
I trust you are doing well and staying safe and 

healthy in these difficult times.

Managing in times of COVID-19 is a daunting 

challenge. While medical experts race to 

understand more about the public health 

implications of the coronavirus pandemic, the 

business community is looking for answers on how 

to protect their companies, adjust their operations, 

and lead their employees through an uncertain 

period.

As organisations transition to this new phase, they 

must also consider what is to come beyond, as 

crises of this scale are sure to reshape the 

competitive landscape. The world on the other side 

of the crisis may look very different, with different 

norms, rules, competitors and value propositions. 

For companies to remain relevant in this new 

world, they will need to engage with multiple 

stakeholders to re-frame their future, build long 

term value and a new value-based economy.

While the world adjusts to its new normal, 

business leaders need to rethink strategies to drive 

resilience and emerge from this crisis stronger. 

This is a time for organisations like AAMO, and 

the National Management Organisations to lead 

the way to help management embrace change and 

adopt new ways of working and learning; and 

foster management agility in these uncertain times.

arm greetings to readers and 

fellow members 

of the Asian Association 

of Management Organisations

(AAMO).W

This issue of ‘Leading the Way’ explores new and 

emerging trends in management and leadership 

from the Asia Pacific region. An article 

contribution from India – ‘Through a new lens’ –

explores how leaders need to liberate their 

thinking and view things from a different 

perspective; while video excerpts from AIMA’s 

unique LeaderSpeak Series share management 

insights on tackling post pandemic challenges. 

‘Powerful Management Insights Video Series’, a 

contribution from Hong Kong, features interviews 

with eminent business leaders, sharing wisdom 

and inspiration for aspiring managers. Two 

contributions from Australia include ‘Get the 

balance right: How to avoid under-management’ 

and one on ‘Six key elements that drive resilience’ 

which explores the role of resilience as a 

fundamental life skill. An article contribution from 

Sri Lanka focuses on ‘The Influence of an Evolving 

Culture on Effective External Adaptation and 

Internal Integration Strategies’. Macau contributes 

an article that explores how COVID-19 has 

disrupted learning & development and how we can 

take advantage of it. ‘Reimagining emerging 

ASEAN in the wake of COVID-19’ – contributed by 

Malaysia – focuses on five key levers that could 

accelerate the region’s recovery and make gains 

more enduring. ‘The Strategy Spectrum’, a 

contribution from Pakistan shares two viewpoints 

to explain strategy in the spectrum of life and 

decision making; while ‘Leading for a Stronger 

World’, a contribution from the Philippines, 

provides insights of various leaders from its 18th 

International CEO Conference. 

I do hope you enjoy this issue of ‘Leading the Way’ 

and look forward to your feedback and suggestions. 

Rajive Kaul
President,

Asian Association of Management Organisations

Rajive Kaul
President
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According to Dr Robert Kegan and 

Dr Lisa Laskow Lahey of Harvard 

Graduate School of Education, such a 

mindset is the most evolved of the three 

types of adult meaning-making systems 

viz., socialised (i.e., shaped by one’s 

environment), self-authoring 

(i.e., aligned with one’s own belief 

system), and self-transforming 

(i.e., integrated and expansive). A self-

authoring mind is considered a mark of a 

leader’s wisdom as well as ability to 

navigate complexity and overcome 

immunity to change. Interestingly, this 

rather recent western idea of a self-

transforming mindset is discernably 

reflected in ancient Jain doctrines of 

‘anekaanta vaad’ meaning 

acknowledging many-sidedness and 

‘samatva’ or cultivating even-

mindedness. The skill of not getting 

consumed by contradictions and instead 

co-holding them finds a special place in 

Pali Buddhist canon too. In Metta Sutta 

(Benevolence Scripture), equanimity has 

been recognised as one of the four 

brahmaviharas (abode of brahma) and in 

Buddhavamsa (The Lineage of Buddhas), 

it has been given the name ‘upekkha

paarami’ or the virtue of equanimity.

Disclaimer:

This article was originally published in Indian Management (Issue 7 Vol 59) an AIMA & Spenta Multimedia Pvt Ltd

t may take a while for us to 

reach the post-COVID-19 phase, but 

lively debates have already started 

on what mindsets, skillsets, and 

toolsets will become the 

determinants of effective leadership 

in a post-pandemic world that is 

likely to be characterized by rapidity, 

unpredictability, paradoxes, and 

unprecedented complexity. In 

vertical leadership circles, where the 

focus is on shifting leaders’ thinking 

and transforming their views of 

reality, there is emphasis on helping 

those at the helm cultivate a self-

transforming mindset so that they 

may thrive in the future of work.

But what exactly is a ‘self-

transforming’ mindset? It is the 

ability:

• To acknowledge that our 

principles and beliefs may not 

be absolute.

• To see multiple possibilities and 

perspectives.

• To co-hold two opposing ideas in 

the mind at the same time and 

still retain the ability to 

function.

I

By Kartik R Shah, Founder and Principal Consultant, Workāsanā

India
All India Management Association

Through a new lens
When caught in the flux of change, the best bet for those at the 

helm is to liberate their thinking from well-entrenched patterns 

and prejudices and view things from a different perspective
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These are just some questions that can 

help us shift the mind from being a 

subject or karta (doer) to an object or 

sakshi (witness). We then need to be 

friendlier towards opposites and 

contradictions rather than aligning with 

either pole.

Let us decode the techno-speak 

surrounding a self-transforming mind 

through a couple of examples.

Although a self-transforming mind 

is the need of the hour, it is 

exceedingly rare. In his book, Over 

Our Heads (1994), based on an 

examination of thirteen different 

studies, Dr Kegan states that less 

than 1 per cent of people possess this 

rare mindset. Thankfully, modern 

research on brain plasticity has 

reiterated what Patanjali wrote in 

the yoga sutras (aphorisms) nearly 

two millennia ago: The human brain 

does not reach a plateau; it can 

expand. This means anyone can 

acquire this rare mindset.

To cultivate a self-transforming 

mind, we first need to step back 

enough from our social environment 

as well as our own belief system / 

ideologies to be able to reflect on 

their limitations and incompleteness.

• What if our beliefs were false or 

incomplete?

• How could the opposite of what we 

think be equally true?

• Where from have we inherited our 

ideas, beliefs, and values?

• What other angles and 

dimensions exist to a problem or 

situation?

Caselet 1

Laxman is a Senior Manager working 

in the Quality, Health, Safety and 

Environment (QHSE) function of a 

large, renewable energy company. He 

is in-charge of a large territory and 

manages four people. He is 

accountable to the Country Head for 

impeccable implementation of QHSE 

protocols at all power generation sites 

in his territory. In a recent 

conversation with an internal coach, 

he spoke about being upset with his 

boss because he was never included in 

any strategic conversations and was 

pushed to execute projects without 

proper discussion, planning, or 

guidance. This was vastly different 

from his former professional 

experiences. He also stated how 

stressed he felt and had to work 12-14 

hours each day to ensure tasks were 

completed on time. Laxman is fearful 

of directly expressing his dislike for, or 

disagreement with, his boss, but does 

not mind speaking poorly about him 

behind his back with his own team 

members and other colleagues. He is 

resigned to the fact that even if he 

voices his concerns, he will be 

dismissed and nothing will change.
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Each time he feels pessimistic or 

resigned, he needs to have faith in his 

innate resourcefulness (be an actor of 

his life, not victim); ask himself how 

the opposite of what he thinks is 

equally true, and look at problems and 

situations not just parochially from an 

ego-centric perspective but also wholly 

from socio-centric and system-centric 

perspectives.

In this example, we see that Laxman 

is operating largely from a socialised

mindset: He cannot see or take others’ 

perspectives. Consequently, he feels 

like a victim with no power over the 

‘oppressor’ (his boss). It is likely that 

his social environment has engineered 

his thinking about the role and 

responsibilities of authority figures 

and his conduct in an hierarchical 

system. If Laxman must cultivate a 

self-transforming mind, then he will 

need to be open to new negotiations in 

making meaning and perceiving 

reality. Could a history of rejections 

by primary caregivers (parents / 

guardians), or other authority figures 

in childhood be responsible for 

Laxman’s fear of being dismissed or 

not heard by his boss? What if the 

reason for feeling upset is being 

excluded from decision-making? Or, 

what if the real reason he is not 

included in strategic discussions is his 

lack of critical thinking skills? What if 

his need for planning is an excuse for 

his inability to be spontaneous and 

dynamic in the face of change? What 

if Laxman underestimates his boss’ 

capacity to empathise with him? 

What if all organisations and all 

bosses are not the same? Does 

Laxman think beyond himself? If yes, 

could it be that his boss is already 

overloaded? What business or 

competitive pressures could his boss 

be experiencing at his level? 

In other words, to breed a self-

transforming mind, Laxman needs to 

dialogue with himself as well as with 

his boss. He needs to ask himself 

wherefrom he has inherited his ideas 

about hierarchy, boss-subordinate 

relationship, conflict, and harmony.

Caselet 2

Shabnam is a psychotherapist by 

education and works for a not-for-

profit organisation based in Mysuru. 

To help others, especially the weak, 

the poor, and the marginalised, is 

second nature to her. Recently, on an 

office chat, a colleague posted an 

e-petition asking for support to 

pressure the provincial government to 

end the poor plight of migrant 

labourers. Shabnam not only signed 

the petition immediately but also 

complained about how “apathetic, 

heartless, privileged, and whiny” the 

middle class was. She said it disgusted 

her to see food pictures and dance 

videos on social media during a 

humanitarian crisis. She was 

indirectly attacking a colleague who 

had recently posted a TikTok video on 

social media. In her mind, there could 

be no tolerance for indifference at a 

time when thousands of people were 

falling prey to the virus; several 

migrant workers were dying of 

exhaustion on their long march back 

home; and hundreds of thousands of 

employees were being furloughed. 

Very few had the courage to contradict 

Shabnam and chose to remain silent 

on the office group chat.
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In this example, we see that 

Shabnam is operating from a self-

authoring mind. In other words, she 

is able to take a stand and direct 

herself to action based on her beliefs. 

Although her expressions like 

signing the petition, criticising the 

middle class, and insidiously 

charging a fellow colleague are 

independent of the expectations of 

her social context, they are deeply 

anchored in her own ideologies and 

values. It is quite probable that she 

sees herself as the hero (the saviour), 

the poor as the victims, and the 

middle class and the government as 

the villains. Her assertions 

implicitly contain dos and don’ts, 

shoulds and should nots, must and 

must nots, based on her loyalty to 

that with which she identifies. If she 

were to cultivate a self-transforming 

mind, she would need to step back 

enough from her own belief system 

to be able to reflect on their 

limitations and/or incompleteness.

Shabnam needs to ask herself what 

life experiences have shaped her 

views and ideas about the poor. 

What if all middle class people were 

not apathetic? What if the middle 

class too had portentous challenges 

of their own that she was not aware 

of? What if posting photos of cooked 

dishes or making entertaining 

videos were simply attempts of 

ordinary human beings to mitigate 

their sense of isolation and their 

discomfort with uncertainty at a 

time when their neural heritage was 

under attack?

In sympathising with one group of 

sufferers, Shabnam ignores the 

suffering of another group of people. 

Who can judge which suffering is 

greater? That of a hungry stomach, or 

that of a lonely heart?

Having the humility to challenge her 

own assumptions and limiting beliefs 

could prevent Shabnam from becoming 

self-righteous at work, or in her 

personal life. By cultivating a self-

transforming mind, Shabnam would be 

able to channelise her compassion 

even-mindedly. Since helping is second 

nature to her, she could use her gifts to 

help more and more people across class 

boundaries. She can be an activist and 

help the poor by signing petitions or 

protesting on their behalf. At the same 

time, she can leverage her talent as a 

therapist and help other people like 

her colleague shift into their hearts. A 

self-transforming mind will allow her 

to experience universal friendship 

across all human-created artificial 

divisions.

Letting go of our long-held beliefs, 

personal truths, and socialised ideas is 

not easy. Having said that, the mind is 

the mother of all behaviours, and it 

can shift from its socialised, or self-

authoring state to a self-transforming 

state by being humble; by seeing many 

sides to a problem or situation, and by 

holding contradictions with 

equanimity.

A self-transforming mind is an 

imperative to lead self, others, and 

also systems in the ‘new normal’ era. 

Operose it may seem, but it is possible 

for leaders everywhere to acquire a 

self-transforming mindset.
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India
All India Management Association

dapting quickly to the changed working scenario caused by the
pandemic, AIMA launched a new online series titled LeaderSpeak in the
early days of the lockdown. The LeaderSpeak programme is a series of
webinars with thought leaders including industry captains, global and
Indian thought leaders, spiritual gurus, senior government functionaries
including ministers and bureaucrats. Here are a few glimpses:
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Mr T V Narendran, CEO and Managing Director, Tata Steel Ltd

Leadership in time of pandemic: Managing risks and opportunities’ – 27 October 2020

Addressing AIMA’s LeaderSpeak programme, Mr TV Narendran said

that while the company’s plants in India, Singapore and Thailand were

nearly at full utilisation, its UK and Netherlands plants were back to 70%-

80% production. The recovery in the manufacturing sector will be better

than in the services sector, and the recovery in the rural economy would be

better than the recovery in the urban economy, Mr Narendran predicts.

LeaderSpeak

https://www.youtube.com/watch?v=ni-OKSFZLE8&list=PLSMp6ELNyXlQlRuXyaaWK%20r8svJxJQkyn&index=33&t=3s


India
All India Management Association

Once the artificial restrictions on

flights and hotels are removed,

people will rush back to travel,

says Mr Aditya Ghosh, former

CEO of IndiGo and Oyo Hotels &

Homes. Mr Ghosh said that Covid

was only one of the crises facing

the world. He argued that climate

change was likely to be even more

devastating in two decades from

now and the CEOs and boards had

to pre-empt that by acting now.

Aditya Ghosh, Member - Board of Directors, OYO Hotels & Homes

‘Doing Well and Doing Good’ - 14 August 2020

Mr Sanjiv Mehta, Chairman and Managing Director Hindustan Unilever Limited

‘Re- Organising Business During Current Crisis’ - 28 May 2020

Speaking at the session, Mr Sanjiv 

Mehta shared, “It was obvious that 

there is going to be massive disruption 

once the pandemic was declared”. 

Highlighting the key areas of focus

Mr Mehta said “There is massive 

opportunity to digitise the economy 

and very importantly do reforms in the 

factors of productions and many 

structural reforms so we can become 

one of the most attractive destinations 

for investments in the world”.
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https://www.youtube.com/watch?v=rgEZVoNPhSE&t=113s
https://www.youtube.com/watch?v=3y3x5Y3HZoE&t=2s


Hong Kong
The Hong Kong Management Association

Powerful Management Insights

Video Selections

The Hong Kong Management Association, in celebration of its 60th Anniversary, has

launched the "Powerful Management Insights” video series.

The series features interviews with eminent business leaders from a wide range of

industries, including HKMA’s Council Members, Fellows, Professors of Practice and

distinguished alumni. With over 1,000 years of combined management experience, the

distinguished management veterans share over 100 pieces of management insights on

their management styles, personal stories or important persons that have inspired their

leadership journeys, their proudest achievements, the biggest challenges facing

business leaders today, most critical success factors for business management as well as

winning tips for the future leaders.

A treasure house full of wisdom and inspiration for aspiring managers, as well as

experienced executives, the “Powerful Management Insights” Series videos are free for

public access and can be found at www.hkma.org.hk/pmi
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https://www2.hkma.org.hk/pmi/?speaker=victor_lee
https://www2.hkma.org.hk/pmi/?speaker=helmuth_hennig
https://www2.hkma.org.hk/pmi/?speaker=yk_pang
https://www2.hkma.org.hk/pmi/?speaker=sk_cheong
https://www2.hkma.org.hk/pmi/?speaker=victor_lee
https://www2.hkma.org.hk/pmi/?speaker=yk_pang
https://www2.hkma.org.hk/pmi/?speaker=helmuth_hennig
https://www2.hkma.org.hk/pmi/?speaker=sk_cheong
http://www.hkma.org.hk/pmi


Video Selections

Click Here To Watch More Video
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https://www2.hkma.org.hk/pmi/?speaker=mary_huen
http://www.hkma.org.hk/pmi
https://www2.hkma.org.hk/pmi/?speaker=guy_bradley
https://www2.hkma.org.hk/pmi/?speaker=guy_bradley
https://www2.hkma.org.hk/pmi/?speaker=mary_huen
https://www2.hkma.org.hk/pmi/?speaker=james_thompson
https://www2.hkma.org.hk/pmi/?speaker=allan_zeman
https://www2.hkma.org.hk/pmi/?speaker=wengelbrecht_bresges
https://www2.hkma.org.hk/pmi/?speaker=randy_lai
https://www2.hkma.org.hk/pmi/?speaker=ch_cheah
https://www2.hkma.org.hk/pmi/?speaker=mary_huen


Get the balance right: 

How to avoid 

under-management

How does over- and 

under-management 

happen?

According to executive coach and 

leadership programs facilitator, Rob 

Brennan, the tendency to under-manage 

might be influenced by an individual’s 

career path. “An individual can 

sometimes drift into reduced competence 

in new areas required by the 

organisation,” Brennan explains.

“Under-management can arise through 

the career journey of a person who 

initially becomes a trusted employee but 

who starts to disappear into the 

woodwork and then gradually slips into 

being a less productive and less 

innovative person.”

ad management is bad for 

business. We’ve all heard the adage, 

‘people leave bosses, not jobs (or 

companies)’. To test out that 

statement, we ran a quick poll on 

LinkedIn and unsurprisingly, 97% of 

respondents confirmed that a bad 

boss has caused them to walk. What’s 

more, over the last ten years, the 

National Salary Survey found that an 

average of 28% of employees leave 

because of problems with their 

manager. When you consider that it 

costs an average of $20,493 to recruit, 

hire and train a new employee, then 

poor management practice is just not 

something you want – both as a 

leader and for your organisation. 

Often when we picture a terrible 

manager, we see a micromanager. 

However, on the other end of the 

spectrum sits another dangerous 

practice: under-management. A term 

coined by author and management 

trainer, Victor Lipman, under-

management may not be as well-

known as micromanagement, but its 

effects are equally damaging. In fact, 

in another recent LinkedIn poll we 

conducted, almost as many people 

report experiencing 

under-management as they do 

micromanagement.

B

Australia and New Zealand
Institute of Managers and Leaders

By Rob Brennan

9Volume 5  Issue 4

https://managersandleaders.com.au/learning-development/our-programs/
https://managersandleaders.com.au/services/national-survey-salary/
https://hbr.org/2018/11/under-management-is-the-flip-side-of-micromanagement-and-its-a-problem-too


Brennan also believes that a 

manager’s personality plays a role 

in their tendency to either under- or 

over-manage. “Micromanagement is 

often displayed by those with 

personalities who value details,” he 

says.

Using the DiSC profiling tool for 

reference, Brennan points out that 

the ‘D’ and ‘C’ personalities are most 

likely to display micromanaging 

behaviour. Both profiles are 

characterised by a strong need for 

control, which may feed the desire 

to know every detail and a 

reluctance to delegate. Meanwhile, 

those who under-manage could most 

likely fall under the ‘I’ and ‘S’ 

profiles. In these profiles, there is a 

tendency for indecisiveness due to a 

fear of disrupting harmony or 

offending others. So, a manager 

might sacrifice providing proper 

guidance just to be liked.

Why it’s essential to 

get the balance right

The dangers of veering towards either 

end of the management spectrum 

impacts both the manager and the 

team member.

For the manager, the lack of 

motivation to achieve more could 

result in their becoming what Brennan 

calls a “quit-and-stay person.” That is 

someone who no longer adds value to 

the organisation and has become 

complacent, believing the trust that 

they receive is a signal to exert less 

effort in their work.
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On the other hand, a team member 

who sees an under-manager may start 

to question how the company decides 

what makes anyone’s work valuable. 

“You could have someone who sees a 

manager get paid more to do nothing, 

that can be demotivating,” Brennan 

adds. When this occurs morale drops, 

and so does productivity. 

The goal, therefore, is to strike a 

balance. Brennan believes that bosses 

achieve balance when they go beyond 

a ‘management’ mindset and into a 

‘leadership’ focus. “Empowering your 

team, inspiring them to improve and 

being clear about the expectations set 

for their role is what it means to be a 

leader,” he adds.

Brennan also emphasises that leaders 

possess a specific set of skills that allow 

them to maintain that balance. Those 

skills include emotional intelligence, 

coaching, and setting strategy, to name 

a few.

Apart from developing leadership skills, 

there are also some steps that 

organisations, managers and their 

team members can take to combat 

under- and over-management.

• Organisations need a clear focus. 

Right from recruitment, a company 

must have clear and specific 

expectations of what they need their 

managers to achieve for the business. 

Setting targets and goals must also 

go hand in glove with accountability. 

Managers who are held accountable 

for their teams will likely do their 

best to ensure they are supportive 

but also display trust. 
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• Managers must know their teams.

According to Brennan, avoiding over-

or under-management comes down to 

the quality of a manager’s 

relationship with their team 

members. He suggests regular (not 

just once a year during the 

performance review!) and open 

communication. And because every 

person is different, it’s best to find 

out what each team member’s 

preferred management style is. What 

this allows a manager to do is to 

determine what Brennan calls the 

‘tender-tough’ leadership approach 

for each team member. He explains 

that ‘tender’ involves displaying 

support, encouragement and 

listening while ‘tough’ includes the 

ability to direct, to assert themselves 

and to handle conflict. ‘Tender-tough’ 

leadership requires finding the 

middle ground that works for each 

team member.

• Individuals should provide 

feedback. Building rapport with 

your manager is an excellent way to 

ensure that you can freely give them 

feedback. Be thoughtful and tactful 

of course. Remember, the best 

working relationships are based on 

genuine care and concern for each 

other.

Become a better manager by striking 

the balance. Instead of taking full 

control, display trust and provide clear 

guidance. Instead of totally stepping 

back, communicate regularly and listen 

intently. Remember, the antidote to 

bad management is balanced 

leadership.
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Six key elements 

that drive resilience

et me say at the outset that 

resilience is not yet another 

leadership competency that you have 

to master to be an effective leader or 

colleague. Resilience, or our ability to 

cope, is a fundamental life skill that 

helps us navigate what life throws at 

us. It is a quality we all draw on 

daily and none of us are immune to 

having our resilience challenged.

The good news is, with strong self-

awareness, and a commitment to 

manage the positive and negative 

voices in our heads using some 

simple techniques, we can build our 

capacity to remain flexible in our 

thoughts, feelings and behaviours so 

that we emerge from difficulties 

stronger, wiser and more able.

Tests to our 

resilience

In several recent workshops my 

clients identified times in their lives 

when their resilience was tested. 

They referenced the unexpected 

death of a partner or loved one, the 

ending of relationships (whether they 

were 17 or 70 years old), redundancy, 

work pressure, bad bosses, ageing 

and worsening health, bullying, 

harassment, not being accepted or 

valued by others and times of 

financial stress. Typically, 

L

Australia and New Zealand
Institute of Managers and Leaders

By Phil Crenigan

we experience these life challenges as 

one-time, infrequent events. The 

pandemic has of course thrown many of 

these at us in quick succession, testing 

our resilience.

The resilience 

diagnosis: examining 

thoughts, feelings 

and behaviours

The first step in building our resilience is 

using our self-awareness to identify 

when we are losing it, via a change in 

our thoughts, feelings and behaviours. 

My clients came to the fore again with 

consistent themes and patterns. Do any 

of the following resonate with you?

• Avoidance and incapacity to face 

reality

• Fixation on one or no solutions

• Feeling stuck

• Blame

• Frustration

• Anger

• Emotional outbursts

I also encountered consistent references 

to increased dependency on alcohol, 

changes in sleep patterns, drop in 

exercise regimes, increase or decrease in 

weight, lack of energy and feeling 

constantly tired.
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This all-encompassing negativity 

often fuelled by a constantly negative 

news cycle resulted in an absence of 

joy, happiness, optimism or hope. We 

have all been there, it’s part of being 

human. By practicing a few simple 

techniques, we can escape the dark 

side by embracing some simple 

exercises in positive psychology and 

nurture and cultivate the positive 

voices in our head.

Positive reframing: 

replacing ANTs 

with POTs

When our internal voice has a 

negativity bias it has a profound 

impact on our ability to cope. A 

simple technique is to make a note of 

our negative thoughts or catastrophic 

thinking and replace these with a 

more productive goal or thought. 

Focus on the outcome that you want. 

Some useful reframing questions 

include, ‘What is the best-case 

scenario in this situation?’, ‘What is 

likely to happen?’, then form a plan 

based on the answer to those 

questions. 

Elements that drive 

resilience

In a series of weekly tutorials with 

clients over the last few months, I’ve 

seen some amazing results. Participants 

committed to practicing new habits 

including appreciating themselves and 

others, gratitude, and reaching out if 

they need help.

So, what are the key elements that 

drive resilience? Here are six that you 

can use as a simple scorecard: 

1. Self-belief. The trust you have in 

your own actions and your capacity 

to deal with whatever comes your 

way. Remind yourself daily of what 

you are, not what you aren’t.

2. Elasticity. The ability to adapt to 

changing circumstances and not stay 

attached to what is familiar and 

comforting. If you want a different 

outcome don’t keep doing what you 

have always done.

3. Meaning or purpose. Having a 

sense of purpose helps us get 

through difficult times. Meaning 

may come from a particular goal or it 

may come from our values or beliefs. 

Knowing what is important and 

maintaining a sense of perspective 

are helpful positive traits.
Replacing Automatic Negative 

Thoughts (ANTs) with Positive 

Optimistic Thoughts (POTs) is a 

powerful circuit breaker. A more 

balanced, pragmatic perspective 

restores control and strengthens 

your ability to cope. Planning for 

the worst, best and probable case is 

a simple but powerful technique.

14 Volume 5  Issue 4



4. Finding solutions. Working with 

what is available even when 

resources are limited or options 

narrow. Also, letting go of what is 

not working and congratulating 

yourself for doing all of the above 

drives resilience. Asking yourself 

how you can make the best of 

what is happening now is 

preferable to hoping that things 

will just get better.

5. Reaching out. Emotional support 

is all around us if we seek it. We 

are never on our own. It is equally 

important to offer support to 

others which in turn provides you 

with a sense of value and purpose.

6. Emotional control. When under 

pressure, emotions become 

heightened and negative emotions 

dominate how we see the world. 

Emotional control enables us to 

retain a sense of perspective and to 

view problems in their correct size. 

The insights gained from being 

engaged with your emotions and 

guiding yourself through them with 

self-compassion will lead to a greater 

understanding of your needs.

About the Author

Phil Crenigan is a Fellow of IML ANZ. 
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consultancy for senior leadership teams.

15Volume 5  Issue 4



The Influence Of an 

Evolving Culture on 

Effective ‘External 

Adaptation’ and ‘Internal 

Integration’ Strategies

ith the full operation of global competitive forces impacting organizations across 

national borders, change has come the buzzword. The two key processes that 

meaningful change is accomplished are strategic adaptations to the demands made 

by external environment and integration of process - structure interface imperatives 

to be both effective across geographical borders and efficient within the 

organizational configuration.

W
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Institute of Management of Sri Lanka

By Nanda Dediyagala Consultant In Strategic Human Resource Development

MSC London, Brunel University
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This entire strategic exercise takes 

place within the organization’s 

culture and the conventional 

theoretical and research based 

understanding is that there are 

certain organization culture types 

that go best with the type of strategy 

pursued. “Changing the culture” by 

leaders such as CEOs and other key 

managerial personnel to fit with the 

strategy or strategies they want to 

pursue accomplish the culture-

strategy match.

An alternative to this position is to 

view organizational culture as a 

constantly evolving complex. 

Organizational members – especially 

the leaders (and stakeholder coalition) 

recognize the “current flow” of the 

organization’s culture and then 

interpret, reinterpret, experiment 

and come to promote certain 

modifications and changes to the 

“working culture”. This should form 

the key methodology in strategizing 

for the future undertaken by those at 

the helm of an organization. The 

“core” values, norms, beliefs and 

expectations that make up the 

“cultural roots” of an organization 

thus will undergo imperceptible 

changes and will form the basis of 

the visioning process of the 

successive generations of leaders. 

It is important to involve key 

organizational members who are part of 

the critical stakeholder coalition and 

are willing to deep search the core 

culture. This will take time and involve 

an organizational-wide “intelligence 

gathering and analysis” exercise. No 

meaningful change will happen on the 

run. It is during visioning (or re-

visioning) the organization that will 

surface the changes that have been 

taken place at the cultural roots from a 

historical perspective. In the case of a 

freshly configured organization, culture 

is yet to be firmly established, and the 

leaders will be the authors and the 

participants of the emerging culture. 
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How COVID-19 has 

disrupted Learning & 

Development and how we 

can take advantage of it

he unexpected COVID-19 has 

turned the world upside down, literally. 

To say that COVID-19 has impacted 

many aspects of our lives is an 

understatement. In many cases, it is a 

disruptor, big time. It changes the way 

we see the world (things we previously 

deem impossible such as city locked 

down became a reality), the way we 

interact with people (social and 

physical distancing), and the way we 

learn (online vs. offline learning). In 

particular, the learning and 

development sector has seen both 

opportunities and challenges in midst 

of crisis. Webinars and virtual classes 

are everywhere. When people are 

stranded at home, online learning 

becomes the only choice. Online 

learning does offer a lot of benefits –

participants could do it anywhere they 

want, it saves the organizer’s time and 

effort to book and manage a classroom, 

trainers could easily reach out to 

international participants, to name a 

few. Since most people needed to work 

from home during COVID-19, we are 

getting used to using technology to 

meet, interact, and learn. All in all, it 

seems a no-brainer to move to online 

learning in full gear. However, it may 

not be as straightforward as it seems. 

This article aims to explore how 

corporate L&D and trainers can take 

advantage of the uprising trend of 

online learning and avoid the potential 

pitfalls. But before I do that, let’s 

clarify the definition of online learning.

T

Macau
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By Brian Tang

Online learning takes many forms. The 

most common are:

1. Self-paced E-Learning: Learners 

access the content (pre-recorded videos, 

articles, discussion forums, etc.) at any 

time they want. It may or may not 

contain live virtual classes.

2. Virtual Instructor-Led Training 

(VILT): This is where the trainer or 

facilitator conducts live training class 

or workshop via a virtual platform. 

Learners attend the training in real 

time with the trainer on the same 

platform. Think of this as an online 

version of traditional face-to-face (F2F) 

class. Interaction with and between 

learners in VILT is usually high.

3. Webinar: Very similar to VILT. Most 

of the time people use the term 

Webinar interchangeably with VILT, 

although there are subtle differences 

between the two. Webinar refers to a 

live seminar but conducted online. The 

speaker(s) take most of the airtime. 

Interaction with participants is 

usually limited to chat box and Q&A.

4. Blended Learning: It refers to a 

hybrid approach of face-to-face (F2F) 

and online learning. For example, 

learners must complete both online 

learning requirements and attend a 

F2F class in order to be deemed 

completed in a program.

Corporate Training Consultant
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As you can see, there are many ways 

to conduct online learning. In the 

scope of this article, the term “Online 

Learning” is very broad and it could 

refer to one or more learning 

approaches mentioned above. 

Now we are clear on the definition of 

online learning, it’s time to discuss 

how corporate L&D and trainers can 

take advantage of the trend of online 

learning. I have summarized three key 

factors for each.

Corporate Learning 

& Development

1. Rethink the entire L&D strategy

Online learning is not difficult to 

implement. We can add a lot of bells 

and whistles to make it engaging and 

interactive. But for corporate L&D, the 

most critical element is not the What

or How of online learning, but the 

Why – why we are doing it. Just 

because your competitor is launching a 

huge online training program and your 

staff are all Zoom-savvy does not mean 

you also need to do it. At the end of the 

day, training is meant to enable the 

business to achieve its objectives. 

Learning strategy should, regardless of 

COVID-19, always support business 

strategy. Whether you have an 

established learning strategy pre-

COVID-19, it’s time to rethink and 

replan your learning strategy post-

COVID-19. Ask yourself the following 

questions:

• What does the business need the 

most right now?

• How has the company’s strategy 

changed in midst of current crisis?

• How can learning & development 

support the business to achieve the 

new strategy?

Only when you have answered the 

above questions can you start to think 

the How – learning approach which 

may or may not include online learning, 

and the What – what programs to 

launch, what platform to use, etc. 

Don’t start the equation with low 

hanging fruits – the nice-to-have online 

programs. Again, start with Why. It’s 

not an easy question to answer, but 

answering the why will help you lay the 

solid foundation of everything that you 

do afterwards. More importantly, it will 

make your programs relevant to the 

business. Online learning may or may 

not be the best approach to support the 

business.

If you have already developed a 

program in light of the crisis, I suggest 

that you ask yourself this question:

What would happen to the business if I 

don’t do this ______________ (fill in the 

blank with a program name)? Then 

answer it honestly. It will help you 

clarify the importance of your program.
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2. Don’t forget Change Management

Let’s assume you have decided that 

online learning is the way to go. The 

next thing on your To-Do-List will be 

Change Management. Online learning 

disrupts the way we used to learn, and 

corporate L&D is responsible to manage 

the process of change. There are best 

practices in change management. 

Here’s a quick checklist:

• Get the buy-in from key stakeholders. 

Just as any initiatives in the 

corporate world, learning strategy 

will never be successful without the 

support from key stakeholders. Take 

as much time as you need to win the 

buy-in from department heads and 

senior management.

• Communicate often. As the saying 

goes, “You can’t overcommunicate”. 

This is especially true in midst of 

crisis or change. State the reason of 

moving into online learning in plain 

language and answer the question 

“What’s in it for me?” for staffs. What 

do they stand to gain by learning 

online as opposed to F2F style? 

Nothing turns people more off than 

saying “We can’t meet physically so 

the only way to learn is online.” Craft 

your answer thoughtfully.

• Start easy and get a quick win. Don’t 

start your online program with a 

virtual brainstorming session using a 

third-party collaborative platform in 

addition to the meeting platform. 

People will be overwhelmed. Instead, 

start with a simple webinar and 

generate a quick win. Then gradually 

increase the complexity of your 

program. When people see the quick 

result, their anxiety level goes down, 

and they get a boost in confidence of 

online learning.

• Provide enough software and 

hardware support. Do your staff have 

access to the necessary hardware and 

software in order to attend the online 

learning? Some platforms such as 3rd 

party collaboration platforms require 

certain level of CPU power in order to 

run the activity smoothly. If your 

staff work/learn from home, do they 

have strong and stable internet 

bandwidth? Get your IT department 

onboard when designing online 

programs and be ready to provide IT 

support to your participants.

3. Get help if needed

Online learning and F2F learning differ 

in many ways. One difference lies in 

program design. Online learning must be 

designed to keep learners engaged and 

focus. Simply putting all the F2F 

PowerPoint slides online and talk 

through them won’t work – you are 

basically encouraging your participants 

to check social media and their inbox. In 

online learning, especially Virtual 

Instructor-Led training, engagement 

trumps content. If the design fails to 

captivate learners’ attention, even world 

class content will not get you any result. 

Start by thinking about what existing 

contents and topics you want to convert 

to online learning. Some topics are 

inherently more suited for online 

learning, such as knowledge-based 

training (compliance training, resilience 

and EQ). Some topics, while you can do 

partly online, must be combined with 

face-to-face format to achieve the optimal 

result, such as hands-on training (coffee 

brewing, making the bed), team building, 

and creativity and innovation. Start with 

an easy topic will help you build 

confidence and momentum on the 

learning curve (and get a quick win too).
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Some corporate L&D may have 

internal resources to do course design 

and development. However, as 

mentioned earlier, online learning 

requires a slightly different skillset 

and experience. Don’t be afraid to get 

external and professional help. There 

are off-the-shelf online learning 

platforms and programs to choose from. 

Some even allow customization to suit 

your company’s unique culture and 

values. There are also consultants 

specializing in online learning who 

could provide professional help in 

design, development, and delivery of 

online learning.

Trainers / 

Consultants

It’s time to discuss how trainers and 

L&D consultants can take advantage 

of the rising trend of online learning. 

First and foremost, trainers must 

equip themselves with the skillset to 

conduct online training and workshop. 

Otherwise, they will find themselves 

significantly disadvantaged. It will be 

like Motorola in the 90’s. They placed a 

big bet on StarTAC, the latest analog 

mobile phone at the time, when the 

trend of digital phones was rising 

quickly. Failure, was inevitable.

Once trainers are willing to leave their 

comfort zone and step into the world of 

online learning, they can benefit from 

the following three advices.

1. Add extra value to your program

During the COVID-19 crisis, it’s not 

difficult to find free webinars swamping 

the virtual space. You can keep yourself 

busy the whole day attending one 

webinar after another, if you want. The 

implication is that content has become a 

commodity, in a sense. Therefore, 

trainers must be able to add extra value 

in their program if they want to stand 

out from the crowd. Ask yourself, if you 

can turn this program into a self-paced E 

Learning program, does it serve the 

purpose? If so, what’s the value of doing 

it in a virtual classroom format?

The way to add value in virtual classes 

may take many forms. For example, 

virtual trainers can strive to build 

connection in the virtual classroom. 

Connection trumps content in virtual 

trainings. Content is a commodity and is 

free everywhere. Connection is not. 

Connection is personal, and the more we 

are told to maintain physical distance 

with people around us, the more we crave 

for interpersonal connection online. 

Human are by nature social animal after 

all. Successful virtual trainers must be 

connection builder. Fortunately, there 

are many tools and features available to 

help build the connection in virtual 

classrooms, such as breakout rooms, 

annotation, third party collaborative 

platform, etc. Trainers just need to learn 

and master them.

Another way to foster connection is to 

utilize online community. Nearly all 

social and communication platforms, 

such as Facebook, LinkedIn, WhatsApp, 

WeChat, allow you to create social groups. 

Create learning groups for your cohorts 

so that people stay in touch after the 

class. Trainers may continue to add value 

by sharing additional resources related to 

the topic.
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2. Redesign to engage

As mentioned before, design is 

everything in online learning. Whether 

you are converting your existing 

content or creating new content from 

scratch, one principle to abide by is 

engagement. Ask yourself: how the 

content can be designed to keep learners 

engaged? Here’s a few quick tips:

• More slides – It may seem 

counterintuitive, but in virtual 

training you want more slides, not 

fewer. More slides mean more visual 

changes, and participants will stay 

engaged. Staying on a single slide 

and talk for 20 minutes will send 

your participants to absolute 

boredom.

• Get animated – You lose about 50% 

of physiological communication 

power when you conduct your class 

online, because your participants 

can’t see your whole body gesture, 

your hand movements are limited, 

and you can’t make use of the 

physical space by walking around. So 

your voice, gestures, facial expression 

all need to be a bit exaggerated or 

your learners won’t feel it. If you use 

slides, utilize the animation function 

to make frequent visual changes.

• Get familiar with the interactive 

functions – Regardless what online 

platform you are using, there are 

plenty of bells and whistles to 

interact with participants: Chat, Poll, 

Breakout Room, Annotation, etc. Get 

yourself absolutely proficient in using 

those features. Aim for one 

interaction every 15 minutes. If you 

don’t interact at all, people might as 

well attend self-paced E-learning 

programs.

3. Ready, Fire, Aim

Learning to deliver virtual training is 

just like you first learned delivering F2F 

training decades ago. How did you learn 

that back then? By practicing and 

learning from mistakes. Same here. 

Conducting virtual classes, just as any 

other skills, can only be learned by 

practicing and learning from experience. 

So take actions, and proactively seek 

participants’ feedback. Create a “Lesson 

Learned Log” and document any 

successful and not-so-successful 

instances. Don’t wait until you are 

perfectly ready to deliver your first 

virtual class. Your perfect class may 

always be your next class.

How do firefighters fight the fire? Do 

they make sure they aim at the bullseye 

of the fire before shooting? No! They get 

ready, fire, then adjust the shot. Same 

here. Get yourself ready, go deliver the 

class, and learn from it.

“In the midst of every crisis 

lies great opportunity.”

There’s no doubt that COVID-19 has 

disrupted our lives and the world of 

learning & development. In retrospect, 

online learning has been in the market 

long before COVID-19, but it hasn’t got 

into mainstream by any means. If there 

is anything we should thank COVID-19 

for, it will be its strong push for 

worldwide adoption of online learning. 

Willingly or unwillingly, people are 

getting used to learn online. Therefore, 

corporate L&D and trainers who are 

willing to adapt, take actions, and learn 

from the experience will thrive. Those 

who stay put and wish for the world to go 

back to pure F2F post-crisis will fall 

behind. The world has changed, and 

there’s no going back.
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Reimagining 

emerging ASEAN in 

the wake of COVID-19

o nation has escaped widespread 

disruption from COVID-19. But while 

the pandemic has affected nearly every 

country, its timing, the degree of its 

disruption, and the ability of countries 

to respond have varied significantly. 

Larger, developed nations have 

generally had the resources and 

infrastructure to weather the 

pandemic and provide a solid 

foundation for recovery. Less-

developed countries, including 

emerging ASEAN (Indonesia, Malaysia, 

Philippines, Thailand, and Vietnam) 

began the crisis at a disadvantage, and 

COVID-19 exposed and often 

heightened their challenges.

McKinsey's research on emerging 

ASEAN countries explored a series of 

trends that the pandemic has caused 

or accelerated. Within these trends lie 

the potential recipe for recovery, but 

stakeholders must be prepared to 

reimagine their country’s economy. 

Five key levers — manufacturing hubs, 

green infrastructure, investments in 

digital, talent reskilling, and high-

value food industries — could not only 

speed up the economic recovery in 

these countries but also lay the 

foundation for extended growth.

N
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COVID-19’s impact on 

lives and livelihoods

Although the pandemic hit the Asian 

region first, its countries — including 

emerging ASEAN — have to date recorded 

significantly lower transmission and 

fatality rates per capita than other regions. 

As of August 20, 2020, transmitted cases 

per million people stood at approximately 

582 across emerging ASEAN countries 

compared with 16,737 in the USA, 4,121 

in the Eurozone, and 9,924 in Latin 

America. ASEAN countries also 

experienced lower death rates — 16 per 

million across versus 524 in the USA, 368 

in the Eurozone and 388 in Latin America. 

If this trend holds, ASEAN countries could 

emerge from the COVID-19 pandemic 

with a significantly lower toll on lives 

compared with other regions.

So far, the lower fatality toll has not 

translated into a rosier economic outlook 

for many ASEAN countries. In emerging 

ASEAN, some governments generally 

weren’t able to mount the same magnitude 

of stimulus programs as developed nations 

to cushion the pandemic’s blow. Moreover, 

their significant informal economy and 

large unbanked population have hindered 

the distribution of relief aid. As emerging 

ASEAN leaders look to the next phase of 

the recovery, forecasts indicate that these 

countries could take a bigger hit to growth 

and face less certain prospects in the 

coming years.

A focus on five key levers 

could both accelerate the 

region’s recovery and make 

the gains more enduring.

Disclaimer: 

This article first appeared in the MIM e-Management in October 2020. 

By Eoin Daly, Kaushik Das and Rebecca Yeoh, McKinsey & Company
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McKinsey modeled nine potential 

economic outlook scenarios that 

reflected the effectiveness of virus 

containment and economic response. A 

survey of 100 ASEAN executives found 

that 40 percent of respondents favored 

the A1 scenario, in which economic 

interventions would be effective in 

shoring up essential consumption but a 

recurrence of the virus was likely, 

leading to a second round of lockdowns. 

Eighteen percent of executives agreed 

with the A3 scenario, where initial 

measures would contain the virus and 

prevent repeated lockdowns. These 

results were in line with a larger survey 

of 2,500 global executives.

Under the A1 scenario, the global 

economy’s growth rate would be -11.1 

percent compared with Q4 2019 growth 

rates. Several emerging ASEAN 

countries could see a more drastic 

slowdown: Thailand (-13 percent), 

Malaysia (-13.5 percent), and the 

Philippines (-13.6 percent). Meanwhile, 

Indonesia’s economy could see a decline 

of -10.3 percent, roughly on par with 

the global average. All of these 

countries are estimated to record 

annual GDP growth below that of the 

2008 global financial crisis (-11.5 

percent to -5.3 percent forecasted for 

2020 compared with -2.2 percent to 4.5 

percent in 2009).

Five growth levers for 

emerging ASEAN to 

consider

The pandemic accelerated five trends in 

the ASEAN region. As Southeast Asian 

policy makers and executives turn their 

attention from reopening to 

reimagining their economies, these 

trends could be an engine propelling 

ASEAN’s growth in the coming years.

Advancing as 

manufacturing hubs

Trade had been regionalizing in the 

years before the COVID-19 pandemic. 

Intra-Asia trade increased fourfold from 

2000 to 2017 compared with growth in 

global trade of 2.8 times, as consumption 

demand from emerging Asian economies 

rose. Meanwhile, China’s share of 

exports in labor-intensive manufacturing 

declined (down three percentage points 

from 2014 to 2016), as this kind of 

production shifted to other markets, with 

Southeast Asia as a leading alternative.

Intra-Asia trade is expected to fall 13 

percent from 2019 to 2020 compared 

with a drop of 20 percent in East-to-West 

trade. The inclination of senior global 

executives to diversify supply chains 

from China to other Asian countries has 

intensified. Based on a survey of 150 

global businesses by QIMA, 67 percent of 

EU executives and 80 percent of US 

executives said they intend to shift 

sourcing to other Asian countries. 

It follows that emerging ASEAN has a 

chance to attract new investment in 

labor-intensive manufacturing. Several 

Southeast Asian countries have already 

taken steps in this direction:

• Thailand has announced policies to 

establish the country as an electric 

vehicle hub in five years, including 

use of electric vehicles by 

governmental organizations and state 

enterprises and the introduction of 

electric buses and electric motorcycle 

taxis. 

• Malaysia has built up 4.3 gigawatts of 

solar-cell-module manufacturing 

capacity, making it the third-largest 

maker outside of China. 
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• Vietnam has become a popular 

destination for electronics 

manufacturing, with companies 

such as Google and LG locating 

their smartphone manufacturing 

operations in the country.

Investing in basic and 

green infrastructure

The green energy revolution has been 

a long time in the making, but the past 

few months have seen a spike in 

interest. Climate action remains 

critical over the next decade, and 

investments in green infrastructure 

and the transition to a lower-carbon 

future could spur significant near-term 

job creation. And with near-zero 

interest rates for the foreseeable 

future, there is no better time than the 

present for such investments.

The proportion of renewable energy 

generated as a percentage of total 

energy in China, the European Union, 

and the United States grew from 18 

percent in 2005 to 27 percent in 2020 

as the cost efficiency of these 

technologies improved. In the wake of 

the pandemic, countries are investing 

in green infrastructure to spur 

economic recovery and create jobs. The 

European Union, for example, 

unveiled an $825 billion COVID-19 

relief package that includes boosting 

clean energy and transport, with the 

goal of carbon neutrality by 2050. 

Likewise, China has announced its 

intent to attract $500 billion in 

investment for “new infrastructure,” 

including electric-vehicle charging 

stations.

Emerging ASEAN has an opportunity 

to unlock economic growth by doubling

down on green infrastructure as well

as addressing basic infrastructure gaps. 

For example, in Indonesia, 47 percent of 

households have no internet access, 6 

and 11 percent do not have access to 

clean water. In a fiscally constrained 

environment, policy makers could 

consider regulatory models that offer 

fair returns to encourage investment in 

these sectors.

In addition, building out green 

infrastructure such as renewable and 

energy efficiency technologies could 

accelerate economic growth. According 

to 2017 research by Heidi Garrett-

Peltier, these technologies have nearly 

three times the job-creating impact of 

investment in fossil fuels. Current 

share of renewables in power capacity 

stands at 11 percent in Indonesia, 

22 percent in Malaysia, and 22 percent 

in Thailand, compared with an Asia 

average of 34 percent, leaving ample 

room for investment and expansion. 

Governments can accelerate 

penetration of renewables and energy-

efficient technology in a few ways:

• Build capabilities that enable 

climate-risk modeling and 

assessment of climate change 

economics. This creates a fact base to 

inform recovery programs, develop 

improved infrastructure planning, 

and enable climate stress-testing in 

funding programs.

• Invest in a broad range of 

sustainability levers. These levers 

include building renewable-energy 

infrastructure, expanding the 

capacity of the power grid and 

increasing its resiliency to support 

increased electrification, retrofitting 

buildings, and developing and 

deploying technologies to decarbonize 

heavy industries.
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• Enhanced financial incentives that 

encourage consumer and business 

investment. Policy makers could 

expand incentives to invest in 

distributed renewable generation 

(for example, solar panels) on 

commercial and residential premises 

and energy-efficiency technologies. 

They could employ schemes that 

allow consumers to sell energy back 

to the grid by introducing loans and 

grants that defray initial 

infrastructure investment costs.

• Coordinate complicated and 

interdependent infrastructure 

rollout. Large-scale infrastructure 

investment, such as electric-vehicle 

charging networks and floating solar 

technology, requires coordination 

across multiple private and public 

sector entities to execute successfully. 

Governments can help address 

dependencies by taking on an 

explicit coordination role to facilitate 

communication between players, 

laying out frameworks that make 

clear how investors will be 

remunerated, and establishing 

regional rollout timelines.

• Accelerating public sector uptake. 

Governments are the owners of a 

vast amount of infrastructure in 

many countries, ranging from 

schools to offices. They could adopt 

energy-efficiency solutions across 

these premises, positioning 

themselves as leading consumers of 

green energy.

Preparing companies 

for a digital future

In the wake of the pandemic, digital 

technologies moved quickly from a 

strategic priority to an operational 

imperative — both to accommodate 

remote workers and serve consumers as 

they flocked to e-commerce channels. 

Lockdowns caused sharp increases in 

the adoption of digital channels across 

the world and within Asia, especially for 

spending on essential items. According 

to McKinsey’s COVID-19 consumer 

pulse surveys, users of the online 

grocery channel grew by as much as 60 

percent in the United States. Some 

20 to 40 percent of customers in India, 

Japan, South Korea, the United 

Kingdom, and the United States also 

tried ordering food online for pick-up at 

grocery stores for the first time, and 

50 to 80 percent of new customers in 

these countries have indicated they will 

continue using these channels once 

lockdowns lift.

The risk that these developments could 

leave small- and medium-sized 

enterprises (SMEs) behind could be 

managed through government support 

and programs. According to a McKinsey 

survey in 2018, 60 to 95 percent of 

digital revenue accrues to the largest 

10 percent of companies in a sector. 

Yet SMEs account for a significant 

share of the region’s economic activity, 

meaning that enhanced digital 

capabilities could translate to additional 

revenue. Increasing digital adoption to 

levels seen in developed markets could 

boost GDP growth by one percent in 

Malaysia; and technology 

transformations could add $2.8 trillion 

to Indonesia’s economy by 2040. 
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Capturing this opportunity requires 

three actions beyond building internet 

infrastructure:

• Develop digital capabilities in 

companies. While SMEs are often 

aware of the imperative to go digital, 

many are challenged to do so in 

practice. Southeast Asian countries 

could consider redirecting SME 

support toward digital capability-

building programs. For example, 

Singapore offers the Industry 4.0 

Human Capability Program, which 

helps 300 SMEs implement digital 

use cases and redesigns jobs to 

support them. In addition, the 

government’s Scale-Up program 

supports local champions on a two-

year growth journey with modules 

such as digital transformation and 

new business building.

• Digitalize government processes to 

encourage adoption by companies 

and citizens. To encourage wider use 

of digital tools by businesses and 

citizens, governments can digitalize 

their processes. Much of government 

procurement and invoicing in the 

region is still done by paper, offering 

the possibility of a shift to 

digitalization of business processes 

and channels. For example, the 

Indonesian government has 

partnered with Bukalapak, an 

Indonesian e-commerce company, to 

facilitate e-government services 

such as tax and utilities payments.

• Provide financial incentives to boost 

digital adoption. Introducing tax 

incentives, grants, and loans could 

encourage the adoption of digital 

tools. For example, in the aftermath 

of the pandemic, Singapore provided 

$350 million in digital 

transformation grants for businesses

to support e-payments and advanced 

digital-solution adoption.

Facilitating and 

redeployment at scale

For the past several years, business 

leaders have been preparing for the 

impact of automation and digital 

technologies on their workforce. The 

economic downturn is accelerating job 

displacement. In the A1 (virus recurs, 

leading to a second round of lockdowns) 

scenario, jobs at risk could increase by 

up to 878,000 in Malaysia, 4.5 million 

in the Philippines, 9.2 million in 

Indonesia, and 2.4 million in Thailand. 

Some 40 to 70 percent of jobs at risk 

from COVID-19 in Europe and the 

United States are already automatable 

under current technology, suggesting 

the possibility of long-term 

displacement even after the economy 

recovers.

With job displacement may come 

opportunity. For example, the 

pandemic has moved society in the 

direction of contactless commerce, a 

development that could spur demand in 

the region for more skilled workers in 

digital fields. Increased demand for 

healthcare and related services may 

also lead to job creation.
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Countries should consider making 

reskilling and redeployment support 

available at an unprecedented scale to 

address job disruptions from COVID-

19. Such an effort could comprise 

three elements:

• Facilitate a sufficient supply of 

reskilling and redeployment 

services. Reskilling is most 

effectively undertaken in 

partnership with employers, but too 

often this task is managed by siloed 

training institutions. Facilitating 

partnerships across the corporate 

world to provide training can boost 

the volume and effectiveness of 

reskilling; for example, in New 

Zealand a coalition of companies 

made public commitments to double 

their on-the-job training and 

reskilling hours by 2025.

• Provide funding to support demand 

for training. During an economic 

downturn and mounting job losses, 

job seekers and employers alike 

may struggle to finance training. 

Providing government support to 

pay for a portion or all of these 

training programs could help. For 

example, as part of COVID-19 

stimulus, Singapore is offering a 

six- to 12-month training program, 

including a monthly allowance of 

S$1,200 per participant for living 

expenses.

• Match supply and demand using data. 

The jobs that disappear during the 

COVID-19 downturn may not be the 

same ones that return as the 

economy recovers. To encourage 

thoughtful reskilling, countries could 

analyze likely sources of economic 

growth and job opportunities, 

categories at risk from COVID-19 

and automation, and feasible 

pathways for job seekers to transition 

into new opportunities. Talent 

Exchange, a platform set up by US-

based eightfold.ai, is an example of a 

one such platform launched to match 

individuals displaced from work by 

COVID-19 with job opportunities.

Building high-value 

food industries

According to the World Bank, 

agriculture makes up a significant part 

of the economy for much of emerging 

Southeast Asia — 12.7 percent in 

Indonesia, 7.3 percent in Malaysia, 

8.8 percent in the Philippines, 8 percent 

in Thailand, and 14 percent in Vietnam. 

Strengthening and expanding the 

agricultural sector in these countries, 

especially through higher productivity, 

could increase its economic value-added 

while enhancing food security.

The pandemic has disrupted food 

security in three main ways: loss of 

income, channel shifts resulting in 

changing demand patterns, and supply 

interruptions. These issues have 

affected both low- and high-income 

countries. While restrictions on food 

exports have remained negligible for 

now, food security issues could intensify. 

Developed food-importing markets such 

as Qatar and Singapore have 

announced their intention to step up 

food security initiatives.
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Hundreds of millions of people may be 

unable to afford enough food as a 

result of mass unemployment caused 

by the crisis and potential food price 

volatility. In addition, changing 

consumer preferences could lead to 

supply and demand imbalances; for 

example, migration from foodservice 

channels led to an estimated 10 

percent oversupply of milk in the 

United States in April 2020. Such 

disruptions put smaller businesses at 

risk, as they may not have the 

resources to outlast them. The exit of 

smaller businesses from the market 

could lead to supply gaps once 

demand rebounds.

Notwithstanding the global 

challenges stated above, there are two 

opportunities for domestic growth 

that stand out in the region’s 

agricultural sector:

Raise farmers’ productivity 

to aid competitiveness of 

local upstream production.

• Governments could coordinate the 

formation of cooperatives among 

smallholders to enable them to 

benefit from economies of scale, 

including sharing technology and 

management systems.

• Smallholders often operate with 

limited working capital and can 

survive only a few days in the 

event of an economic shock. Policy 

makers could make financing for 

working capital more easily 

available for solvent smallholders.

• Governments could provide 

technical support and assistance to 

encourage the deployment of 

technology.

Expand the agricultural 

sector into the 

downstream parts of the 

value chain, such as 

processing, packaging, 

and retail, to enable 

greater value capture.

Demand for packaged food is likely to 

rise as emerging ASEAN economies 

develop; local industries can take 

advantage of this substantial business 

opportunity. Emerging ASEAN 

countries consume a lower proportion 

of packaged food compared with the 

global average and developed markets, 

except for Malaysia. For example, 

according to Euromonitor, packaged 

food sales in the Philippines and 

Thailand make up 58 percent and 

60 percent of total food and beverage 

sales (excluding alcoholic drinks), 

respectively, compared with 77 percent 

in China and 81 percent in the United 

Kingdom.

Stakeholders should make a concerted 

effort to attract relevant foreign 

investors in the sector. Such an 

initiative would involve identifying 

global downstream players in key 

agribusiness sectors, understanding 

the enablers needed to attract those 

participants, and putting them in place 

(for example, by introducing global 

players to local agribusiness 

enterprises in noncompeting subsectors 

that could give the foreign investors 

access to local distribution networks).
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The 

Strategy 

Spectrum

ecently, asked to explain strategy 

in the spectrum of life and decision 

making, the best I could think of was 

to visualize two different stories.

The Elevated View

Imagine you are on a busy street in a 

large city, caught up on the ground in 

a traffic snarl. Suddenly, like Icarus 

and Daedalus, one gets wings. You 

start rising and spiraling upwards. 

Soon you are at a bird flight level and 

can see many roads and most of the 

city. You realize that the traffic snarl 

was just for a short juncture and by 

making a small turn you can go free. 

The street level is fire-fighting 

operations and the bird’s eye view is a 

tactical level.

Next you keep rising and are at an 

atmosphere level viewing much of the 

country. The expanded view is much 

wider and larger, and yet has fewer 

details. That is alright, because you 

realize that the city is not the only 

place; much beauty and comfort exists 

in rural areas and other cities. One 

can move to other places and do other 

things. We are able to strategize and 

make larger and more long reaching 

decisions. That is the strategy level. 

R

By Sarfaraz Rehman 

Now, unlike Icarus, you fly higher and 

nearer the Sun, but do not lose your 

wings. Up in space you can see the 

whole world. It’s the most amazing view 

and is actually a Vision. Once up there, 

you can do just about everything by 

simply viewing the world, thinking 

larger than life and delegating the 

related strategy to others. This 

Visionary element is granted to few and 

far between in a single life.  This is a 

scale above strategy, but while strategy 

can more or less be a constant in life, a 

Vision will come rarely.

On the Ground View

A bunch of people are on a bus, which 

has broken down in a forested and hilly 

region. You have been charged to get the 

others out of there to safety. People are 

scared and most do not want to leave 

the safety of the bus. What to do?

First you go outside and climb the top of 

the bus and look around. Visible on an 

elevated ground is a lighthouse tower, 

which is considered to be safety for all. 

This becomes your Vision. We have to 

achieve it any which way.

Also visible is a set of open areas along 

the way to the lighthouse, which can be 

joined together like dots, to form a rough 

road to the lighthouse. To form the road 

to the lighthouse is strategy. 

Pakistan
Management Association of Pakistan
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We then organize a few who are 

willing to get down and push the bus. 

The others who are scared stay inside 

the bus. Our workforce pushes the 

bus and also clears up hurdles and 

forms a path. You appoint a manager 

to coordinate and guide them from 

the bus top. So the guys who are 

doing the ground work are foot 

soldiers doing the fire fighting and 

operations. The manager on the top, 

is aware of wider surroundings and 

plans the activity from clearing to 

clearing. So he is doing the guidance 

and tactical work, ensuring that he 

keeps the bus moving along.

Lastly, you are also on the bus top, 

but do not have to worry about the 

managerial work, as that is someone 

else’s responsibility. No, you are 

keeping in sight the various clearings 

which make the broad road to the 

lighthouse. We want to ensure that 

the strategy of getting to the 

lighthouse remains intact. Every now 

and then you get feedback from the 

manager on progress and difficulties. 

Using that feedback, you keep 

adjusting the route a bit, hence 

ensuring the overall strategy.

This feedback loop is a normal part of 

reality being shaped into the strategy. 

Never at any time will the Vision (of 

safety at the lighthouse) change. True, 

that once we get to the safety of the 

lighthouse, then we will review the 

‘situation’ to cast a new Vision, but 

that is after we have achieved our 

present Vision.

If any are wondering, what a 

lighthouse is doing on a hilltop, I do 

not have a credible answer. But it 

seemed like a nice Vision. 

Sarfaraz Rehman

Chief Operating Officer / Director 

Fauji Fertilizer Bin Qasim Ltd.

Executive Committee Member

Management Association of Pakistan
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Leading for a 

Stronger World

A Discussion with Global 

Experts on Reigniting Our 

Stalled Economy

ast 15 September 2020, the 

Management Association of the 

Philippines (MAP) celebrated yet 

another milestone with its 18th 

International CEO Conference and its 

first-ever web conference - one that 

was staged on multiple online 

platforms to broaden access to 

insights and learnings across various 

audiences: the local and international 

business community, government 

representatives, and even university 

students all over the Philippines. 

What was initially a challenge of 

holding an event in the middle of a 

pandemic turned into an opportunity 

to blaze a new trail for global 

collaboration and insight-sharing 

with a conference that is truly 

international.

An advantage of staging a digital 

conference is that we get rid of 

barriers that require the physical 

presence of our speakers. Because of 

this, the MAP was fortunate to have 

some of the world’s most prominent 

experts share their views.

L

The Philippines
Management Association of  the Philippines

By Junie del Mundo

Issues and crises we 

are collectively facing

One of the common threads expressed 

by all our speakers is that the world is 

entering an unprecedented period of 

transition that affects every realm of 

society.

Dr. Jeffrey Sachs, President of the UN 

Sustainable Development Solutions 

Network, identified three major 

challenges in this new geo-political era. 

The first is obviously COVID-19, a 

massive health issue that comes with 

equally massive economic implications. 

The second is the emergence of new 

technology that has led to the 

polarization of society, the 

destabilization of geo-politics, and the 

accentuation of the gap between the 

haves and the have-nots. Finally, he 

talked about a creeping climate 

change crisis that similarly creates 

an enormous impact to our economy 

and our society.
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Mr. Blair Sheppard, Global Leader for 

Strategy and Leadership of PwC UK 

captured these issues through his 

ADAPT (Asymmetry, Disruption, Age, 

Polarization, and Trust) Framework, 

which paved the way for four crises:

• The first is a crisis of prosperity: 

there is rising inequality, with poor 

life choices for young people, a 

squeezed middle class, and a mass 

of people on the brink of retirement 

and lacking savings.

• The second is a crisis of 

technology: the world’s economic 

system drives innovation, yet fails 

to manage unintended negative 

consequences, polluting key 

elements of life support, from 

climate to the dissemination of 

news or information.

• Thirdly, there is a crisis of 

institutional legitimacy: more 

people worldwide lose trust in 

government agencies, and 

institutions that try to maintain 

their existing structures in the face 

of major global forces find 

themselves buckling and warping, 

rather than adapting.

• Lastly, there is a crisis of 

leadership: people increasingly 

mistrust and blame those in power 

for their inability to manage these 

crises, and instead focus on narrow 

priorities rather than lead the 

world towards holistic solutions.

In her session, “Championing Media 

Freedom in Asia,” Atty. Amal 

Alamuddin Clooney posited that 

democracy is under threat, stating 

that there can be no functional 

democracy without a free press, and 

press cannot be free when journalists 

are criminalized for their work. The 

human rights lawyer warned that 

COVID-19 is being used by 

governments to seize power and 

exacerbate abuses. Governments have 

criminalized so-called fake news on the 

pandemic and had scores of journalists 

arrested, while deadly untruths have 

spread. She also mentioned that since 

more journalists are now imprisoned for 

their work, there needs to be greater 

accountability for attacks on the media

The topic of geopolitics presented by 

both Dr. Sachs and the Chair and Chief 

Economist of TAC Economics, 

Dr. Thierry Apoteker, shows that 

geopolitical rivalry and the reasons that 

sustain it have not stopped with 

COVID-19. Depending on its depth and 

duration, the crisis could lead us 

towards even more disruptive issues, 

which Mr. Sheppard and Dr. Apoteker

noted would include protectionism and 

populism. It has also been observed that 

populist leaders are attempting to 

control our everyday life, including the 

independence of the media sector as 

argued by Atty. Clooney when she 

discussed media freedom. Common 

among the presenters is the issue of 

new technology, which can 

simultaneously empower and alienate 

individuals and societies alike.

With challenges coming at us from all 

angles, how can leaders - specifically 

those in the private sector - take the 

reins and guide us towards a stronger 

world that survives our current crisis?
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More collaboration, 

less fragmentation

One of my main takeaways from all 

the esteemed speakers is the need to 

act collaboratively amid these 

dangerous times. The need to be 

united has never been more 

important. As the world teeters on 

the brink of irreparable discord, 

unity and cooperation will pave the 

way towards greater harmony, 

respect, and recovery from that crisis 

that we face.

The ASEAN Secretary-General, 

H.E. Dato Paduka Lim Jock Hoi, 

emphasized the importance of the 

“Whole-of-ASEAN Community 

Approach,” which engages 

collaboration among multiple sectors 

to curb the pandemic in the ASEAN 

region. Significant initiatives include 

the establishment of the COVID-19 

ASEAN Response Fund and the 

ongoing regional reserve of medical 

supplies and standard operating 

procedures to deal with future public 

health emergencies. 

In solving our current health crisis, 

Dr. Sachs advised that industries 

and the private and public sectors 

must also work together in order to 

strike a balance that results in 

effective health measures with 

sustained economic activity to 

prevent the paralysis of our society.

Embrace technology 

and innovation 

responsibly

Without a doubt, technology has helped 

us solve some of the most pressing 

global issues. But as our speakers 

illustrated, it has also broadened the 

inequality gap and disadvantaged those 

who do not have access to it. Moving 

forward, it is imperative that leaders 

continue to embrace technology and 

innovation while remaining mindful of 

its implications to the broader society. 

H.E. Lim Jock Hoi called upon the 

private sector to adapt to digitization as 

a way to support recovery and improve 

productivity. This includes maintaining 

strong partnerships with the 

government and other sectors to 

address cybersecurity, and re-skilling of 

the workforce.

Mr. Sheppard likewise presented a 

three-point framework as essential 

actions for leaders: namely to REPAIR, 

RETHINK, and RECONFIGURE. To 

Repair, the immediate imperative is to 

fix what has been broken, such as 

human and economic damage, increased 

national debt, tax base, and short term 

spending. To Rethink, companies need 

to rethink their operating models to be 

more robust in handling disruptions. 

Countries and companies will need 

competitive and collaborative strategies 

that are dramatically different from 

those they might have imagined a few 

months ago. To Reconfigure, 

organizations must fundamentally 

re-configure or re-engineer public and 

business institutions. This would 

include capacitizing stakeholders with 

the same technology, to enable them to 

advance similarly.
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Leadership: the 

densest thread to 

ensure business 

resiliency

It goes without saying that good 

leadership - whether in the private or 

public sector, large companies or 

small households - is critical in 

making sure we all make it to the 

other side of this crisis. As business 

leaders, we must make decisions that 

ensure stable, more efficient, and 

resilient supply chains that enable 

business continuity. As followers in 

other aspects, we must remain 

cognizant of the power we continue to 

wield in choosing the leaders who will 

navigate our society through these 

global shifts.

Dr. Sachs noted that global 

leadership is critical in determining 

whether we make it out of these 

crises alive and stronger than ever. 

Our leaders are called upon to act 

ethically - through behavior that is 

intercultural and transcends religion 

- in order for us to solve our current 

issues and transform for the better. 

As leaders of the business community, 

the onus is on us to do our part.

(This article reflects the personal 

opinion of the author and does not 

reflect the official stand of the 

Management Association of the 

Philippines or the MAP. Junie del 

Mundo is the Vice Chair of the MAP 

CEO Conference Committee and Co-

Founder and CEO of the EON Group, a 

fully integrated communications 

consultancy with expertise in consumer 

and corporate PR, reputation 

management and public affairs, digital 

marketing and creative technology, and 

experiential marketing. Feedback at 

<map@map.org.ph> and 

<junie.delmundo@eon.com.ph>.  

For previous articles, please visit 

<map.org.ph>)
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