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Diakhir sessi ini peserta akan dapat:-

Memperjelaskan strategi kepimpinan dalam
mencapai matlamat kerjaya personal dan
organisasi
Mengadaptasi kepimpinan strategik dalam
organisasi
Memahami teori dan amalan kepimpinan
strategik

Mengurus sumber manusia dengan lebih efektif
ke arah pencapaian matlamat organisasi
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MODUL 1:
PENGENALAN



Apakah perkataan untuk menerangkan maksua
kepimpinan strategik?
Activiti 1:

Apakah perkataan yang terkeluar dari minda anda apabila menjelaskan
kepimpinan strategik?

Activiti 2:

Adakah ilmu kepimpinan itu sains atau seni?



ELEMENTS OF BASIC LEADERSHIP

Ability to Ability to
Inspire Influence

Ability to

Trustworthiness + Communicate

Ability to gather Clearly and ;
support Convincingly

BASIC LEADERSHIP




ELEMENTS OF BEING STRATEGIC

Having a clear Ability to see

image of the ‘big
organisation’s

o icture’
TM&Y——

Knowing the”

Having multiple current position
strategies to and is distance
achieve M&V from'the M&V

$

BEING STRATEGIC




ELEMENTS OF STRATEGIC LEADERSHIP

Basic

Leadership
Elements

Ability to
generate
‘buy-in’

¥

STRATEGIC LEADERSHIP



STRATEGIC LEADERSHIP DEFINITION

Strategic Leadership is a basically the combination of a leader
having all the basic leadership elements + being able to be
strategic in thinking and action
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Model Pengurusan Strategik Agensi Sektor Awam "

1 9 3 4
PERANCANGAN PEMANTAUAN PENILAIAN
DAN ‘ PELAKSANAAN ’ DAN ‘ DAN SEMAKAN

PENGUKURAN SEMULA
FORMULASI
PRESTASI
* Penetapan Hala Tuju Strategik |+ Program Kesedaran +Mekanisme Pemantauan | * Menlal Pencapaian
Agens! * Pelan Operasi + Mekanisme Pengukuran | * Menia
+ Penenfuan lsu-isu Straegk |+ Perunfukan Sumber- +Laporan Pemantauan Keberkesanan
» Penentuan Tindakan-tindakan |  sumber dan Pencapaian * :ﬁmhﬁhhﬂ'm
ETFEEQI{ C PEH:"EdlEHH Ekosistem ¥ Kaﬂan Semula Pmmm fusan
* Penyediaan Dokumen Pelan yang Menyokong  Kajien Impak Program | * @ién Semula Pelan
Strategik + Pengurusan Perubahan Strategik




Mempunyal pelbagal kepakaran dan
berkobolohan monjadi konsultan dalam
merangka strategl yang komprehensif dan
melaksanakan latihan yang tepat untuk
memastikan kejayaan sesobuah organisasl.

Mempunyal kepakaran khusus dan
berkebolehan mengurus perubahan secara
cokap dan berkesan,

Menjadi pakar rujuk, mentor dan pembimbing
gera berkebolehan merancang dan
melaksanakan penambahbalkan berterusan
dalam bidang-bidang tertentu.
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Berpengalaman luas, mampu menyelia dan
membimbing serta berkebolehan melakukan
educated guess masalah organisasl yang
mungkin timbul dan melaksanakan langkah

Sentlasa melaksanakan tugas dan
tanggungjawab dengan penyeliaan dan

bimbingan yang minimum sorta mampu
menyelesaikan masalah,

Memahami dan melaksanakan lugas dan
tanggungjawab dengan penyeliaan dan
bimbingan.

Strategic Foresight m‘
Chiange Masagenwernt
Leading Change
Coaching & Mentoring
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PROFIL PRESTASI

BIDANG LATIHAN
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The Strategic Leaders Habits- Pisapia (2013)

Apakah yang sedang

_ Apakah yang perlu
berlaku sekarang? "

berlaku?

Bagaimanakah cara untuk

mempastikan ianya kekal
berlaku?

Bagaimanakah cara untuk
membuat ianya berlaku?



Model Kepimpinan Strategik

Apakah yang sedang berlaku Apakah yang perlu berlaku?

sekarang?

Kepimpinan
strategik

Bagaimanakah cara untuk
membuat ianya berlaku?

Bagaimanakah cara untuk

mempastikan ianya kekal
berlaku?



Pemimpin

Strategik

| |
Berfikir Bertindak ~ Berpengaruh

(thinking) (acting) (influence)



Tiga kemahiran utama kepimpinan strategik

* 1. Strategic Thinking Skills

» Strategic thinking is grounded in a strong
understanding of the complex relationship between the
organization and its environment. It requires taking a
broad view, involving the right people, with important
information and perspectives, asking probing questions
and facilitating conversations. Strategic thinkers then
identify connections, patterns and key issues



Berfikir Strategik




2. Strategic Acting Skills

+ Strategic acting involves taking decisive action that is
consistent with the strategic direction of the
organization--despite all ambiguity, complexity and
chaos. A strategic plan is only a plan; an organization's

actual strategies lie in the decisions and choices
people make.




Bertindak Strategik




3, Strategic Influencing Skills

* Strategic influencing is about building commitment to
the organization's strategic direction by inviting others
into the strategic process, forging relationships inside

and outside the organization, and navigating the

political landscape.




Berpengaruh
Strategik
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VUCA WORLD

* \Visionary

* Understand
* Clarity

* Agility

Volatility

FAST, UNPREDICTABLE CHANGES WITHOUT
CLEAR PATTERNS OR TRENDS

Uncertainty

FREQUENT DISRUPTIVE CHANGES WHERE
THE PAST IS NOT A VERY GOOD
PREDICTOR OF THE FUTURE

Complexity

MULTIPLE, COMPLEX, INTERTWINED
TECHNOLOGICAL, SOCIETAL, GEO-
POLITICAL AND ECOLOGICAL EVOLUTIONS

Ambiguity
LITTLE CLARITY ON WHAT IS REAL OR

TRUE AND DIFFICULT TO PREDICT THE
IMPACT OF ACTION OR INITIATIVES







SRR T .t sv e e

i e e

- . -

e thnd
v

" N e
R o e S e

| networks

R e
u

— et -

~ ooy ... e

20 years ago there were

©
O
O
p)
O
-



20 years before that
We didn’t have the Web




olatility

ncertainty

omplexity

mbiguity

The New
Normal




VOLATILITY
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The nature, speed, volume, magnitude and

dynamics of change



UNCERTAINTY
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The lack of preditbiliy o ISsues and events




W o

The confounding of issues and the chaos that

surround any organization
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AMBIGUITY

The haziness of reality and the mixed
meanings of conditions.
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Reframe

VUCA with
new lens




Volatility calls for...

S
, - 2 L S S i :
Vision relies on a leaders learning to use their brain
to "see the play before it happens". The ability to
create a clear image of the desired end-state and
then articulate that vision to others is critical for
organizational alignment.
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DERSTAND

In the face of uncertainty, listening and
understanding can help leaders discover new ways
of thinking.




The VUCA world rewards clarlty because people are
so confused that they grasp at anything that helps

them make sense out of chaos




Ambigqguity calls for....

AG&E{/’O}

The ability to exercise adaptive thinking and mental
agility are the core skills needed here. Leaders
again, need to train the brain, to be prepared for

alternative realities and unprecedented challenges.
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The New World 1s a VUCA World.

How do we thrive in a VUCA World?




WHAT IS LEADERSHIP?

Ty




The chronology of Leadership Theories
From ‘Great Man’ to ‘“Transformational’ Leadership ’
'

1840s - Great Man (Born) Theory

1930's till 1940's - Trait Theory

940's till 1950's - Behaviourist Theory

s Contingency/ Situational Theory

actional Theory

-

ansformational Theory

....

46



The 4 I's in Transformational Leadership

dealized

Influence

Idealized Influence

Transformational
leaders must
embody the values
that the followers
should be learning
and mimicking back
to others

ROLE MODEL

nspirational
Motivation

Inspirational
Motivation

The degree to which
the leader
articulates a vision
that is appealing
and inspiring to
followers.

INSPIRING

ntellectual
stimulation

Intellectual
Stimulation

Such leaders
encourage their
followers to be
innovative and
creative.

INNOVATIVE

ndividualized

consideration

Individualized
Consideration

The degree to which
the leader attends to
each follower's
needs, acts as a
mentor or coach to
the follower.

GROWTH




Idealized Influence

* Promoting a broad, inclusive vision

* Leading by example

* Showing strong commitment to goals

* Representing organizational goals, culture, and mission

* Embody the values that the followers should be learning and
mimicking back to others

The followers developed trust and confidence in leaders

A

dealized nspirational ntellectual ndividualized
Influence Motivation stimulation consideration




Inspirational Motivation

* Inspiring employees to improve their outcomes

* Explaining how the organization will change over time

* Fostering a strong sense of purpose among employees

* Linking individual employee and organizational goals

 Communicate optimism about future goals

 Make the vision understandable, precise, powerful and
engaging.

The followers are encouraged and optimistic about the future and

believe in their abili’iii

ntellectual ndividualized

dealized nspirational
stimulation consideration

Influence Motivation




Intellectual Stimulation

 Challenging the status quo

* Takes risks and solicits followers' ideas

e Stimulate and encourage creativity in their followers

* Nurture and develop people who think independently
 Unexpected situations are seen as opportunities to learn

The followers ask questions, think deeply about things and figure
out better ways to execute their tasks.

A

dealized nspirational ntellectual ndividualized

Influence Motivation stimulation

consideration




Individualized Consideration

 Showing genuine compassion

* Encouraging ongoing professional development and personal
growth of employees

 Acts as a mentor or coach to the follower

* Listens to the follower's concerns and needs

* Keeps communication open

 Celebrates the individual contribution to the team

The followers have intrinsic motivation for their tasks.

A

dealized nspirational ntellectual ndividualized
Influence Motivation stimulation consideration




Transformational Leaders
Understand their followers

Communicate to
emphasize




ARE YOU A
TRANSFORMATIONAL
LEADER?
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33%
2006

Leadership P
Development
: 34%
Effectiveness 5011



A top performing leader




How Is the 'State of Leadership' in Organizations
Globally and in Malaysia?

38%

30%

Leadership
Quality

Malaysia

18%

Source: DDI Global Leadership Forecast 2011: Global Highlights



The five Critical Skills for the Future

MOST CRITICAL SKILLS NEEDED IN THE PAST AND FUTURE

1. Driving and managing change ° o

38%

®@4%  40% or more of leaders
2. Identifying and developing future talent say th ey were
@ 19% . . _
® 36 Ineffective in any of
3. Fostering creativity and innovation the to p 5 critical skills.
@ 16%
@ 35% Driving and managing
4. Coaching and developing others chan ge will remain the
® 28%32(y number one priority for
. i ® 32% leaders over the next
5. Executing organisational strategy‘ 29% th ree years
@ 32%
0% 10% 20% 30% 40% 50%
Past 3 years — Next 3 years

Source: DDI Global Leadership Forecast 2011: Global Highlights



For Malaysia , the top three skills for the future
were:

1. Coaching and developing others
® 47%
@ 32% ]
1. Coaching and
developing others
2. Driving and managing change o
44% . -
® 43% 2. Driving and managing
change
3. Identifying and developing future talent 3. Identifying and
@ 39% developing future
® 36% talent
0% 10% pAO 30% 40% 50%

% of Leaders who report the skills as most critical

Malaysia Global

Source: DDI Global Leadership Forecast 2011: Malaysia Highlights



Knowing Who is A Lead;r

Write your own * -
definition of <

a Leader




THE STYLES OF A LEADER

c A



TRANSFORMATIONAL LEADERSHIP

VISION OF CHANGE AND GROWTH
APPEAL AND INSPIRING FOLLOWERS
INSPIRING AND MOTIVATING

CREATIVE
RISK TAKE
POSITIVE

NNOVATIVE AND RESPONSIVE
f{

FORCE IN THE ORGANIZATION

BUILT TRUST AND STRENGTHEN THE
RELATIONSHIP

DISCIPLINE, DETERMINATION AND COURAGE



SIX KEY BEHAVIOURS OF TL

NDENTIFY AND ARTICULATES THE VISION
PROVIDE APPROPRIATE MODEL

FOSTER THE ACCEPTANCE THE GROUP GOALS
EXPECT HIGH PERFORMANCE

PROVIDE SUPPORT TO THE FOLLOWERS

CHALLENGES THE FOLLOWERS FOR
IMPROVEMENT




Corporate Leader

12 Effective Leadership Roles

Visioning
&
Setting an
Example

“ Inspire and enerize peaple

Empowering
Empower people
oo, [l v o

Energizing Comimunicate apenly
Listen, support, and help

S [rvalve everyone, Use team approach

LEading (I Coach, bring out the hest in your peaple

Team (N Erncourage grodp decisian

I fonitor progress, but don't micmomanage
=l wadim Kotelnikow 1000vwentures .com




@. Leadership Attributes

ey What Effective Leaders Need to Be, Know, and Do

Set Directions
# Face reality
# Focus on the future

Demonstrate Personal Character
# Live values, lead by example

# Hawve and create a positive sel-image
> Display integrity & learning ability

Build Organizational Capability
# Build infrastructure

y 8
* Leverage diversity ‘An. \1_ * Manage attention

# Build teams # Share power and autharity

* hlake chande happen # Build collaborative relationships
> Design human resoudrce systems

# Direct emotions

1000 wentures .com



5 Dynamic Leadership Characteristics"

* 1. Authority in Leadership Characteristics
* 2. A Vision that Moves

* 3. Communication that Connects

* 4. Sound Judgement

* 5. Open Mindedness



MODUL 2:
4 MODEL KEPIMPINAN
TRANSFORMASI



4 MODEL KEPIMPINAN

EXAMPLARY LEADERSHIP

ETHICAL & MORAL LEADERSHIP
THE INSPIRING LEADERSHIP
TRANSFORMATIONAL LEADFERSHIP




EXAMPLARY LEADERSHIP

CLEARLY COMMUNICATES THE VISION
CHALLENGES THE PROCESS

INSPIRED THE SHARED VISION

ENABLES OTHER TO ACT

MODEL THE WAY

RECOGNIZES THE CONTRIBUTION OF OTHERS



ETHIC

TREAT OTF

SERVE OTF

AL & MORAL LEADERSHIP

ERS WITH DIGNITY AND RESPECT
ERS

JUST AND
HONEST

FAIR

BUILD COMMUNITY

LIES IN THE CHARACTER OF LEACDERS - Integrity,
Courage, goodwill, compassion, diligence,
humility, responsible and accountable



THE INSPIRING LEADERSHIP

USING EMOTION

SETTING STRETCH GOALS
CREATING VISION AND DIRECTION
COMMUNICATION POWERFULLY
DEVELOPING PEOPLE
COLABORATIVE AND TEAM PLAYER
FOSTERING INNOVATION




TRANSFORMATIONAL LEADFERSHIP

DEVELOP A CLEAR AND APPEALING VISION
DEVELOPING STRATEGY TO ATTAIN VISION
PRIMOTE THE VISION

ACT CONFIDENT AND OPTIMISTIC
EXPRESS CONFIDENCE IN FOLLOWERS

USE SMALL STEPS FOR EARLY SUCCESS
CELEBRATE SUCCESS

LEAD BY EXAMPLE

CREATE, MODIFY OR ELIMINATE CULTURAN
FORMS




Excellence Focused, Coercive Style

* These leaders are demanding and top-down,
and focus on driving solutions during crisis
periods. They are also tell-oriented and expect
Immediate compliance with defined
expectations. Success is critical to these
leaders, yet they often alienate those with
contrary opinions. A lack of flexibility and a
strong focus on perfection can make these
coercive leaders rule by fear.




Coaching, Development-Oriented
Style

* These leaders are self-aware and full of empathy,
and focus on developing employees and
colleagues for the future. They are very learning
and development—oriented, implementing
changes and helping individuals grow and learn.
They recognize talent and cultivate new skills. As
coaching leaders, they are good active listeners
and able to encourage different approaches to
problem solving. Development leaders build
strong and engaging teams, based on a
foundation of self-awareness.
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MODUL 3:
TUJUAN KEPIMPINAN &
PENGURUSAN



PENYEDIAAN HALA TUJU

MENYELARAS PERUBAHAN

MENCAPAI I
MEMENUHI
BERKHIDMA
MENGGUNA

ASIL MELALUI KECEKAPAN
CEPUASAN PELANGGAN

" DENGAN ORANG RAMAI
KAN SEMBER-SUMBER

MENGURUS

DIRI DAN KEMAHIRAN INDIVIDU



PRINCIPLES OF DYNAMIC LEADERSHIP

I. Search for Continuous Improvement: This kind of leaders do not
implement changes that can have a negative impact on team members
rather they focus on positive changes that bring greater efficiency.
Il. Interaction with Team Members: This kind of activities are adapted to
have positive change, by practicing questioning that helps in arising
interest among team members and leaders so that new ideas can be
supported and initiated.
lll. Thinking as a Team: In this kind of leadership helps in eliminating the
use of “I” in decision-making process rather it promotes “we” in process of
decision making and initiates joint solutions and helps in having shared
success. This kind of vision has great influence on the team and helps in
building winning attitude among team members.
IV. Appreciating team Performance more than Leadership: Dynamic style
of leadership appreciates the performance of team members more than
the style of leadership adopted by the team leader and in this way, they
motivate team members to work together and achieve the objective
together.



V. Be effective and Efficient: Main aim of a dynamic leader is to effectively
manage tasks assigned to team members to achieve the desired objective.
An organizations efficiency and effectiveness purely depends upon having
good leaders at all levels in a particular project and he/she should be
capable enough to accept new opportunities, initiative and creative
enough to accept and initiate new opportunities that will further help in
achieving success.
VI. Ensuring that task is Understood, Monitored and Achieved
accordingly: In this kind of leadership style leader must ensure that task
that is to be performed is understood by team members and leader
should effectively monitor tasks so that he/she can have check on tasks so
that it is easy for a team to achieve the desired goal on time as it is one of
the valuable resources for an organization.
VII. Decision Making: It is one of the most important tasks performed by
leader where he/she is asked to take decisions according to circumstances
and involving team leaders in process of decision making encourage team
members and helps in making an effective decision.



BOSS is always RIGHT
when the BOSS is RIGHT

otherwise, BOSS is not
always RIGHT




lEADERSHIP is a
character N a
PERSON. LEADER is a
PERSON.



Pembelajaran saya




MODUL 4:
KEPIMPINAN STRATEGIK



DEFINISI STRATEG]

* DI KAITAN DENGAN KAEDAH PERLAKSANAAN
KERJA

« APAKAH YANG PATUT DILAKUKAN UNTUK
MEMAJUKAN PERUSAHAAN (Ansoff)

e PROSES MENYEDIAKAN PENGARAHAN DAN
INSPIRASI  YANG  DIPERLUKAN  UNTUK
MEMBENTUK DAN MELAKSANAKAN VISI,
MISI, STRATEGI BAGI MENCAPAI OBJEKTIF
ORGANISASI (Lussier dan Achua, 2007)



DOMAIN KEPIMPINAN STRATEGIK

* STRUKTUR
BUDAYA
 STRATEGI
* TEKNOLOGI
* PERSEKITARAN
 KUALITI KEPIMPINAN




MODUL 5:
TRANSFORMASI ||



EFFECTIVE LEADERSHIP

PERSUASION
PASSION
PATIENCE
GENTLENESS
TEACHABLENESS
ACCEPTANCE
KINDNESS
OPENESS




* COMPASSIONATE CONFRONTATION
* CONSISTENCY
* INTEGRITY



+ SE
+ SE
. CH

RVANT LEADERS
LF-SERVING LEA

HIP
DERS

ARISMATIC LEA

DERSHIP



MODUL 6:
MENDORONG
&MENGGERAKKAN KAKITANGAN



@ Inspirational Leadership

Coaeh 10 Roles

. Prowide an inspiring vision and launch a crusade

Help people connect their personal goals to business goals
hWake relentless innavation a religion

Encourage entrepreneurnal creativity and expernmentation
Involve everyone, empower and trust employees

Coach and train your people to greatness

Build teams and promaote teamwork, leverage diversity
hWotivate, inspire and energize people, recognize achievements

Encourage risk taking

I
2
3
4
).
b
7
o
2
l

0. Make business fun

2l vwadim Kotelnikon 1000w entures com




HOW TO MOBILIZE STAFF

GIVE THEM A COMMON GOAL

FOCUS ON THEIR STRENGTH

GO WITH PASSIONS

CREATE A MEMORABLE OPPORTUNITY
PROVIDE SIMPLE WAYS TO CONNECT
ENCOURAGE MORE PRAYERS



HOW TO ENERGIZE STAFF

EMPLOYEE EMPOWERMENT
INSPIRING CULTURE

Be Empathetic

Keep Your Promises

Get Their Feedback

Praise Publicly, Reprimand Privately
Have Fun with Your Team

Express Gratitude for Their Efforts



We also need to understand the Development
Preferences of the Different Generations

YOUNGER GENERATION OF LEADERS

OLDER GENERATION OF LEADERS

COACHING Desire to learn from others via coaching Ample opportunity to have learned from

PREFERENCE others —in fact, they should be coaching
newer leaders

LEARNING Less likely to embrace the formal structure Want formal learning on specialised

STYLE of a classroom topics and projects

Generation Y cohort found coaching (to be more effective for

development

Older generations favour formal training



How about Lead




Effectiveness in Leadership Selection

Only 319% of leaders rated the

effectiveness of leadership
selection as high.

Only 1/3 are using validated tools

to make important leadership
selection decisions.

IVE

Source: DDI Global Leadership Forecast 2011: Global Highlights



Is Managing Leadership Transitions
effectively Is important?

.\ \%\;




Managing Leadership Transitions
effectively Is important, however;

ASPECTS OF LEADERSHIP SUCCESSION MANAGEMENT

Effective programs to ensure SYSTEMS
SmOOth transitions at a” |€V€|S We have a formal process for early identification of high
Global - 25% potential talent ® 77%

@ 44%

Malaysia : 44%

We have a formal process for early
growth of high potential talent

® 37%

® 71%

We have effective programs to ensure
smooth leadership transition at all levels

@ 4%

@ 25%

0% 20% 40% 60%

% of HR Professionals who Agree or Strongly Agree

Global

Malaysia




b
L\
Management Culture? \




Management Culture and developing
Passionate leaders

Management culture is related to other outcomes, such as the
passion that leaders have for their work

MANAGEMENT CULTURE RELATED TO PASSIONATE MANAGEMENT CULTURE RELATED TO BUSINESS IMPACT
LEADERS
100% 100%
80% . 80%
60% 51%

60% 57%

40% 40% 31%
29%

20% 20% 7% I

0% 0% I

1
Low Medium High Low Medium High

Effectiveness of Management Culture Effectiveness of Management Culture

% of organisation with highly PASSIONATE Leaders
% of organisations OUTPERFORMS the competition



DDI Global Leadership Forecast 2011: Global Highlights

+ Atop performing leader creates 50% more impact than an average performing leaders

» Organizations with higher quality of leadership are also 3X more likely to retain more
employees

* Organizations with higher quality of leaders have more than 5X the number of
engaged leaders

* There is a marked difference in perception ; ‘Rosy picture' from the top

« Training and development systems are the leading determinant of leadership
quality

« Driving and managing change will remain the number one priority for leaders over the
next three years - Global

« Coaching and developing others as a critical future skill — Malaysia
« Generation Y cohort found coaching to be more effective for development

« Older generations favour formal training and special projects as ways to hone their
skills.

« Using validated tools for Leadership Selection will increase the success of external
and internal leadership hires

Managing Leadership Transitions effectively is important

« Effective management cultures produces passionate leaders. This passion also
translated into organizational results



Revolutionize
leadership,
revolutionize
yOour busmes

333383334




Another report came in for 2014-
2015

And here are the findings




Global Leadership Forecast
2014/2015
Ready Now Leaders

ABOUT THE STUDY
One of the largest benchmarking

Ready-N OW S studies in the world.
Leaders: View from both the leadership and

Meeting Tomorrow’s Business Challenges HR perspectives.

Global Leadership Forecast 2014 | 2015 . )
_ Identifies leadership challenges and

opportunities.

.........

13,124 leaders,

1,528 global HR executives, and
2,031 organizations

48 countries across all regions,
32 major industry categories

DDI@ o covimernon € Representation from four leader levels, both
genders, and a mix of multinational and local
corporations.



Development Dimensions International - DDI/Key Findings from the Global Leadership Forecast 2014.mp4
Development Dimensions International - DDI/Key Findings from the Global Leadership Forecast 2014.mp4

This Global Leadership Forecast
2014|2015 is the 7t report since
Development Dimensions
International (DDI) began this
research in 1999.

A joint effort of DDI and The
Conference Board

DDI

DEVELOPMENT DIMENSIONS INTERNATIONAL

@@

THE CONFERENCE BOARD

Bigger Is Better

The Global Leadership Forecast 2014 | 2015

s Glodwa! Leadershlp Foreogat 2014|2015 s the seveash repoet since Development Dimensioes lsternational (DOI) began
thas research ia 1999 The cumrent report—a jodes effoet of DD and The Coaference Board — mclodes survey msposes fhom
13,124 leaders; 1,525 global human resocrce executives; and 2051 participaong crpanizetions. To ensase that so indvidual
cepanization dominated the overall resabs, & medom sample wes aaken fhom sy organization whise lsaders congpinasd more
than 1 pescent of e ghobal seple. Leader demograpiucs are shown below

T2e secood-breaking see of the paticiparns poal gave

afficient samgpde sizes so that we could look af our finSegs from
many points of view, We were sbie 0 dissect findings besed on diverse perspectives spanming leaders aad HR professiomls,
four leader levels, pender, &8 countres across all

as, 32 magor industry categoniss, and mairiariosals versus local
corporations. Special topical reports and sepance country repoets will be available ar wwweddiwerid.com/gif2014

Leader Demographics

S0
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Human Capital remains CEQO’s top challenge

In The Conference Board CEO Challenge®, more than 1,000 respondents
indicated that human capital remains their top challenge

CEOs know their organizations cannot retain highly engaged, high-performing
employees without effective leaders who can manage, coach, develop, and
Inspire their multigenerational, globally dispersed, and tech-savvy teams.




Human Capital Is Important; Leadership Is Critical

Better leadership can have a positive impact on CEOs’ top challenges. This
study shows how better development can positively affect leadership.

CEOQOs also were asked to identify the leadership attributes and behaviours
most critical to success as a leader.

The top five prominent in every region globally were:

» Retaining and developing talent.

« Managing complexity.
Leadership attributes and

* Leading change. —_  behaviours most critical to

» Leading with integrity. success as a leader

« Having an entrepreneurial mind-set.

Source: Global Leadership Forecast 2014/2015



Working Within the VUCA Vortex

Leaders Need More Preparation to Face VUCA Challenges ,

Percent of HR professionals
who report that leaders are
incapable of meeting the

challenges of... Volatility
) 40%
Uncertainty %
Complexity %

Ambiguity W
>

L

Competencies required for success in key
leadership positions are clearly defined.

Leaders have high-quality,
effective development plans.

Leaders’ performance expectations
are linked to the organization’s strategy.

Leaders regularly review their
development plan with their managers.

Six Leadership Practices
to Mitigate VUCA

Leadership competencies serve as the foundation
for multiple leadership talent management systems.

Leaders practice and receive feedback
on key skills with their managers.

o

Leaders are not
capable of meeting the
challenges of:

Volatility (40%)
Uncertainty (32%)
Complexity (36%)
Ambiguity (31%).

Research found that organizations whose leaders have high VUCA capability
are 3.5 times more likely than organizations with low VUCA
capability to have leaders ready to step in to meet future challenges

Source: Global Leadership Forecast 2014/2015



Now What: Working Within the VUCA Vortex

Research identified the top
four skills that, when
practiced effectively, had
the greatest impact on
leader preparedness and
confidence in addressing
the challenges of VUCA:

Working Within the

VUCA Vortex

Source: Global Leadership Forecast 2014/2015

Managing and introducing change -
Unsurprisingly, this was the strongest
predictor of a leader’s confidence in the face
of VUCA.

Building consensus and commitment -
This skill is critical for eliminating discord and
misunderstanding.

Inspiring others toward a challenging
future vision - To induce others to act,
leaders first must be inspired themselves.

Leading across generations - This skill is
key to forging a shared purpose despite
diverse employee viewpoints and
motivations.



Where Should Leaders Be Spending Their Time?

Organizations That Value Interacting vs. Managing

Interacting Benefit More

“Managing’ is time spent planning, doing
administrative tasks, scheduling, etc.

2X 3. 9N

o . conversation with others, such as peers,
W I team members, supervisors, and
customers.
2X 20% If organizations signalled that time spent

More Leaders Ready interacting was as valuable as time
toFill Critical Roles— spent managing, they likely would have

' $ , @ a superior performance.

Financial Impact

Source: Global Leadership Forecast 2014/2015



Conclusion

Organizations with highly rated leadership development programs were 8.8
times more likely to have high leadership quality and bench strength
compared to those organizations with low-rated programs.

This indicates that effective leadership development is a strong driver of
leader quality—not just now, but also for the future.

Another benefit for organizations with higher-quality programs is that they
were 7.4 times more likely to have leaders who were highly engaged
and inclined to stay with the organization,

Development programs positively shape a leader’s experience and, in
turn, affect their engagement and retention.

Source: Global Leadership Forecast 2014/2015
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Who Are We Talking About?

Generational Tag

1.
2.
3.
4.

Traditionalist
Baby Boomers
Generation X
Millennials/Gen Y

Generation Z
e 1

Year of Birth

1900 -1945

1946 - 1964
1965 - 1981
1981 — 1995
1996 — 2017

b~ e




Percentage of
Generations in the
Workplace in 2017

M Traditionalists
W Baby Boomers
® Generation X
M Generation Y



Future Generations in 2025

B Generation Z
M Baby Boomers
M Generation X
M Generation Y

Source: HartfordBusiness.com, August 18, 2014



GENY

GENERATION
boomers MILLENNIALS
COMMUNICATIONS | Face to Face In Person Email/ Cell Text Messaging
Formal Memo Formal Memo Phone
FEEDBACK No News is Once a year Instant, Individualized
Good News Review with Immediate Feedback at
documentation | feedback the push of a
button!
REWARDS The satisfaction | Money, title, the | Freedom is the | Work that has
of a job well corner office ultimate meaning for
done response me!
BALANCE Support me in Help me Balance now, Flexibility so |
shifting the balance not at 60 can balance all
balance everyone else my activities

& find meaning
myself




GENY

GENERATION
boomers MILLENNIALS
JOB STRENGTH Stable Service Adaptable and | Multitaskers
Oriented/Team | Techno-Literate | and Techno-
Players Savvy
OUTLOOK Practical Optimistic Skeptical Hopeful
VIEW OF Respectful Love/Hate Unimpressed Polite
AUTHORITY and
Unintimidated
LEADERSHIP By Hierarchy By Consensus | By By Pulling
Competence Together
RELATIONSHIPS Personal Personal Reluctant to Inclusive
Sacrifice Gratification Commit




GENY

GENERATION
boomers MILLENNIALS
TIME ON THE JOB Punched the Visibility is key | Aslong as | get | It's quitting time
clock “Face Time” the job done, — | have areal
who cares life to live
DIVERSITY Ethnically Integration Integrated No majority
segregated began race
FEEDBACK No news is Once a year Interrupts and Wants
good news with asks how they | feedback at the
documentation | are doing push of a
button
WORK/LIFE Needs help Balances Wants balance | Need flexibility
BALANCE shifting everyone else | now to balance
and themselves activities




“The next time you bump into someone from
another generation to whom you don’t relate
to, stop and remember that no one is right or
wrong, we’re just different.”

Only then will you be able to embrace
generational differences.

When Generations Collide, 2003



67%

1 manager a
agreed to a specific, written
devel"@p mensts "pd an.

Source: DDI’s Finding the First Rung



“I'm all alone.”

5 6 % My manager has the knowledge and

tools to support my development.

| '~' 4 9 % | get sufficient feedback about my
! performance.
\
o 4 60/ My manager is committed to my
O development.

Sourece: DDI’s Finding the First Rung
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. All'rights reserved: W



Different people requires different learning and
development approach Skill Will Matrix

High Will Desperate to be rescued Raring to go
A
% .5:3 _ ‘%I
o~ —\l “’ g V=R
253575

Reluctant to engage

Low Will DIRECT

LowSkill — = = = = = = = e e e e - - ==







BE THE LEADER
THAT IS
KNOWLEGEABLE
AND ABLE TO
DRIVE YOUR
ORGANISATION
TO GREATER
SUCCESS !
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Menjadi Cemerlang

%¥ Usaha Sedikit Untuk Cemerlan
Cemerlang

#* Apakah Yang Terbalk
Menghalang Saya?

Baik
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