testimonials



Testimonials



Masterclass 4:

Managerial coaching 

for success

2 – 3 
April 2018



Masterclass 4:

Managerial coaching for success

The knowledge-driven economy has placed many managers in the position of providing leadership to employees

who have more expertise in key business processes than they (the managers) do. As the amount of knowledge

grows, managers are faced with increasing numbers of employees whom they must lead without an in-depth

understanding of what these employees do. Managers need to let go the traditional and out-dated practice of trying

to be the expert—the person with the answers—and move to a position of enabling the learning of their employees

and creating knowledge sharing both within their own teams and across the larger organisation.

Coaching in its origin from sports was introduced to the management field in the 1950s. By the early 1990s,

coaching emerged as a way to describe a specific set of managerial activities in business organisations. Coaching in

management can be classified into two forms: executive coaching and managerial coaching. Both types of coaching

have traditionally been regarded as a way to correct poor performance and to link individual effectiveness with

organisational performance.

Today’s new business environment demands a change in the traditional manager’s role. Thus, managerial coaching

in organisations has been perceived as an important function of managers for the development and growth of

employees leading to performance improvement. Managerial coaching has been given considerable attention in

management and leadership, and has consistently shown to have an impact on the development of high

performance organisation.

The current pace of change has resulted in the need for constant learning on the job. The shelf life of many skills and

much knowledge is steadily decreasing. It used to be a common assumption that companies could hire MBAs and

other professionals to bring the necessary knowledge into the organisation. This is no longer true. Today, everyone

needs to be learning constantly, and organisations and their managers need to be facilitating the learning process on

the job.

““Managerial Coaching is about developing and maximising an individual employee’s

potential which will consequently impact positively on the organisation’s performance.

It is about more inquiry (ask) and less advocacy (tell) which means helping that

individual to learn rather than teaching. Coaching sets out to embrace the employee

as an individual and understands the organisational context in which the employee

operates. It seeks to achieve alignment between the individual employee, team and

organisational goals.”

Prof Sattar Bawany (2015)

‘Creating a Coaching Culture: Leveraging on Corporate Coaching Skills’

in Leadership Excellence, Issue 02.15.

”
“In the future, people who are not coaches will not be promoted.

Managers who are coaches will be the norm”.
Jack Welch,

former Chairman & CEO of General Electric



DEVELOPMENT OF A COACHING CULTURE IN HIGH

PERFORMANCE ORGANISATION

Fundamentally, a coaching culture is an organisational development model that provides the structure that defines

how the organisation’s members can best interact with their working environment and how the best results are

obtained and measured. Organisational culture provides the stability and protocol for all interaction within the

group. It serves as a mechanism that defines the acceptable parameters of behaviour (what we do or say) and

constraining activities to those that reinforce the espoused values of the organisation.

Introducing coaching competencies into an organisation is a very powerful strategy to create an adaptive workplace

culture committed to the ongoing process of development and learning. Companies that have developed a

coaching culture reported a significant reduction in staff turnover, increased productivity, greater happiness and

satisfaction at work.

Coaching continues to become an increasingly popular focus in business settings, underscoring the importance of

exploring how organisations are cultivating a coaching culture.

LEVERAGING ON THE PROVEN “G.R.O.W.” COACHING

MODEL

The GROW Model is deservedly one of the most established and successful coaching models. Created by Sir John

Whitmore with his colleagues in the 1980s, it is popularised in his best-selling book, Coaching for Performance.

Utilising a deceptively simple framework, the GROW Model provides a powerful tool to highlight, elicit and

maximise inner potential through a series of sequential coaching conversations. The GROW Model is globally

renowned for its success in both problem solving and goal setting, helping to maximise and maintain personal

achievement and productivity.

The GROW Model has proved successful all over the world to a diverse mix of people with a variety of

backgrounds and experiences. It forms the most common basis of coaching in many organisations and universities

globally. The GROW Model is now one of the most popular principle pillars utilised within the international coaching

community as a whole, due to the outstanding results it helps people to achieve personally and within global

organisations.

The GROW Model is an acronym standing for (G)oals, (R)eality, (O)ptions and (W)ill, highlighting the four key

steps in the implementation of the GROW Model. By working through these four stages, the GROW Model raises

an individual’s awareness of their own aspirations, a greater understanding of their current situation, the

possibilities open to them, and the actions they could take to achieve their personal and professional goals. By

setting specific, measurable and achievable goals, and a realistic time frame for their achievement,

the GROW Model successfully promotes confidence and self-motivation, leading to increased productivity and

personal satisfaction.
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Masterclass 5:

Inspiring your multigenerational 

workforce

Today’s workforce can be as diverse as having four different generations working together, each with their own

distinctive styles, values and belief systems and ways of viewing work-related issues. Multigenerational work

environments can breed misunderstanding and conflict, and can compromise growth. However, if managed

effectively, it can be a source of positive challenge, opportunity, and significant growth.

Organisations struggle with the challenges of effectively managing a more diverse workforce. These challenges

often relate to variation in perspective, values and belief systems as a result of generational differences and are

further complicated due to the age differences between managers and employees. The assumption – that people of

varying ages will understand each other or have the same perspective and goals, is far from true. In order to be

successful, managers need to understand and value the diversity resulting from generational differences, varying

perspectives and differing goals.

Each brings unique assumptions to the job. As a result, events in the workplace are often interpreted differently by

individuals in different generations. What may seem like good news to a Boomer might well be an unsettling and

unwelcome development to a member of Generation X. Things that members of Gen Y love often seem unappealing

or frivolous to those in older generations.

THE NEW GENERATION – GEN Y AND Z

Every generation is unique with their distinctive values, priorities and beliefs. When a new generation enters the

workforce, it affects the existing workplace symmetry as management, human resource personnel and older

employees have to learn new management strategies and approaches so as to better understand, engage and

inspire them. Oftentimes, this results in tension and an us-versus-them mentality.

In the spotlight in today’s workplace are Generation Y (Gen Y), while Generation Z (Gen Z) on the verge of joining

the corporate world. It is important for organisations to understand the specific challenges that their executives and

managers face when they deal with younger generations. There is a need to bridge the gap between generations

and help organisations overcome these managerial challenges positively, while accommodating the needs of the

various generations, their diverse viewpoints and working styles.

“
“Leaders today are facing a critical challenge: how to adapt their leadership 

practices and style to get the best out of next generation of employees. They 

can’t do so alone. Organisations have a responsibility to help managers 

understand how workers’ expectations have changed and how they can adapt 

their leadership style to these new conditions. More importantly, organisations 

need to provide leaders with the tools and processes which allow leaders to 

reward and recognise, train and develop, empower generation Y employees more 

effectively.”

Prof Sattar Bawany (2015)

‘Inspiring Your Future Workforce: How to Lead & Engage Gen Y and Z Effectively’

in Talent Management Excellence, Issue 01.15.



In view of the potential impact of these new generation of employees have on employee engagement and

productivity, we need to better understand the unique values and belief systems that these two generations embody,

their attitudes to work and life, their highly ambitious and inquisitive nature, and how to best fit them in organisations

locally and around the world in the context of today’s economic reality and diverse workplace. At the same time, we

examine their loyalty level, and suggest ways to establish better understanding with them to foster greater

collaboration and cohesion within your organisation.

Generation Y or “Gen Y” for short – is the term most commonly used to refer to the cohort of individuals born in the

80s and 90s, who are already in the workforce. For Leaders who have four generations of employees sitting in a

meeting or working on a project, it can seem like each generation has its own worldviews, priorities, career models,

motives and values. The Fifth generation, Gen Zers also known as The Linksters or The Digital Natives have started

coming into the workforce.

As organisations are facing a skills gap in most industries, it is more critical than ever for employers to fill their talent

pipelines. While executives have spent the last decade trying to understand and work in harmony with Millennials

(Gen Y), they must now acclimate to the younger and even larger Generation Z. How is Generation Z different from

Millennials? What are their greatest aspirations and concerns for the future? How are they looking for work and what

do they want from their leaders and careers?

The Leaders need to enhance their understanding of generational characteristics and the impact of their own

management practices on each of these groups. They need to leverage on the strengths of each generation. Taking

full advantage of the multigenerational workforce will enable employers to effectively attract and retain employees,

build teams, deal with change, and increase employee engagement.

CEE published Research on “Inspiring Your Future Workforce – Leading and Engaging Gen Y and Z Effectively”

highlights attributes that distinguish Gen Z and Gen Y employees from a talent management perspective and

provides an insightful picture and practical recommendations of what employers can use to inspire, motivate and

engage this newest generation as part of their overall talent recruitment and retention strategy.
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Masterclass 6:

Building high performing teams

Many of us find ourselves working on teams these days, and are probably quite familiar with the advantages and

frustrations of this type of work. In many ways, working in teams can be a positive and productive experience. It

provides opportunities for collaboration, the synergy of diverse skills, and collegial support. However, teamwork also

raises issues of less autonomy, accountability to colleagues, the requirement of frequent communication, and group

problem solving.

A consistent challenge is getting individuals to work together effectively in teams when individual members have

differences in communication styles, project management priorities, time management, information gathering and

decision making.

The success of a team should be measured at regular intervals so that team spirit can be encouraged, either through

celebrating achievements or through sharing problems. In terms of measuring success, it is perhaps easier to gauge

the progress of a sports team than it is to rate the performance of a work-based team. For example, the performance

of a sports team can usually be tracked by league tables.

Working as part of a successful team makes work enjoyable. It provides employees with a supportive work

environment and enables them to address any conflict that might arise in a constructive way.

In high-performing teams, leadership shifts during the stages of team development based on team needs. Unlike

organisational leadership, which remains somewhat constant, team leadership can shift from directing, when the

team is being formed, to more delegating, when the team is functioning effectively. To transform into a high

performance team, an easily implementable framework such as SCORE™ would assist towards achieving that end

goal.

THE SCORE™ FRAMEWORK FOR DEVELOPING HIGH PERFORMANCE

TEAMS

From experience gathered through team effectiveness consulting engagements, it is found that a high performing

team demonstrates a high level of synergism – the simultaneous actions of separate entities that together have a

greater effect than the sum of their individual efforts. It is possible, for example, for a team’s efforts to exemplify an

equation such as 2 + 2 = 5!

“
“Teams have become a principal building block of the strategy of successful

organisations. With teams at the core of corporate strategy, your success as an

organisation can often depend on how well you and other team members operate

together. Teams are extremely valuable if they are working well. They are very

costly if they are not. It is critical for managers and team leaders to find ways to

ensure their teams are working effectively and are achieving their results.”

Prof Sattar Bawany (2014)

‘Building High Performance Teams Using SCORE™ Framework’ in Talent Management

Excellence, Issue 04.14.



High-performing teams require a complementary set of characteristics known collectively as ‘S.C.O.R.E.’:

S : Strategy and Purpose

High-performing teams with a cohesive strategy and team purpose will demonstrate why they are in existence by

articulating a strong, uniting purpose that is common to all team members. They will describe how they work

together by defining team values and ground rules or team charter.

C : Clear Roles and Responsibilities

High-performing teams realistically examine each individual’s role & responsibilities in terms of personality, interest

and ability, resulting in an accurate understanding of each member’s accountability and contribution to the team.

O : Open Communication & Trust

Communication is the key component in facilitating successful team performance; its lack limits team success.

Effective communication includes adapting or flexing an individual’s communication styles to suit the other team

members.

R : Rapid Response in Decision Making

A high-performing team needs to be adaptable and respond quickly, as necessary, to changes in the environment,

using cognitive readiness and critical thinking skills to brainstorm possible solutions and create innovative

resolutions.

E : Exemplary and Effective Leadership

An effective team leader is able to adjust his or her leadership style, as necessary, depending on the task or

situation at hand. The team leader also plays a critical role in raising employee engagement by providing ongoing

feedback and coaching team members to improve performance and achieving the team results.
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Testimonials on the Masterclass Series

““Our company and our brand are committed to

deliver exceptional customer service. Our passion

for excellence has been complemented perfectly well

with the management concepts and the applications

done during the course. You have successfully sent

across our team the importance of leadership

effectiveness on organizational success and taught

the team how to develop Emotional Intelligence,

which is also in line with our internal training on the

importance of Emotional Intelligence as a crucial

element to deliver the best service to our guests.

The group sessions and the personal follow ups

done have been highly effective. Your commitment

to the objectives originally set has translated into an

engaging and positive course that had a very

satisfactory impact in the team. I have only received

positive feedback from the team, it was a great

learning experience for all of them.”

– General Manager, Fairmont Jakarta

“There is no doubt in my mind that this leadership

development program would not have been as

successful without the benefit of your excellent

facilitation and delivery skills. Our leadership team

were a bit hesitant at the initial mention of

“consultants,” but they soon discovered that you did

not tell us what to do; rather they led our senior

leadership team and me through a process of learning

and analysis, helping us to develop a sense of self-

awareness in each of us.

Most importantly, as a results of the impactful program

content (and the accompanying knowledge and skills)

on Emotional Intelligence, Effective Communication

Styles and the GROW Managerial Coaching Model,

we have learned how to effectively lead, develop, and

coach our people and ensure that our workforce is

aligned with the company’s direction. As a result, we

were better equipped to handle the tough market

challenges that followed and are in a better position

for greater sustained growth in the future.”

– Managing Director, Menlo Worldwide Logistics

”

““The ‘Leadership That Gets Results’ program begins

with a focus on self-awareness and the

fundamentals of how leaders and organizations

operate. It includes a powerful framework for

understanding of the leaders’ role in sustaining

organizational performance and productivity, as well

as introducing ways to intervene upon and improve

two fundamental types of company results that are

critical for operating a successful company.

The program uniquely puts into words many of the

concepts that my senior leadership team across

Asia Pacific (from my previous role) deeply know to

be true. Now, having these concepts (including

Daniel Goleman’s and Reuven BarOn’s Emotional

Intelligence Frameworks & McClelland’s

Motivational Profile) in the forefront of my mind, I am

a much more confident and careful communicator

and in leading and engaging my leadership team

towards achieving organisational results.”

– President, UTC Fire & Security, Asia

“One valued aspect of the Leading High

Performance Organisation (HPO) Workshop is the

highly contemporary, practical and relevant nature of

the programme to our business. It is also appreciated

that participants are extensively engaged in

experiential activities and on-the-job application. The

course utilises a dynamic blend of skilled instructor

presentation and individual as well as group skill

practice in each of the concepts presented, using real

business concerns, issues and challenges brought by

participants.

The introduction of multiple critical thinking process

tools (including Cognitive Readiness, RED Model,

Phoenix Checklist and Force Field Analysis) allows

our leaders to look at problems comprehensively and

make well thought-out recommended action plans

and effective decisions. The participants are able to

use the processes they learned to apply to ongoing

business challenges they faced in leading their

respective teams toward achieving our organisation’s

mission, vision, strategic intent, goals and KPIs.”

– President & CEO, Generali Indonesia

”
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